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Cogent Nuclear Industry Skills Strategic Action Plan
Introduction
The Nuclear Employers Steering Group (NESG) was established to provide strategic advice to the Nuclear Directors on the Board of Cogent and to the Cogent Executive.  The NESG therefore provides a focus for Cogent’s key task of working hand-in-hand with employers to develop the solutions through collective strategic programmes for skills and recruitment issues that confront them individually, but are not always possible to rectify in isolation.  
The Strategic Action Plan below has been developed to take account of the previous work conducted in support of the Cogent Strategic Sector Agreement, the Cogent Big Ticket items and the requirements for sustaining skills across the Skills Pyramid. 
The Action Plan takes employer’s account of the current and medium term impact of Cogent’s strategic Big Ticket projects on the nuclear sector and also projects to the longer terms needs of the industry to develop the future Cogent strategy.

Through the Strategic Action Plan below, Cogent will deliver the products, services and initiatives for the nuclear sector that will enable actions to be delivered in conjunction with the National Skills Academy for Nuclear.  This will ensure that the most appropriate qualifications, standards, training programmes and other initiatives are in place and that they are accessible and meet the real needs of the nuclear industry.
1.  STEM

Issue 

Many bodies apply a significant level of effort to STEM issues and this can lead to ineffective use of resource if applied across a broad front.   Cogent should focus at a high level to ensure that the Cogent footprint, including the nuclear industry, gets visibility within the national and regional STEM agendas, rather than focussing on initiatives that may be duplicated elsewhere.  Previous work recognised the need to provide a tool that assists in attracting people into the nuclear industry and one area where Cogent provides a distinct product is via the Cogent Career Pathways website.  This provides a ‘one-stop’ shop for careers information and guidance.  The site is targeted at students, teachers, career information officers, people within the industry considering upskilling or reskilling and people from other industries considering a career change. 

Nuclear Strategic Actions
Cogent has a simple, clear offer for industry attractiveness – the Cogent Career Pathway.    Cogent works in concert with other Sector Skills Councils and bodies on regional and national STEM issues to ensure that the science and engineering needs of the Cogent footprint are being tackled.  The basis for STEM interventions must be supported by robust Labour Market Intelligence related to entry routes and STEM issues. 
A variety of job descriptions are used across the industry for essentially the same task and job roles are not well categorised.  A series of Job Contexts are being developed to articulate the competences (industry standards) and the associated qualifications and training standards.  The Job Contexts will provide the family of jobs for the Career Pathways website.  The Career Pathways website also contains a range of additional information that is widely used by Career Advisors such as job locations and salary information.  There is a need to keep this information up to date if the Career Pathways are to remain a credible tool.  Industry should use this tool with schools and other stakeholders and should assist in development and updating the Career Pathway information.  The value of the Career Pathways tool needs to be tested against the customer base on a regular basis.
Action Plan

a. Work with employers to develop Job Contexts against a prioritised programme to be agreed by NESG.  NESG to be updated regularly on the development programme and content of the individual Job Contexts.
b. Update Career Pathways information, to include the role profile details developed within the Job Contexts and general information such as salary details. 

c. Conduct Labour Market Intelligence on STEM issues, including the conduct of regular surveys of the students, teachers and career advisors at career fairs to ensure that Career Pathways and other Cogent STEM actions remain valid.  These results to be reported back to the NESG. 
2. Fit For Purpose Vocational Qualifications and Standards
Issue

