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1 Introduction 
1.1 CITB-ConstructionSkills was established as the Sector Skills Council (SSC) for the construction 

industry in September 2003, and re-licensed in 2010. It covers a wide range of activities in the 
planning, design, construction and maintenance of the built environment. As an SSC, the strategic 
objectives of CITB-ConstructionSkills are to: 

• Reduce skill gaps and shortages, for example through influencing the supply of education and 
training; 

• Improve business performance and productivity; 

• Provide increased opportunities for training and development of the sector’s workforce, and to 
bring in a diverse range of people into the sector; 

• Improve learning supply through developing professional occupational standards, and through 
improving apprenticeships, further and higher education, so that learning and training 
infrastructures across the UK meet the needs of the industry in terms of quantity, quality, 
location, mode and funding mechanisms. 

In summary, CITB-ConstructionSkills is working towards ensuring that the industry has the right 
people with the right skills in the right place at the right time. 

1.2 The Sector Skills Agreement (SSA) is one of the key mechanisms by which the organisation aims to 
achieve these ends. The industry’s SSA has been negotiated by CITB-ConstructionSkills, and is a 
series of agreements and collective action plans between training providers, employers and 
Government designed to address the sector’s current and future skill challenges. The SSA covers the 
whole of the construction sector, from craft to professional, and from new build to repair and 
maintenance. It covers the whole of the UK, with separate agreements for England, Scotland, Wales 
and Northern Ireland. 

1.3 The priority skill areas identified in the Agreements are: 

• Attracting and retaining talent  

• Developing talent 

• Improving business performance 

• Strengthening the skills infrastructure across the nations. 

 

1.4 Within the area of improving business performance, a key focus of the SSA has been the need to 
improve supervisory, management and leadership skills in the industry. Since 2001 CITB-
ConstructionSkills’ Management and Supervisory Development Programme (MSDP) has worked with 
construction federations and employers to provide financial support for the immediate development of 
management and leadership skills, and, since 2009, for the long-term development of skills and 
knowledge that support innovation and sustainability critical to an organisation’s success.  
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1.5 In 2010 a total fund of £2.1m has been available, and to date more than 400 projects have received 
funding through the programme. Applications have to be submitted through one of the construction 
federations or directly by an employer, and to qualify for funding, projects have to meet a number of 
criteria, demonstrate a need for funding and show how it will be utilised. The aim is also that there are 
tangible, sustainable and measurable outputs from the training such as training materials, 
qualifications, research reports and toolkits, so that other businesses not directly in receipt of the 
training can benefit.  

 

 Research aims and objectives 
1.6 Research was conducted in 2007 among consensus federated employers to provide an evidence 

base to guide the development of the application process and to support resultant discussions 
concerning applications. The research explored the nature of employers supervisory and management 
skill needs and their preferred delivery methods for management training. The current research was 
commissioned to update, and provide reliable data on, the skills needs of managers and supervisors, 
recognising that the construction industry has changed considerably since 2007 particularly in areas 
such as innovation and sustainability, with resulting changes in skill needs. The findings will underpin 
CITB-ConstructionSkills’ strategic decision making around the MSDP and inform the delivery of the 
SSA. 

1.7 More specifically the objectives of the research were to: 

• Identify, quantify and analyse the size, qualifications, training activity and skill needs of the 
management and supervisory workforce of employers represented by the construction 
federations, focussing particularly on innovation and sustainability 

• Identify how managers’ skill needs have changed and are changing over time 

• Explore the impact that MSDP has played in supporting training 

 

  Methodology 
1.8 The research involved a number of elements: 

• Interviews with 22 federations, discussing among other issues the impact of the MSDP, and 
how they felt its impact might be increased 

• A quantitative telephone survey of 1,450 employers that are members of one of 20 federations 
covered by the research (the list of federations is shown later in the table at paragraph 1.16). 

• A small-scale qualitative exercise conducted by telephone involving: 

o 5 interviews with federations about specific projects for which they had received funding 
through MSDP 

o 8 employers that had attended MSDP-funded training that had been organised by 
federations 

o 7 employers that had received MSDP funding direct  
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The quantitative survey 

1.9 The quantitative survey involved telephone interviewers with 1,450 employers that were members of 
the 20 federations covered by the research.  

1.10 It used a structured questionnaire (appended at Annex A), with interviews lasting on average 22 
minutes. A pilot exercise involving 18 interviews was conducted prior to the main fieldwork, and a 
number of changes made to the questionnaire as a result. Each federation was also offered the 
opportunity to add a small number of questions for their own employers. These additional questions 
are not covered in this report, although results from them have been supplied to each federation. 

1.11 The sample of employers was initially drawn from CITB-ConstructionSkills’ levy database. Part of the 
interview with each federation involved a discussion as to whether the number of employers this 
generated matched their membership figures or was sufficiently close, or whether their own 
membership lists were more comprehensive and could be used instead or alongside that provided by 
CITB-ConstructionSkills. Some federations passed on their membership list, in some cases their 
website listed their membership and this was used to supplement the list from the levy database or 
was used instead, and in others the federation contact checked the levy list to update it (e.g. with 
companies that had gone out of business). 

1.12 Although the federations differ greatly in terms of the size of the membership, the aim was to achieve 
a broadly even spread of interviews across the different federations. This would have meant an initial 
target of around 75 interviews per federation. Where the membership size did not support this number 
of interviews then these interviews were re-allocated to those where a target in excess of 100 was 
feasible. The table at paragraph 1.16 shows the number of interviews conducted for the telephone 
survey within each federation. 

1.13 The survey data has been grossed up to the approximate number of employers within each federation 
– this has been shown in the middle column of the table at paragraph 1.16. 

