Chemical Advisory Council Meeting 

15th June 2010, 10.30, Cogent SSC, Warrington

Attendees 

George Ritchie (Chair), John Holton, Ian Mains, Ann Clark, Tim Eyre, Ronnie Fisher, Jim Collins, Robert Green ,Kieran Quill, Maureen Nield, Jenny Clucas.
Apologies

Carol Boyer Spooner, Vicky Gibbons, Robert Bentwood, Stan Higgins, David Dalton, Jose Richardson, David Edwards, Viv Batchelor, Simon Marsh, Anne Randall, Steve Westhead, Patrick Walsh, Jessica McCole, Philip Bailey.
Agenda 

1) March 2010 minutes – agreed.
2) Apprenticeship funding -Ian Lockhart, Cogent SSC
Existing funding remains, however the situation may change in line with ministerial direction (BIS & DEC).
3) Gold Standard update – John Holton, Kieran Quill, Cogent SSC
Gold Standard - Laboratory Technician
The Gold Standard is a modular continuous career/professional development programme, organized around job roles: skills, knowledge and qualifications required for world-class performance. Individuals gain qualifications in small steps over time and gradually obtain full Gold Standard status in their given role with identified transferable skills.
The Gold Standard outlines a standardized requirement in knowledge, skills and behaviour for an individual to properly perform a specific job “being adequately or well-qualified to perform a specific role”

For Employers the Gold Standard enables them to benchmark their training and development against an industry recognized and endorsed standard. In doing this they will then be able to better define their skill needs. 

Around the functional task of ‘Laboratory Technicians ‘two roles are identified:

- Laboratory Technician Quality Control (Level 2).
- Laboratory Technician Analytical (Level 3).
These roles are a significant element of the Chemical workforce, traditionally supplied via vocational routes (HNC, etc); however today Degree level occupants are commonplace which creates an issue around staff retention and morale. This matter was discussed at the meeting and it was agreed to be an issue in the industry.
Level 2 QC type role: routine analysis of standard products and raw materials.
Level 3 Analyst role: varied substances/preparations, e.g., technical service submissions, forensic investigation, product development substances.
The Gold Standard Laboratory Technician Analytical has been distributed and was discussed at the meeting. Additional input and feedback on this standard has been sought through email consultation and is summarised below as follows: 

- generally favourable or very favourable.
- questioned if any of the lab roles are Level 2? (subsume into process operator roles?).
- many lab technicians have full degrees: yet all the listed Gold Standard Qualifications are vocational.
- auditing ability , for Level 2 Health and Safety only, however Level 3 ability needs to audit across quality and other standards.

The Gold Standards for Laboratory Technicians are complete; please forward any final comments to Kieran Quill (kieran.quill@cogent-ssc.com) by the end of June 2010 when these standards will be signed off. 
Action - sign off Gold Standard, Kieran Quill.
For the future, it is proposed to develop a Gold Standard for Technicians in R&D Laboratories, and a Skills Passport to capture the Gold Standard training for contractors. It was also recommended that, while the Level 2 Gold standard should be retained, that the existing Gold Standards for Process Operator and Process Technician be revisited to incorporate relevant aspects of the QC role, thus capturing the feedback in this area.
Industry Training Standards, John Holton, Cogent-SSC

Industry Training Standards (I.T.S.) provide an industry-wide skills benchmark for world-class levels of competence; they also allow Employers to measure or benchmark existing workforce skills and to identify any skills gaps.

Training to these standards allows transferability of skills across the Sector and a reduction in the need for repeat training. Increasing the number of employees trained to Industry Standards helps retention of high quality skills in the Industry and eases the work load in updating these skills over time.

The existing Training standards developed or in development by Cogent-SSC were reviewed. Attached to these minutes the Industry Training Standards are listed – council members are requested to prioritise their business interest in these standards so that Cogent can review in line with the feedback. 