The nuclear industry has always provided comprehensive training to ensure compliance with Licence Conditions related to training and appointment of suitably qualified and experienced personnel.  Whilst some of the training involved resulted in accredited qualifications, the industry relied heavily on 
in-house training which was often company or even site specific.  Many NVQs exist but in some cases considerable effort is required to complete the full qualification and this does not necessarily meet the requirements of employers in all circumstances.  Additionally, many companies accredit an overall programme to support company outputs rather than individual qualifications.  Development of bite-sized or modular qualifications and training standards, directly related to job profiles, will provide employers and employees with more ready pathways to reskill or upskill and accreditation could then be through a system such as the Nuclear Skills Passport.  Qualifications must be backed by credible competence frameworks and, preferably, industry agreed National Occupational Standards.  To enable qualifications to be entered on the national Qualification and Credit Framework (QCF), on the Cogent Industry Training Framework and to support the Nuclear Skills Passport, bite-sized qualifications need to be allocated appropriate Levels and Credit points.  Similarly training standards are allocated nominal level and credit points.  The complexity of the funding systems and variety of training providers does little to assist employers in providing funded training for their employees.
Nuclear Strategic Actions
Some full NVQs exist but these do not meet the requirements of employers or employees in all circumstances.  This is partly due to employees looking to reskill or upskill already have many of the competences necessary for the new role and completion of a full NVQ would be wasteful.  The development of Job Contexts will articulate the industry standards (competences) and associated qualification or training standards.  This programme of work will develop competency sets and identify where new modular qualifications or training standards are needed.  The question that needs to be resolved in the medium to long term is whether the industry values qualifications or would prefer common training standards.  

The high level of inherent safety culture required by people working within the nuclear industry needs to be inculcated at an early stage and recognised in training course syllabi and standards.  A range of safety behavioural and attitudinal training exists across different companies and sites but these are invariably derived from INPO or WANO standards.  This variety of standards can lead to inefficiencies, particularly for training of supply chain personnel, and a common suite of safety behavioural and attitudinal training standards would be beneficial.  Furthermore, safety behavioural and attitudinal training should be embedded in all apprenticeship and graduate development programmes.
The variety of funding mechanisms and funding bodies is confusing.  It would be beneficial if a catalogue of funded courses and accredited training providers was available.  
Action Plan
a. The competencies for the range of Job Contexts need to be developed. 
b. Decide with industry the appropriateness of qualifications or common Industry Training Standards.  
c. The resultant programme of development of new qualifications and training standards for the nuclear industry needs to align with the development of Job Contexts, the Nuclear Skills Passport project and take account of the development of the qualifications and training standards being developed for other industries within the Cogent footprint to enable skills transferability.
d. Safety behavioural and attitudinal training requirements should be developed and built into industry standard modular qualifications.
e. Identify funding opportunities for education and training.
f. A catalogue of funded courses and accrediated providers should be developed.  The programme needs to take account of the NSAN accredited training provider network.
3. Apprenticeship Programme

Issue 

Apprenticeship frameworks should be developed to be developed as ‘fit for purpose’ and contain a ‘pick and mix’ approach to enable them to be used by a wide-range of large and small employers alike.  A high number of skilled workers are required to support the industry and a recognised route for ensuring the future supply of these is via apprenticeships.  One means of ensuring an adequate supply of skilled personnel for the future, both in Site Licensed Companies and the Supply Chain, is via an ‘overtraining’ of apprentices through community apprenticeship schemes.  

The importance of a robust safety culture requires all apprenticeship frameworks to contain safety behavioural and attitudinal training.

Nuclear Strategic Actions
The general nuclear employment requirement for technicians and skilled workers is for high quality engineering skills, who are then trained for employment within the context of the nuclear industry.  Therefore, in general, the Cogent Apprenticeship frameworks should have similar core requirements across the Cogent Sector.  Over the last 2 years employers have requested Cogent to develop specific nuclear Apprenticeships/Advanced Apprenticeships:

· Advanced Apprenticeship in Nuclear Decommissioning.
· Apprenticeship in Specialized Process Operations (Nuclear Options) covering Process and Decommissioning and Radiation Protection to follow shortly.  
The need for any other specialised nuclear apprenticeships should be subject to ongoing review.
Further investigations into Higher Apprenticeships is being conducted, these Apprenticeship will bridge the gap between level 3 advanced apprentices and the graduate entrance.
The need for ‘overtraining’ apprentices through community apprenticeship schemes should be identified from the nuclear industry Labour Market Intelligence. 