1.14 Fieldwork took place from 25th November 2010 to 18th February 2011. All interviewing was conducted 
from IFF’s telephone centre in London by experienced business-to-business interviewers. 
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Home Builders Federation (HBF) 11 134 22k 

Homes for Scotland 12 62 3k 

Road Safety Markings Association (RSMA) * 27 61 6k 

The Resin Flooring Association (FeRFA) * 24 60 5k 

British Drilling Association (BDA) * 14 29 2k 

Selected National Specialist Contractors Council 
(NSCC) members (those marked with a * in the 
table) 

298 2,262 53k 

 

The qualitative survey 

1.17 The qualitative survey involved depth interviewers conducted by telephone with 5 federations that had 
received MSDP funding, 8 employers that had attended training funded through MSDP run by 
federations, and 7 employers that had received MSDP funding directly. The depth interviews lasted 
approximately 20-25 minutes and focussed on the quality and impact of the training funded through 
MSDP, and whether the course would still have gone ahead without the MSDP funding. 

1.18 The sample of federations and employers was provided by CITB-ConstructionSkills and all 
interviewing was conducted by the IFF research team and senior executive IFF interviewers. 
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2 Management Summary 
2.1 This report presents the findings of research among federated employers examining the issue of the 

size and nature of the management and supervisory workforce, the training provided to such staff and 
the preferred means of delivering training solutions, and the extent and nature of any management 
and supervisory skill gaps. The study involved 1,450 telephone interviews with employers from a wide 
range of federations (see the table at paragraph 1.6 for the full list). Interviews were conducted from 
late November 2010 to mid February 2011.  

 The management and supervisory workforce and qualification levels 
2.2 There are approximately 18,000 employers within the federations covered by the research, employing 

some 420,000 workers (including the self-employed, agency workers and labour-only sub-
contractors). Results indicate that they employ a total of some 116,500 directors, managers and 
supervisors / foremen, representing just over a quarter of the total workforce (28%, very similar to the 
25% found in 2007).  

2.3 The proportion of staff that have a managerial or supervisory role decreases with size of firm from two-
fifths (40%) where 2-9 are employed in total, to a third (32%)  where 10-24 are employed, down to a 
quarter (25%) where 100 or more staff work for the company.  

2.4 In terms of broad function approaching two in five of the management team are described as directors 
and senior managers (37%), just over a quarter work as middle managers (27%) and just over a third 
work as supervisors / foremen (36%). These results are very similar to 2007. 

2.5 A quarter of managerial staff were reported as having a level 4 or 5 qualification (25%) and three-fifths 
have at least a level 3 qualification (59%), compared with just 7% that had no formal qualifications. 
Directors / senior managers and middle managers were particularly likely to have level 4 or higher 
qualifications (33% and 34% respectively, compared with 11% of supervisors), but supervisors were 
the most likely to have at least level 2 qualifications (79% compared against 66% of directors and 
senior managers). Directors and senior managers were the most likely to have no formal qualifications 
(13%), compared with just 3% of middle managers and supervisors. 

2.6 As in 2007, larger firms tend to have more management staff with qualifications. Among micro firms 
with 2-9 staff 15% of the management team were described as having no formal qualifications, falling 
to 5% among those with 25-99 staff and 3% of those with 100 or more staff.  

 Current training for managers and supervisors 
2.7 Half of employers had provided training or development (including self-learning and structured on-the-

job training as well as more formal courses) for any of their managerial staff over the last 12 months, 
similar to the level in 2007 (53%). The incidence of training the management team varies widely by 
size of employer: just 6% of sole traders had put themselves through training in the last 12 months, 
rising to a third of those with 2-9 staff, three-fifths of those with 10-24 staff, and well over four-fifths of 
those with 25 plus staff. The pattern by size is very similar to 2007 other than there being a large fall in 
the proportion of sole traders undertaking any training (6% compared with 21% in 2007), suggesting 
these sole traders have been forced to cut back in this area as a result of the recession. 

2.8 Half the directors, managers and supervisors had received training in the last 12 months (49%). Far 
fewer of the management team receive training within firms of 2-9 staff (27%) than is the case among 
larger firms - the proportion of the management team trained is broadly similar between firms with 10-
24, 25-99 or 100 or more staff. A lower proportion of the management team has received training over 
the last 12 months than was the case for the 2007 survey (57%). 
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2.9 A far lower proportion of directors and senior managers had received training over the last 12 months 
(37%) than middle managers (52%) or supervisors (62%). 

2.10 Training for managerial staff tends to focus on immediate, technical and job-specific issues (including 
health and safety) rather than strategic, broad management and leadership issues aimed at enhancing 
business performance.  

2.11 Spontaneously relatively few employers mentioned management training being aimed at developing 
environmental, green or sustainability skills. However, when prompted just over a fifth of employers 
providing any training to their management team (22%, equivalent to 11% of all employers) said they 
had provided any such training to managers in the last 12 months.  

2.12 A minority of firms training their management team in the last 12 months had trained any of their 
senior staff to formal qualifications (41%, virtually unchanged from 2007), though this increases 
considerably among larger firms. A wide range of qualifications had been achieved or were currently 
being worked towards. These tended to split between health and safety specific qualifications (Health 
and Safety certificates, SMSTS, IOSH Managing Safely etc) and then more academic qualifications 
such as NVQs (especially level 3 and level 4 or 5) and degrees 

2.13 Reasons for not training managers and supervisors generally relate to senior staff being seen as not 
requiring further training or their being fully skilled (53%), or not being able to spare managers being 
off on training (28%). These results are very similar to 2007, however there has been a large increase 
in the proportion mentioning the cost and expense as a reason for not training their managers or 
supervisors, up from 8% in 2007 to 19% in the current survey. 

2.14 Just over a quarter of employers (28%) would have liked to provide more training for their managerial 
staff over the last 12 months (similar to the 30% in 2007). This is higher among trainers (37%) than 
those that had not trained any of their managerial staff (19%). The areas where these employers 
would have liked to provide (more) training focus on Health and Safety training, job-specific training 
and broader general and strategic management training. 

2.15 Around half of employers were unable spontaneously to think of what might stimulate more / any 
management training within their firm: trainers and non-trainers of managers were both most likely to 
mention more grants being available (25% and 9%). Once prompted, three quarters of employers 
agreed more grants would stimulate more managerial training (76%), and around three-fifths 
mentioned that if management training was more flexible (63%) or more industry specific (59%) then it 
would have this affect. These three factors were also the most likely to be mentioned in 2007. 