Action, individual Council members to prioritise I.T.S. and send back to John Holton. 
Action, circulate the summarised replies, John Holton.  
4) Working Higher project - Foundation Degree Pauline Maden, Cogent-SSC and Robert Green – Working Higher Chemical Champion. 

A workshop was held within the meeting to discuss the Chemical Foundation Degree (FD) and the potential units within the qualification. The discussion pointed out that;
Content

Underpinning chemical knowledge (training) at the right level and in a modular format is very difficult to find.

Preparative Lab skills (manipulations and reactions in glassware) probably not so widely relevant – do first line supervisors require anything other than a basic understanding of them?
The taught chemistry content could be customised for individual employers, through Work Based Learning (WBL) – i.e. involvement of their own chemistry specialist?
Business Skills are important but less so than the chemistry core knowledge. As employer’s already put staff through similar courses this could be a useful opportunity to accredit that learning within the framework.

Candidates will have to be supported if they do not have the required basic knowledge/aptitude in science & maths. There was a recommendation for a preparation pre-course or bridging module to help individuals without the required entry level in STEM subjects and also for those out of education for a long time to enter learning again.

The programme should map on to the Gold standard.
Other suggestions for modules & content:

· Energy balance/efficiency.
· Environmental impact – basic technical aspects, what and why, linked to money flow
Typical job roles
It would be a positive addition if the FD supported the following career path of Process Technician ( Team Leader ( Plant Manager. Other suitable job roles would include first line manager/supervisor, shift manager and team leader. It was felt that the FD could also suit someone who had completed an NVQ/ONC/HNC to progress them to the next level
Delivery 
It is the project’s aspiration that up to 50% of the FD would be delivered through work-based learning. The correct mix would need to reflect the needs of industry. Availability of effectively trained industry mentors was absolutely essential. It was suggested that the proportion of WBL may increase year on year as the learner became more comfortable with self-directed/independent study.
The concept of looking at what companies do and accrediting their in-house training and also  focusing on best practice from other providers and professional bodies e.g. IChemE was well received.
Need to see module syllabuses – 5 draft documents will be circulated.

Robert Green’s contact details are; robert.green40@ntlworld.com / Mob: 07979 058709

Action; Robert Green to engage with Advisory Council members.
5) Education and Qualification team presentation –Maureen Nield, Cogent-SSC
Process Technology 

Feedback was needed by Cogent about the Process Technology technical certificate. The issue revolved around funding and the Chemical Advisory Council were asked whether they used the Level 2 and Level 3 qualifications and whether they were thought to be sufficient to satisfy the occupational requirements for certain job roles. The council confirmed that the Process Technology certificates were satisfactory, for some job roles, to confirm competence. This information will now be presented to the Regulators, as evidence for the continuation of funding for the qualification.

Action; Cogent to feedback to regulators.
6) Labour Market Intelligence survey feedback - Julie Plumbley, Cogent SSC

A workshop was held within the meeting to look at some of the questions included in the 2009 survey, the feedback will be used to ensure that the questions in the next 2010 survey are more focused on the sector. The areas discussed were,

· Workforce recruitment – definition of migrant workers.

· Workforce leavers – definition of Other leavers. 

· Inflow and Outflow – looking to define entrants by occupational level.
· Training budgets – looking to gather information on training days and budgets.
· Training provided – categorisation of training provided for data gathering? 

· Skills needs – aiming to focus more on the gaps (in work place vs. required).

· Emerging technologies – is it important to gather information on this area?
· Anticipating what lies ahead – building scenarios for the future?
· Any other areas to be included – have we missed anything?
The next Cogent Oracle survey will be delivered in September/ October 2010.
Action; modify Oracle LMI survey in light of discussion, Julie Plumbley 
7) Careers Pathway Tool, Tim Eyre Cogent-SSC.
The Career pathway tool is in the process of being updated during 2010

The goals are to

· Address all individuals’ requirements – including sector migrants and not just school students.
· Create a common language between employers and prospective employees to promote realism – matching interests with skills creating the correct expectation and promoting the philosophy of other ways to win (e.g. importance of Apprentices).  