All Cogent apprenticeship frameworks should also develop a robust safety culture.
Action Plan

a. As specialised nuclear apprenticeship frameworks or even general apprenticeship frameworks are developed or updated, they should be interrogated to ensure that they can be delivered flexibly to meet the needs of a range of large and small employers.
b. The need for specialised nuclear apprenticeships should be kept under review.
c. The need for a Higher Apprenticeship should be pursued and the requirements fully identified. 
d. The requirement for ‘overtraining’ the number of apprentices should be identified from the nuclear industry LMI.
e. Apprenticeship frameworks should contain safety behavioural and attitudinal training modules once these are developed.
4. Higher Education Programme

Issue 

The Cogent sector has a large reliance on higher level skills.  The provision of fit for purpose Higher Education (HE) qualifications is therefore a major requirement of the industry.  As with apprenticeships, the main requirement is for high quality engineers and scientists, who can then be educated or trained for employment within the context of the specific industry.  The HE agenda must cover the pathways to HE, including Foundation Degrees and Diplomas and the provision of graduate and post-graduate education. 
Nuclear Strategic Actions
To enable the general skills to be developed for people entering the nuclear industry or those undergoing Continuing Professional Development, there is a need to ensure ‘fit for purpose’ modules which can be offered on a ‘pick and mix’ basis.  Whilst high quality engineering or science education is required there is need to contextualise the programmes to ensure that students are fitted for employment within the nuclear industry.  Development of these programmes will require close engagement between industry and academia, which should be facilitated by Cogent.  This engagement will encompass, Diplomas, Foundation Degrees, graduate and post-graduate courses.
Action Plan

Cogent to develop a Higher Education Strategy which takes account of the Higher Education general requirements of the Cogent sector and the nuclear industry specific needs.  This must include the range of Higher Education provision from Foundation Degree, through Honours Degrees to post-Graduate education programmes.  This would include courses delivered within the national framework and bespoke courses developed for specific industry needs.
5.  Labour Market Intelligence

Issue 

Reliable Labour Market Intelligence is necessary to be able to develop valued education, training or recruitment interventions.  Prioritisation of resource to develop standards and qualifications must be based on knowledge of the current and future requirements of the industry and the need for transferable skills.

Nuclear Strategic Actions
The prospect of new civil nuclear build, increased defence nuclear programme capability and the support to ongoing generation,  decommissioning and fuel processing activities requires knowledge of the changing shape of the nuclear industry and its supply chain to be able to inform development of training standards, qualifications, frameworks and courses.  While, in general, the nuclear industry has the luxury of long planning timescales to be able to develop training programmes, shorter timescale changes such as an acceleration of the civil build programme or changes to the decommissioning programmes requires relatively detailed knowledge of the skill levels and disciplines across a fairly long time period.  An update of the 2006 Cogent nuclear industry skills gap analysis is therefore required to inform the interventions necessary to account for the new build programme and developments in the defence programmes.  
Action Plan

A detailed Labour Market Intelligence research project, against a range of scenarios which take account of possible changes to current operations and new build scenarios, is required to provide a picture of the nuclear industry skill demands and gap analysis over time.  To provide a common language for reporting the skill set will be measured against the 13 categories of Job Contexts and in 5 Role Levels.
The outcome of the LMI research must then be analysed and fed back into the Cogent Nuclear Industry Strategic Plan
6. Competence Assurance

Issue 

The Cogent Competence Assurance tool developed as a Big ticket item as part of the Cogent Sector Skills Agreement.  This web-based tool and complementary toolkit was designed to provide a self-check on the competence assurance systems and processes in place within a company and to benchmark these against other high-hazard companies.  The take-up of this tool by the nuclear industry has been low and this suggests that the original intent has not been met
Nuclear Strategic Actions
In the light of guidance from non-nuclear safety regulators, a comprehensive review of the Competence Assurance process is being conducted.  The aim of the review will be to fully identify the needs and purpose of the Cogent Competence Assurance tool to meet employer’s requirements.  
Action Plan

Following the Competence Assurance Review, detailed action plans for follow-on Competence Assurance tool development will be established.
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