2.16 There was little consensus on what type of greater flexibility was wanted, with similar proportions 
mentioning provision in the evening, at weekends, training delivered on-site, and delivered closer to 
their sites(s). Small firms with 2-9 staff wanting increased flexibility were generally quite open to the 
idea of evening and weekend provision, while this was rarely of interest to the largest employers. 

2.17 Confirming these findings, when employers were asked as a prompted question how interested they 
were in a number of methods of delivery of management training, it being delivered by an external 
supplier at their premises was the type of training of most interest. Online or computer based training 
were relatively popular (32% of employers expressed high interest in such training). The training 
delivery methods of least interest were lunchtime seminars at a local venue, which clearly interrupt the 
working day, and training delivered on smartphones or other mobile devices (of high interest to 6% of 
employers). 
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 Skills gaps and priority areas for skill development 
2.18 When respondents were read a list of 27 skill areas nearly all employers recognised that skill gaps 

existed in their management team. Gaps were most commonly reported for: understanding the 
importance of and implications of ‘green’ issues (43% of all employers reported such gaps; 37% also 
reported gaps regarding managing sustainable practices in their firm); keeping up to date with 
environmental legislation and health and safety legislation (43% and 35%); IT skills (43%), identifying 
and winning new business opportunities (39%); and risk management (38%).  

2.19 A number of skill areas have become more important compared with the previous 2007 survey: 

• There has been an increase in the proportion of employers with skill gaps relating to green / low 
carbon, sustainability and environmental issues. The proportion of employers with skill gaps 
amongst their management team for being able to manage the delivery of sustainable practices 
in the company's work has increased from 21% in 2007 to 37% in the current survey. 

• Presumably related to continuing financial pressures, there has been an increase in the 
proportion of employers facing skills gaps for identifying potential new markets or clients (39% 
from 27% in 2007), winning new business and general selling skills (34% from 28%), and for 
developing and creating a clear strategy and vision for the business (34% from 27%). 

• For nearly all the skill areas investigated at least a quarter of employers were experiencing 
shortfalls in the skills of their management team. Hence in many ways the key consideration in 
terms of where MSDP can be of most benefit is the importance attached to the skills area, 
rather than simply the prevalence of each skills gap. 

2.20 In terms of the proportion of managers and supervisors that employers believe need their skills 
developing in the specific areas discussed, the most prevalent skill gaps were for understanding the 
implications for the business of the low carbon agenda and the increased importance of green issues 
(affecting 21% of managers / supervisors), team building (20%), maximising staff productivity (19%), 
improving prioritisation and time management (19%), managing the delivery of sustainable practices 
(18%) and communication (18%). Most of the remaining skills areas explored were seen as needing 
improving for between 10% and 16% of all managers and supervisors.  

2.21 Clearly the most prevalent skills gaps may not be the most critical ones for the organisation. The skills 
of most importance (among those experiencing gaps in each) generally relate to winning new 
business and delivering this work safely and to cost: ensuring projects run safely (a mean score for 
importance of 8.6 out of a possible 10); ensuring projects run to cost and managing project finances 
(8.4); maximising staff productivity (8.3); keeping up to date with health and safety legislation (8.2); 
Time management and prioritising (8.1); communication (8.1); identifying potential new markets and 
clients (8.0) and winning new business and general selling skills (8.0), and estimating costs accurately 
(8.0). 

2.22 Results are summarised on the following chart which shows on the vertical axis the mean score for 
importance of each skills gap among employers experiencing each one, and on the horizontal axis the 
proportion of all managers and supervisors needing their skills improving in each area: the further right 
the higher the density of skills gaps. For simplicity not all the skills gaps are labelled (this applies to 
those which appear near to the ‘average’). Maximising staff productivity, improving time management 
and prioritisation, and communication are three skill areas with above average prevalence and 
importance. 
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3.5 While firms with 100 or more staff across the UK account for a relatively small proportion of all 
employers covered by the survey (7%) results indicate that they employ around two-fifths of all staff 
and all managers / supervisors covered by this research (43% and 39% respectively). As the final 
column of data on the previous table shows, while overall a quarter (28%) of all staff employed are in 
managerial or supervisory roles, among firms with 2-9 staff this rises to two-fifths (40%) compared with 
a quarter (25%) among those with 25 or more staff. 

3.6 Results by federation are shown in the following table, ranked in descending order of the total number 
of managers / supervisors. 

3.7 Reflecting both the very different membership sizes and the average size of typical member 
organisations, results suggest that the number of managers and supervisors employed across the 
different federations varies hugely, from around 1,000 in SDF, Homes for Scotland and FPDC, up to 
around 41,500 in FMB. Related to this there is quite wide variation in the average number of 
managers and supervisors per employer across different federations, and this is particularly high for 
CECA, HBF and NAS. These are all federations with a relatively high proportion of large employers.  

3.8 However, the actual proportion of staff employed as managers and supervisors varies relatively little 
between federations, and ranged from 22% to 39%, though most were in the 25% - 35% range (this is 
shown in the final column of the following table, which ranks federations in descending order of the 
number of managers and supervisors in each as suggested by the survey results). 

 

  Report IFF Prepared for CITB-ConstructionSkills Owner: Mark Security: CONFIDENTIAL 15 











Management and Supervisory Skills Research 

4 Current training for managers and supervisors 
4.1 In this chapter we examine issues relating to the extent and nature of training provision for managers 

and supervisors within the federated employers covered by the research. The issues explored are: 

• The proportion of employers that train their managers and supervisors, and how this varies 
by size of employer 

• The proportion of managers and supervisors receiving training over the last 12 months 

• The nature of this training, the skills it has sought to develop, whether it has led to any 
qualifications and the methods of training used 

• What might stimulate more training activity 

• Reasons for not training. 