· Expand the number of job roles.

· Add new video case studies to support the growing Cogent remit.

· Show the opportunities for re skilling through training as part of the process of ongoing career planning – the non linearity of working life.  

· It is intended to include a regional map with web links to sector employers; however we have to resolve the issue of data compliance and the matter that many company websites are very complex to navigate. 

· Sign post to the Skills Match tool to help individuals identify transferable skills and transfer across sectors.
· Promote the Careers Pathway website with companies to gain acceptance.
· Consider adding vacancy opportunities from Cogent/NSAPI enrolled members on the site as an added value service.
Cogent has planned to support the following Career Fairs in the second half of 2010;
13 - 16 July – One North East Youth Engineering Show, Metro Radio Arena

16 - 18 September – Skills Cymru, Millennium Stadium, Cardiff

29 - 30 September – Skills Yorkshire and the Humber, Sheffield Arena

07 - 09 October – Skills London, London ExCel, Docklands

8) Update on Project to Develop National Occupational Standards for Sustainability – Dawn Hillier, Maureen Nield, Cogent-SSC.

New qualifications in Resource Efficiency

Embracing the sustainability agenda is critical within the Cogent science-using Sector, not only in terms of anticipating future regulation but also because of the long term business benefits to be gained from improvements in efficiency and competitiveness.

Cogent is currently working to develop a suite of small, flexible qualifications in Resource Efficiency. This builds on its recent project to develop National Occupational Standards (NOS) for Sustainable Business Practice.

These developments will help to “future-proof” this strategic Sector’s economic performance and the management of its environmental impact. The qualifications will be available to learners towards the end of 2010.

About the qualifications 

These new qualifications are intended to support training, either on or off the job, for people with responsibility for identifying and implementing efficiency measures for energy, water, waste, and transport.

All of the qualifications are designed to be small, flexible and can be delivered in a variety of ways, including:
• Week-long, full time course,
• E-learning,
• On site observation and question.
Who are they aimed at?

These qualifications are primarily aimed at:

• Managers with a responsibility for resource efficiency

• Consultants helping the organisation to improve its resource efficiency

• General management with a specific brief for one or more of the efficiency areas

Award in Promoting Resource Efficiency (Energy)

Award in Promoting Resource Efficiency (Waste)

Award in Promoting Resource Efficiency (Water)

Award in Promoting Resource Efficiency (Transport)

These qualifications above are aimed at senior managers within an

organisation – each qualification could be approx 40 guided learning hours (glh) 

Award in Controlling Resource Efficiency (Energy)

Award in Controlling Resource Efficiency (Waste)

Award in Controlling Resource Efficiency (Water)

Award in Controlling Resource Efficiency (Transport)
These qualifications immediately above are aimed at managers and supervisors within an

organisation – each qualification could be approx 40 glh 

One example of the learning outcomes from one of the units - Unit Title: Promoting Energy Efficiency. The learner can…

• Understand legislation, government and industry-wide targets relating to climate change and energy usage.
• Identify opportunities for improving energy efficiency and establish energy efficiency targets.
• Develop energy efficiency programmes.
• Support the implementation of energy efficiency programmes.
• Overcome barriers to energy efficiency.
A workshop is planned to develop the Resource Efficiency qualifications. This is an opportunity for people to share their experience of implementing resource efficiency and help with the strategy for delivery and rollout of the qualifications. Additionally, there may be the opportunity to identify topics for future development. The event will be held in the Cogent office in Warrington and is scheduled for the 6th July, 10.30am - 12.30pm (with lunch to close). Contact; Dawn Hillier, tel. 01925 515211, dawn.hillier@cogent-ssc.com
9) NSAPI update - Ian Mains, National Skills Academy for the Process Industries 

The detailed presentation given by Ian is captured in his document attached to the minutes.