The extent and nature of current management training practices will shed light on where skills gaps 
are felt to exist currently, something examined explicitly in chapter 5, while an analysis of barriers to, 
and what might stimulate more training will give an indication of the role that MSDP may play in 
increasing innovative training practices. 

 The incidence of management team training and development 
4.2 Exactly half of employers (50%) had provided training in the last 12 months for any of their 

management team, very similar to the 2007 result (53%). It should be noted that training and 
development was described in the broadest terms to employers as covering not only informal courses 
or training leading to a qualification, but also informal learning that can be carried out on-the-job, and 
self-learning conducted by staff in their own time using books, CD-ROMs or the web. The incidence of 
training the management team varies widely by size of employer: just 6% of sole traders had put 
themselves through training in the last 12 months, rising to a third of those with 2-9 staff, three-fifths of 
those with 10-24 staff, and well over four-fifths of those with 25 plus staff. The pattern by size is very 
similar to 2007 other than there being a large fall in the proportion of sole traders undertaking any 
training for themselves (6% compared with 21% in 2007), suggesting these sole traders have been 
forced to cut back in this area as a result of the recession. 

4.3 Results are presented in the following chart. This also shows the proportion of firms that employ each 
category of management staff that train each group: firms employing supervisors and foremen (64%) 
and middle managers (65%) were more likely to have provided training to these staff (64% and 65% 
respectively) than they were to directors and senior managers (40%). This exactly matches the pattern 
of 2007. 
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 The nature of management training 
4.10 Employers were asked what skills the training for each level of management had sought to develop. 

This is of interest for a number of reasons. For one it is likely to indicate the areas where skills may be 
deficient (employers were asked explicitly about skills gaps among their managers, and this is 
discussed in detail in chapter 5). It is also key to see the extent to which training for managers has 
been specifically designed to improve management and leadership skills, as opposed to more 
immediate or tactical issues. 

4.11 The nature of the training provided was asked as an open-ended question, and answers have been 
coded into broad classifications. Results are summarised on the following table for each of the broad 
management groups. 

 

 
  Skills that management training has sought to develop

Directors & 
Senior 

managers

Other 
managers

Foremen

Base: those training each group % % %

H&S knowledge 48 46 46
Job-specific 31 39 53
Management / leadership 21 17 17
Business / accounting / legislation 13 10 6
First aid 10 19 17
IT / computing 3 4 2
Environmental / sustainability 2 2 1
Organisational (e.g. time 
management)

2 1 1

Other 6 3 2

 

 

 

 

 

 

 

 

 

 

 

 

4.12 As in 2007 training to improve health and safety knowledge and technical / job-specific skills dominate: 
for the former approaching half of employers training each management group over the last 12 months 
had provided training in this area; job-specific training was common among all three groups but 
particularly for supervisors and foremen. While these two broad areas of training can be important for 
productivity and performance (accidents can cause staff absence, site closure, prosecutions and lost 
production time), it is not in the broadest sense about developing the business strategically. Still 
around a fifth of employers training each management group had funded or arranged training seeking 
to develop these broader skills, and around one in ten that had trained managers had sought to 
develop skills and knowledge around business / accounting / legislation. First aid training was also not 
uncommon, especially among those providing training to middle managers and supervisors and 
foremen.  
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 Reasons for not training managerial staff 
4.24 We have seen that half (50%) of federated employers had not provided any training to their 

management staff in the last 12 months. The most common reason for this given spontaneously is that 
the management team are considered to be fully skilled and hence there has been no pressing need 
for training. Just over half of non-trainers cited this as a reason (53%). It is interesting though, as we 
see in the next chapter, that nearly all employers when asked specifically about a range of 
management skills admitted that there were areas where there were gaps between what the business 
needs and the skills of the existing management team. Hence there is a sense in which when 
employers say they have not trained management staff because they are fully skilled they really mean 
by ‘fully skilled’ adequately skilled to meet the immediate needs. 

4.25 Almost three in ten firms that did not train managers (28%) cited the fact that they find it hard to spare 
the time for managers to be absent on training. These employers find it hard to justify the longer term 
benefits of training with the more immediate requirements of meeting tight client deadlines, but clearly 
the danger is that they do not make time for the strategic running of the business.  

4.26 The proportion of employers citing these two reasons for not training their management team are very 
similar to 2007 (within 3%). However, there has been a very large increase in the proportion 
mentioning the cost and expense as a reason for not training their managers or supervisors, up from 
8% in 2007 to 19% in the current survey. Although this issue affected all sizes of employer, it is 
perhaps surprising that it was most likely to be mentioned by firms that did not train their management 
team with 25-99 staff (66%). The results are a clear indication of the financial pressures facing many 
employers. 

4.27 Given the mission of CITB-ConstructionSkills to ensure that the quality and availability of training 
provision meets the needs of industry, it is interesting to see that few employers cite failures of training 
supply as the reason for not training their managers: just 2% spontaneously mentioned not being able 
to find relevant or suitable management courses as a factor. Of course these results may somewhat 
underestimate failures of training supply for example because many non-trainers will not have actually 
sought external training provision, or because other factors are more top of mind. 
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4.48 As found in 2007, the very largest employers are particularly keen on intense block courses where the 
training is done over a whole day or days (48% of those with 250 or more staff are very interested in 
this method of delivery). On the other hand it was noticeably that small employers had above average 
levels of interest in training methods that did not interrupt the working day:  

• 32% of sole traders and 23% of those with 2-9 staff were very interested in weekend courses 
(compared with 9% among employers with 10 or more staff) 

• 31% of sole traders and 25% of those with 2-9 staff were very interested in evening courses 
(compared with 13% among larger employers). 

4.49 Results have changed very little since 2007 either in absolute or relative terms: as found for the 
current research, the area of most interest in 2007 was training delivered at their premises (though this 
was only asked of large employers), followed by computer based training packages (28% were very 
interested in this in 2007, compared with 32% for the current survey); lunchtime sessions were the 
area of least interest (14% giving an 8-10 rating, compared with the 10% in the current survey – 
delivery via smartphones was not tested in 2007); and there was little difference between the other 
methods discussed.  

4.50 Respondents giving any positive (8-10) rating were asked why they were interested in that or those 
methods. The key reasons why particular means of delivery appeal are the convenience and flexibility 
they offer, such as it allowing people to do the training at their own speed where and when they want 
(mentioned by 54% of those rating at least one method highly, though by 74% of those rating online or 
computer based training highly), that the method does not interfere with the working day (mentioned 
by 30%, though by just over two-fifths of those rating weekend or evening seminars highly), or being 
able to do the training onsite or at local venues (mentioned by 19% of those rating at least one method 
highly). 

4.51 Other less common reasons why training delivery methods appealed included block sessions enabling 
you to study without distraction (mentioned by 9% overall, but 22% rating this particular method 
highly), the method being less generic and more tailored to your needs (6% overall), it giving you more 
control over what and when you learn (3%) and it being cheaper (3%). 
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5.4 There were some differences by size of employer on this spontaneous question as follows (figures 
show the proportion mentioning each skill area in their top 5 priority skill needs): 

• People management and leadership skills and were particularly likely to be mentioned by large 
firms with 100 or more staff (42%) 

• Business skills like marketing and business development were particularly key for sole traders 
(30%) but also the very largest companies with 250 or more staff (27%) 

• Time management skills were one of the key priorities for medium sized firms with 25-99 staff 
(22%) 

• Communication skills are more important than average among those with 100-249 and 
particularly 250 or more staff (18% and 32% respectively) 

• Developing accounting and bookkeeping skills is more important than average for small 
employers with 2-9 staff (16%). 

 

The proportion of employers experiencing specific skill gaps 
5.5 As well as the spontaneous measure, respondents were read a list of 27 skill areas and asked to 

indicate those where a gap exists between the skills that the business needs and the skills of the 
existing management team.  

5.6 The following table shows the proportion of employers saying the management team have skills gaps 
in each area, with comparative figures in brackets for 2007 where applicable. Generally speaking the 
figures are very consistent with 2007, though we have highlighted in bold those skill areas where the 
proportion of employers experiencing these skill gaps is at least 5% higher than in 2007. Clearly a 
change over time can arise both through losing skilled management staff or through changing skill 
needs which reveal staff lack these new, emerging skills. 

5.7 The general conclusions are: 

• Most employers have managerial skills gaps across a range of areas (employers typically had 
skills gaps in 9 of the 27 areas covered). 

• There has been an increase in the proportion of employers with skill gaps relating to green / low 
carbon, sustainability and environmental issues. Understanding the implications and increased 
importance of low carbon and green issues was the skills area where most employers reported 
any managerial skills gap (45%), and there has been an increase in employers reporting gaps 
for being able to manage the delivery of sustainable practices in the company's work (from 21% 
in 2007 to 37% in 2011). 

• It remains the case that many employers say at least some of their management team do not 
have IT skills to the required level (43%). 

• Presumably related to the recession and the financial pressures many employers face, there 
has been an increase compared with 2007 in the proportion of employers facing skills gaps for 
identifying potential new markets or clients (39% from 27%), winning new business and general 
selling skills (34% from 28%), and for developing and creating a clear strategy and vision for the 
business (34% from 27%). 

• For nearly all the skill areas investigated at least a quarter of employers were experiencing 
shortfalls in the skills of their management team. Hence in many ways the key consideration in 
terms of where MSDP can be of most benefit is the importance attached to the skills area 
(which we look at later in the chapter), rather than simply the prevalence of each skills gap. 
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5.12 Small firms with 2-9 staff are particularly likely to have a high proportion of managers and supervisors 
with a number of the skills gap, as follows: 

• Understanding the implications of the low carbon agenda and green issues (41% of 
managers lack this skill in the smallest firms) 

• Keeping up to date with environmental legislation (36%) and Health and Safety legislation 
(31% of managers lack this skill in the smallest firms) 

• Legal understanding of contracts (36%) 

• Risk management (32%) 

• Identifying new markets or clients (32%) 

• The IT skills of senior staff (36%) but also their being able to identify the IT needs of the 
organisation (29%). 

Priority management skill areas 
5.13 A higher than average proportion of managers being affected by a particular skills gap does not 

necessarily mean that that or those skills areas are the most critical ones for employers. And clearly 
some of the skills areas discussed, such as creating a vision and strategy for the company, or 
developing a business plan, are not ones that would be required by all the management team in an 
organisation. To this end respondents experiencing each skills gap were asked how high a priority 
they were for developing and improving the business, using a scale of 1 to 10 where 1 is not at all 
important and 10 means vital.  

5.14 Results are summarised on the following chart which shows: 

• On the vertical axis, the mean score for importance of each skills gap among employers 
experiencing each one. The higher on the vertical axis the more important the skills gap.  

• The horizontal axis shows the proportion of all managers and supervisors needing their skills 
improving in each area: the further right the higher the density of skills gaps. 

 For simplicity not all the skills gaps are labelled (this applies to those which appear near to the 
‘average’).  

  Report IFF Prepared for CITB-ConstructionSkills Owner: Mark Security: CONFIDENTIAL 41 









Management and Supervisory Skills Research 

6 The training implications of introducing new products or 
processes and of emerging ‘green’ job roles 

6.1 In this chapter we explore the extent to which the introduction of new products or services (mentioned 
as being ‘for example renewable technologies such as solar heating’) or new processes (‘such as lean 
working or new organisational approaches’) had led to any training implications, and if so whether this 
training was hard to source. In a similar way we look at whether firms employed staff in six specific 
‘green’ job roles, and if so where these staff had been recruited from, and whether they have specific 
training requirements for these occupations which they are finding hard to source. These questions 
were new to the current study. 

Introduction of new products and or processes, and their training implications 

6.2 Employers were asked whether in the last 2-3 years they had introduced either new products into the 
services they offer clients, for example renewable technologies such as solar heating, and / or new 
processes such as lean working or new organisational approaches to their business operations, and if 
so what these changes were and whether they had any training implications. 