10) Employer Engagement – Julia Bennett, Jayne Edwards, Cogent-SSC 

 

Funding for additional Level 2’s will reduce to 50% from August 1st 2010. The Compact Funding is under Ministerial Review, but the 50% contribution is likely to continue for the next Academic Year (until end July 2011) when the Funding Guidance will be in place. Despite the current economic challenges, since January 2010; 94 “new” employers have made a written commitment to upskill their workforce.  Chemical companies account for 14% of those new employers engaged since the start of the Compact (April 2009). 

 

The Joint Investment Programme has also been suspended as part of the Ministerial Review of activity by the previous administration since January. The support for Apprenticeships continues under the new Government. The New Industries New Jobs initiative has been stopped, now Business, Enterprise & Growth are the priorities for BIS. 

11) Women & Work - Julia Bennett, Cogent-SSC 

 

This project has allocated funds to support 100 development opportunities for Women and Work (W&W). There are 3 Strands,
· Pre apprentice/technical work experience

· Skills Update (skills updating)

· 21st Century Managers (L&M development)

This 12 month programme began in April 2010 and must complete by Feb 2011

The training offer does not cover statutory training obligations or training that has already started, otherwise there are no other restrictions on the type of training .The maximum grant  available is £650 per individual. 
The funding constraints that apply are as follows;
· Employer must make minimum 50% contribution to the ‘total’ costs of training.
· 15% of this cost must be a payment out of the company to a provider/accreditor of training.
· In house training is eligible but must have an element of accreditation to future learner development.

Funding examples are shown here
Women & Work – funding example 1
Work Shadowing experience – (Strand 1)
Cost of Third Party training: 

£450

Employee’s time work shadowing:
£450

‘In house’ shadowing support:

£450

Total training costs including ‘in kind’: 
£1350

Company Contributions

Cash input from Company:

£202.50

Balance of Training costs:

£1147.50

Potential grant (50% of total costs) 
£675

W&W Grant: 



£650 (max)

Women & Work – funding example 2

E –Learning – (Strand 2)
Cost of Third Party training: 

£650

Employee on e-learning programme:
£300

Employer support:


£250

Total training costs including ‘in kind’: 

£1200

Company Contributions

Cash input from Company:

£180

Balance of Training Costs:

£1020

Potential Grant (50% of total costs)
£600
W&W Grant: 



£600

Women & Work – funding example 3
Redundancy – (Strand 2) – 3 x Female employees
Cost of outplacement support: 

£600      

Employee’s time on the programme:
£600      

Employer support:


£150    

Total training costs including ‘in kind’: 

£1350

Company Contributions 

Cash input from Company:

£202.50

Balance of programme Costs:

£1147.50

Potential Grant (50% of total costs)
£675
W&W Grant: 



£675

Women & Work – funding example 4
‘Off the Peg’ Course – (Strand 2)
Cost of First Aid Course: 

£80     

Employee’s time on the programme:
£150     

Total training costs including ‘in kind’: 
£230

Company Contributions

Cash input from Company (15%): 
£34.50

Balance of Training Costs:

£195.50

Potential Grant (50% of total costs)
£115
W&W Grant: 



£115

Women & Work – funding example 5

Mentoring – (L&M Strand 3)
Cost of Third Party training: 
£900

Trainee time on the course:
£450

Company mentoring support:
£450

Total training costs including ‘in kind’:

£1800

Company Contributions

Cash input from Company (15%):
£270

Balance of Training Costs:

£1530

Potential grant (50% of total costs)
£900
W&W Grant:



£650 (max)

End
Enclosed 

National Skills Academy for the Process Industry Update 

Industrial Training Standards prioritisation – return to John Holton 
Date of Next meeting Tuesday 16th November, 10.30 a.m. in Warrington