6.3 Employers were more likely to have introduced new products into their offer (30%) than to have 
introduced new processes or organisational approaches in the last 2-3 years (13%). The likelihood of 
having introduced new products varied by size: sole traders were the least likely to have done so 
(22%) and the largest employers with 250 plus staff were the most likely (41%), but otherwise results 
were very similar between those with 2-9, 10-24, 25-99 and 100-249 staff. The likelihood varied widely 
by federation: it was high for house builders such as Homes for Scotland (50%) and HBF (45%), and 
also for the BDA (50%), though in each case a low base size should be noted, whilst it was much 
lower than average for members of the CPA, NAS and NFDC (10% or fewer). 

6.4 The main new products that employers have introduced in their offer to clients are listed in the 
following table: clearly employers took the example given in the question (‘for example renewable 
technologies such as solar heating’) at face value, and nearly all the product examples given related to 
‘green’ measures, with solar panels, solar heating and photovoltaic cells particularly likely to be 
mentioned. 

6.5 The chart also shows the proportion of all employers that say that introducing the new products lead to 
their having training needs for staff, and the proportion that found this training hard to source. 

6.6 Around half of employers that had introduced new products in their offer in the last three years 
(equivalent to 16% of all employers) said this had had training implications for staff. Relatively few 
though had found the training they wanted hard to source: 15% of those saying the introduction of 
these new (green) products in their offer lead to training needs had found the training hard to source, 
equivalent to 8% of all those introducing new products, and 2% of all employers.  

6.7 Employers based in London appear to be particularly likely to have had difficulties finding appropriate 
training: 16% of all employers in the capital indicated that training relating to the introduction of new 
products in their offer had been hard to source. 
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7.4 Employer awareness of MSDP may well be a result of activity by each federation. In fact awareness 
varied relatively little across the 20 federations covered by the research and tended to fall in the 44% - 
58% range. It was noticeably higher among members of the BDA (86% though on a low base of 14 
respondents), CECA, NFB and FPDC (60%-64%), and lower among HAE and FeRFA (each 33%). 

 Views on the balance between Management and supervisory skills versus 
innovation and sustainability 

7.5 For the quantitative study all respondents were told that the programme has been allocated 
approximately two thirds of funding towards projects to develop management and supervisory skills, 
and one third to those that focus on developing skills related to innovation and sustainability, and 
asked whether they felt this was a suitable balance. Almost seven in ten (69%) felt the balance to be 
appropriate, compared with one in nine (11%) that felt the balance was wrong (quite a large 
proportion, 20%, felt unable to comment). Sole trader were the most likely to feel the balance was not 
appropriate (28%), though still half (50%) felt the split between developing management / supervisory 
skills v. innovation / sustainability was right. In comparison just 4% of employers with 25 or more staff 
felt the balance was wrong. 

7.6 Among the 111 respondents feeling that the two-thirds, one third balance not right, the general 
sentiment was that a higher proportion should be spent on innovation and sustainability: the mean 
average among these employers was that 44% of MSDP funding should be spent on developing skills 
in this area. Three-fifths of those feeling that the balance was wrong felt at least half the MSDP budget 
should be allocated to innovation and sustainability. 

7.7 Respondents from the federations generally felt that the balance between management and 
supervisory skill development on the one hand, and innovation and sustainability on the other was 
reasonable. Some felt it could be higher for innovation and sustainability (“Historically the construction 
sector has been very poor on its environmental responsibilities. 30% is the minimum they should be 
spending. I’d like to see it rise to 40% in the next 2-3 years”) while others thought around a third was 
the most they would want it to be (“It could be 20% and possibly not damage it that much, it would still 
have the desired effect. I certainly wouldn’t want it to be above 30%”), but few opposed the idea of a 
some element of funding being for sustainability and innovation. This even applied to a number of 
federations that said the issue of sustainability was very low down the agenda for their employers 
because of their specific area of activity, especially on the plant hire side of things.  

7.8 The following quotes from different federations show some of those that relatively sceptical about the 
innovation and sustainability element, or who feel it is a distraction from the core purpose of the 
MSDP. 

 “Mention sustainability and our employers ask ‘what’s that?’ We did something on this last year, an 
environmental practices course. [It was quite] popular but many don’t feel it’s important. Cash flow 
and the bottom line are key at the moment. Innovation and sustainability: I can see why they [MSDP 
/ CITB-ConstructionSkills] do it. When they get funding from government, they, the government, set 
the agenda.” 

 “We’re probably a bit sceptical about innovation and sustainability but we will go along with it. 
Perhaps we should think more about what does sustainability and innovation mean for us and can 
we lead it more. The big thing is we need to translate it to something meaningful for our members.” 

 “The innovation and sustainability side is a bit of a distraction. For our federation you could argue 
anything we’re doing is innovative as we’re suggesting it because none or few of the companies are 
doing it themselves.” 
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“I thought it was a bit hijacked [by innovation and sustainability]. I think that while the issues are 
important perhaps CITB-ConstructionSkills got too much on the band wagon. It was almost an 
attempt to re-label it as a sustainability fund. Yes the issue has its places but other issues are 
equally important. If they want a sustainability fund they should set one up. Adding sustainability and 
innovations means less for management and supervisory. And it’s definitely the case having worked 
in other sectors that the management and supervisory skills of the sector leave a lot to be desired.” 

 “The innovation part of it is a joke. It’s a distraction. It’s not at all clear what innovation is and they 
won’t tell us. I really feel the MSDP needs to concentrate on what it’s supposed to be, a fund to 
support management and supervisory development.” 

7.9 Other comments from federations on this issue included: 

• One felt that while innovation and sustainability is supposed to be around a third of funding it 
appeared to them that it was needed for every bid, which led to a running though amicable 
battle with their MSDP contact on the issue. Related to this, one federation talked about how 
they didn’t see the two elements as separate, and in their bids they emphasised the 
environmental aspects whether it related to innovation and sustainability or not. 

• One mentioned that while developing management and supervisory skills is critical for the 
industry, there is already a lot of this kind of training out there already, and it is hard to develop 
new or innovative management and supervisory training (as sought by MSDP). 

• One commented that the criteria will, and if not should, move from sustainability to low carbon: 
“sustainability has been done to death, and the government’s emphasis is now more on low 
carbon.” 
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Impact of MSDP training 
7.10 Findings discussed in this section come from the qualitative element of the study, covering federations 

and then employers that either attended federation MSDP-funded training or received MSDP funds 
direct. Firms were asked to describe how successful the programme delivered with MSDP funding had 
been and the impacts on skills levels within the company and across the industry as a whole.  

7.11 Federations were very positive about the additionality that MSDP funding provides in terms of it 
enabling training activity that would not otherwise have taken place, or would not have taken place as 
quickly. Examples of the additionality included: 

• MSDP funding often being used to reduce the cost of training to employers and this either 
meaning more individuals were put through the training than would otherwise have been the 
case, or in some cases this increased take up meant there was sufficient interest to justify 
putting the training on (i.e. with lower numbers it would not have been put on at all). 

“On the environmental side, we would not have gone ahead without MSDP. The money meant I 
could sell it to our board (saying that CITB-ConstructionSkills were willing to give us financial 
support). We would have held back otherwise. It has helped us be ahead of the game, helped 
us define environmental performance.” 

• MSDP funding meant the training happened sooner (“It might have happened anyway, but 
probably over a 2-3 year period.”). In one case this was becasuse they were a small federation 
with limited staff resources – the funding meant they could employ an external consultant to 
organise the training. 

• MSDP funding improving the quality and the usefulness of the training, usually because it meant 
training could be tailored to the needs of employers in that specific sub-sector of construction. 
One federation described MSDP as being critical in allowing them to develop unique courses 

 “It enables federations to deliver training they could not otherwise deliver, so it’s very very 
positive...The real need at the moment is regarding stuff to do with issues on employment 
and contracts, poor management practices and poor communication.” 

In the same way another commented “it means that something demolition-specific can be 
delivered. It’s fantastic. We couldn’t have delivered the training each year without the fund. 
The demolition industry usually has to make do with construction training, so this means we 
can deliver something specialist.” 

“It means we can put on training that’s not in the market.” 

7.12 Federation contacts were generally very positive about the impact that the MSDP funded training has 
had, though clearly this varied widely depending on what training had been funded. The impacts were 
expressed in terms of updated or new knowledge or skills, qualifications being achieved, and 
managers / supervisors getting the opportunity to think in a more strategic way about the running of 
their business. Many felt that maintaining the skills levels of the construction industry was vital in 
preparing for the eventual up-turn in the economy. 

“The ‘initial sell’ was the NVQs that they would gain. Although it also gave them new skills, which 
was excellent as managers were then looking at business with a ‘new set of eyes’ and looking to 
improve it.”   
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“We need to push for better managers and leaders. There is a real danger that training will be cut 
in the recession and then when we come out of it in a couple of years we’ll have skill deficiencies 
and skill gaps, and we’re back to square one.”  
 
 “The industry is moving to a situation where some of the key asset holders who already ask for 
staff to work on their sites, on their equipment or property, must be qualified to a level 3, may soon 
be asking for supervisors to have a level 3 in supervisory so getting this will allow employers to 
access sites that otherwise they might not have been able to.” 

 
7.13 While it was hard for some federations to know exactly the impact of the training for their employers, 

most were able to point to positive feedback they had received from those that had attended training 
as indicative that MSDP funding must be supporting the right areas. And generally it was seen as 
important to support good management practice in a sector where these skills have traditionally been 
lacking: 

“It’s an important area for our sector – we have a lot of small businesses run by people who were 
good tradesmen, but with no real experience in running a business. Things like business planning, 
target setting, performance management, setting KPIs, marketing etc really important stuff. It gives 
them greater confidence.”  
 
“I think it has a significant impact... it’s pump priming I suppose. As an industry, craft and trade 
training takes the lion’s share, and it’s very important we maintain the management side of things. 
There’s no point having the skills if there are no management and leadership skills to direct this.”  

 

7.14 One of the few negative or at least neutral comments was from one smaller federation that felt those 
that had attended the MSDP supported training had been the more active employers within the 
federation (who already train and who already had a reasonably strategic outlook), and they had failed 
to engage with employers that were less involved in the federation who needed the training the most. 
Others admitted attracting the number of employers and or candidates that they had anticipated was 
harder than expected, or had not been achieved, but this was in part down to the recession, and partly 
down to traditional employer reluctance to provide training (something that emphasised the continued 
importance of promoting training).  

7.15 Employers themselves confirmed both the importance of cost in their decision whether or not to 
undertake the training (it was clear that many would not have attended training if it had been offered at 
market prices), the high quality of the training received, and the positive benefits gained from the 
MSDP training. The following two quotes show examples where the MSDP funding  meant either the 
training took place when it would not otherwuise have done, or the quality of what could be offered 
was enhanced. 

“We had cut backs in training budgets so the funding has enabled us to create this great 
programme which will in turn develop people and ensure they are the best in the industry.” 
[A large UK construction group providing civil engineering and construction services, building 
refurbishment and new build property. They needed training after diversifying into photovoltaic 
panel installation (PVP), and also wanted to understand about lean project delivery techniques 
and skills required on-site for large scale projects. The project has enabled the company to 
expand into the renewable technology market, win new business, whilst also having a positive 
impact on the environment.] 
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“It was absolutely essential, it wouldn’t have gone ahead without the funding. We needed 
industry experts and they don’t come cheap.”  
 
[From an independent training group which had applied for MSDP funding to arrange courses 
on resource efficiency and sustainable building. The training included site visits and a series of 
5 workshops focusing on environmental management techniques, and 3 accredited training 
days. Upon completing the course each firm also received an environmental management 
system to set out on-going targets for the company. They reported very positive impacts on the 
carbon emissions and waste management for the companies that attended].  

 
 

7.16 Regarding the quality of the delivery of training, respondents felt that they were presented in an 
appropriate way with a good balance between the theoretical and practical, and with relevant and up-
to-date content. Suitable material to take away was also valued. 

“The course was good. It had a number of presenters, with different styles. One person 
presenting would have been quiet boring.”  
 
“There was the theory behind all the processes and there were illustrations of where they’ve 
been practically used. There were also discussions and debates amongst the presenters, and 
with the audience. One could see that it wasn’t just theory, it was related to case studies and 
examples where products or techniques have been used.”  
 
 “I thought it was very up to date. The references that were made to the current economic 
climate and the way we could access information was in tune with the industry.”  
 “It was well tailored, because we were all members of CECA, to the civil sector rather than 
house building sector”  
 
 “There were some basic Power Point presentations, visuals and we’d also been given memory 
sticks with a whole lot of information to look at on them. I think it’s a very good way to 
communicate and keep information”  

 

7.17 As to the impact of the MSDP supported training, employers usually focused on increased 
management knoweldge, skills, or confidence . Sometimes this related directly to sustainability training 
and environmental awareness, which some saw as an ‘upcoming area’ to expand into but needing 
extensive up-skilling.  

“The main impact is that it has broadened my awareness on techniques, processes and 
products for sustainability”.  
 
“At the moment in the industry we’re being pressurised on these issues so it was very relevant 
to the current climate.”  

 
“The sort of thing the MSDP funds is very good, the renewable area is especially good as it is an 
upcoming area and helps make savings on people’s energy bills and the training helps improve 
the level of understanding and awareness in the industry.” 
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7.18 In addition many of the firms that had put staff through training funded by the MSDP had also gained 
many ‘unplanned’ benefits including better planning and time management skills, and improved 
communication with the wider construction sector. 

7.19 Other employers spoke of benefits relating to improving their understanding of business opportunities, 
and it reducing inefficiencies.  

“It‘s becoming more and more difficult to win new business in the current economic climate, 
particularly in our industry. The benefits we hoped the course would bring were to help us 
source other opportunities, look at other options, to see what we’re doing right and what we’re 
doing wrong and develop those areas. Business development is a necessity if you want to grow 
your business.”  
 
 “It has brought them [site managers] knowledge and understanding of inefficiencies and how to 
get the best out of people.”  
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Overall views of MSDP and potential Improvement 
7.20 Perhaps predictably firms that had received MSDP funding direct would have liked more money to be 

available through the fund, though this was coupled with realism that funding in the industry is very 
tight and MSDP faces many competing claims. And while these firms felt that the impact of MSDP 
could be improved by publicising it more to the industry there was a realisation that the size of the 
cake was limited and publicising it more would either lead to smaller slices or more dissappointed 
applicants.  

7.21 Federation contacts had a wider range of comments about MSDP: 

• A couple of smaller federations were surprised (and one was explicitly annoyed) that they had only 
recently heard about MSDP. They were unclear why this should have been the case, and the 
implication was that they felt their federation had ‘missed out.’  

• Others commented that the distribution of the fund between federations did not always seem to be 
fair, with some feeling that it can seem to be distributed to those who shout loudest. One admitted 
that all federations probably feel that they get less than their fair share. One said that they would 
prefer a system where they were told that their federation could potentially receive up to a certain 
amount, and if this was not successfully applied for within a certain period of time, then this would 
be re-assigned to other federations. At least this would ensure that the initial distribution between 
federations was clear and explicit. 

• Related to this, there was occasionally annoynace resulting from being told that they would not be 
funded for something they had applied for (assumed to be because their request had not met the 
eligibility criteria), and then finding out that another federation had received funding for almost the 
identical thing.  

• There was interest in more information on the training other federations had funded through MSDP 
and the benefits gained and lessons learnt. In part this was about transparency but such 
information would also be useful to spark ideas as to potential appropriate training for their own 
members. 

• There was a sense that applications for funding appeared to be quite rushed as MSDP / CITB-
ConstructionSkills decide the size of the fund and the priorities for the coming year late in the day, 
leaving little time for considered discussion with their employers as to the key current and 
upcoming skills needs. One described this process as needing 3 months. Instead there always 
appeared to be something of a rush to get bids in. As much notice as possible was considered 
preferable, though some felt this was an issue more for CITB-ConstructionSkills in the long term 
than MSDP specifically. 

• There was positive feedback on to the move to saying how much funding particular activities could 
receive through MSDP. Federations want as much information as possible about what is likely to 
be successful when bidding (both in terms of what will be successful, and also the amount they can 
ask for) so that time and effort is not wasted. Informal conversations and guidance by telephone on 
this in the past has been very welcome, and one specifcially requested the opportunity to discuss 
draft proposals before they are rejected. Some federations also spoke about the goal posts 
appearing to move on what will and will not receive funding, being told one thing at one point, and 
another thing soon after. Consistency and clarity is clearly the ideal. 
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• Some wanted MSDP to be expanded to cover not just current managers and supervisors but also 
those that will be moving into these positions. 

“Ideally it would be about recognising potential, and developing craftsmen. It may take 2-3 years 
to pay off but we can’t leave it to a Monday morning to say now we need our craftsmen to be 
supervisors. We need to start now so that when we pull out of the recession the industry is 
ready. I like the UKCES Women and Work idea (where they fund women in sectors where few 
of them are at supervisory or managerial level to develop their talent). [MSDP] Should be more 
like that funding, and about releasing potential.” 

 
• One commented that most employers undertaking training funded through MSDP via federations 

would not be aware of the contribution of MSDP or CITB-ConstructionSkills, and given negative 
views of the levy, it appears to be an opportunity missed in terms of publicising the positive role of 
CITB-ConstuctionSkills. 

 
7.22 All these comments need to be considered within the context that the MSDP is highly valued by 

federations. One federation put it as follows:  

“MSDP is as close as CITB-ConstructionSkills gets to how it should be operating. There is a pot 
of money available, people in the sector then devise how it is spent, and CITB-
ConstructionSkills with the lowest possible level of necessary checks and balances approve it. It 
works. It has a lightness of touch.” 
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