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THE STATE OF CONSTRUCTION TRAINING AND EMPLOYMENT | N
THE LOCAL ECONOMY OF JERSEY

Introduction

Despite its relative proximity to France and lardstance from the UK, the political
history of the Channel Island of Jersey has leal $ocio-economic model similar to
that of Britain. As in Britain, there is a crisisthe training and skills provision in its
construction industry that has not been effectiaglgressed (Clarke and Wall, 1998).
The main problems in Jersey relate to the unaviiigbnappropriateness and narrow
focus of skills, the demand-driven and task- orgplcific nature of training, the
Jersey-born and male focus of recruitment, anditft@ordinated, traditional and
short-term approach of the local construction fitowards promotion and financing
of training provision. In response to these prolsene industrial and professional
organisations rely on the recruitment of migraniiestt people in a political system
that aims to restrict the size of the populatiatigh protectionist measures. This
mode of operation contributes to low levels of pretilsity and efficiency and high
building costs. The problems of training and skpitevision, therefore, work against
the industry’s long-term needs and restrict itdigitio respond to the variability of

the production process (Campinos-Dubernet, 1985).

This paper addresses the issue of importing skeitsus developing local skills and
argues in favour of strategic and planned appraattheraining and recruitment. It
advocates the organisation of an institutional gaork through which a coherent
policy for skill improvement and greater investmanthe labour force is devised as a
basis for improving productivity in the industry.structured training policy
incorporating the needs of both education and imgiemployee and employer) and
holding a long-term vision should enable the cartdion industry of Jersey to reverse
the downward spiral. In many senses, Jersey e@&sin a microcosm the problems
also existing in the UK construction industry, tgbuhat is on a much larger scale.
For this reason, the issues addressed have wigdications, yet have the advantage

of being more transparent given the tiny size efifiand’s labour market.

The data presented on the Jersey constructionrseete collected during 2000 as

part of an overall construction sector skills awadht training analysisonducted for



the Jersey (States) Training and Enterprise Palie(TEP). The TEP is responsible
for overseeing industry-based vocational trainingtee island and provided us with
an initial list of possible interviewees. In to#% face-to-face interviews were
conducted in two rounds. The first round was witly klayers who, together with the
TEP, provided potential interviewees for the secanaohd; the second round included
key players, employers, employees, professionaiges and trade apprentices. The
interviews with key players and employers were sgtmictured and took between 1
and 2 hours to complete. The key players includ®gdetrsons from various
departments of the States of Jersey, three merob#re further education college,
and representatives fropnofessional and trade union organisations. The@rars
included managers of professional, contractingler@nd utility companies as well as
managers of an engineering firm. Because of th@odedf contact adopted, most
employers interviewed were involved in training ahkdls committees and groups
therefore our sample is skewed towards (larger)@yeps who train. The interviews
with employees (13) and apprentices/trainees (Efgstructured and took between
30 minutes and thour to complete. The questionnaire and checldistHeinterviews
covered the following themes: training, skills,mgtment, retention, employment,
working conditions and future prospects in paracuccupations, firms and the
industry. Most of thenformation was analysed in a qualitative way (Arket al.,
2001). It was complemented with official documeantsl reports of various
government departments; Jersey-specific employamehtraining data sets (e.g.
Policy & Resources Department, 2000a/b); and stzlgnformation such as the
1996 and 2001 Jersey Census (e.g. States of J&BSER),

The governance system of Jersey

The Channel Island of Jersey is linked to Britaitbéing a crown protectorate in the
Queen’s capacity as Duke of Normandy. It is not pathe UK as such or of the EU,
and its laws, policies and practices are ostensibits own making and have to be
endorsed by the States, though in practice thgghkamirror and follow the UK
example. The governmental system is highly fragetand is based on a States
Assembly and a complex organisation of committ&éas. Assembly of the States

passes laws, approves the annual budget of pupeneliture, determines policy on



propositions presented by committees or individnembers, debates issues of public

importance and represents the people of Jersey.

Employment law is minimal, with no employment pigiten and no specific
arbitration system or requirement for equality. TRegulation of Undertakings and
Development Law (RUDL)” (1973) controls procedufesthe recruitment of
personnel and is intended to make as good a ysasathle of the indigenous Jersey
labour force by promoting the recruitment of localt®ve non-locals (Industries
Committee, 1999). While there are no visa requirgsér EU nationals, housing
legislation strictly regulates the type of accomutozh non-Jersey born are entitled
to when living on the island. Only long resideng$ (ears) will give non-Jersey born
(and Jersey-born who have moved abroad for a nditae) a right to “qualified
housing”. The Jersey legislative system has condenincreasing criticism. Changes
are seen to be necessary to ensure “social justitc@*to enhance Jersey’s place in
the international business arena” (Department gbleyment and Social Security,
1999). New employment legislation was lodged indbet 2002 related to unfair
dismissal protection, minimum wages, trade uniamolivement and disputes
resolution amongst other areas. It can be assuma¢dhis new law could have an
impact on the employment and working conditionthim Jersey construction industry,

but it is too early to analyse possible effects.

The labour market is not insular and relies on laldiom the UK and other European
countries to meet demand. The most distinguisteatuie of the Jersey labour
market is the small size of the available workfo©@éa population of 85,150 in 1996,
46,992 were economically active (either of workage and employed, unemployed
or seeking employment). In the early 1990s, thenenucally active labour force
decreased, partly due to more emigration than imati@mn (States of Jersey, 1997).
The most prominent employment sectors includeridigive trades (16.5%),
financial mediation (15.2%), real estate and bissraetivities (10.3%), construction
(9%), hotels and restaurants (8%), and agriculdw&%). Manufacturing (3.8%) is
scarcely found on the island (Central Office oftiStecs, 1996; States of Jersey,
1997). The service industries, accounting for 8@%noployment, are, however,
especially important, in particular the finance $whl sectors, followed by retail and

wholesale (Policy and Resources Department, 2000a).



The vocational training framework incorporates Waional Vocational Qualification
(NVQ) system, which has replaced the City and Gusigstem that preceded it. For
higher education, school leavers attend Britisiversities. Highlands College is the
sole further education college and provider of tmtsion trade training on the
island. The vocational training framework is baifbund the interaction of industry
(employers), Highlands College and the TEP (respnr employment-related
training). Education and “training related to enypi@nt” are, however,
organisationally split. The former falls under tieenit of the Education Committee
(which is responsible for Highlands College), tattdr under the Employment and
Social Security Committee.

A Construction training in Jersey

Construction trade training has the benefit oflatime foundation start year in
Highlands College, based on the German model bgtwinainees try out a number of
trades. This is followed by a minimum of two yearsday release to achieve NVQ2
and one further year for NVQ3. Technical trainiogtigher National Certificate
(HNC) level is also provided, as are courses farjristance, site managers. For the
construction professions, however, students att#dniversities; construction
industry professionals are also organised in psides| institutions that are part of

the UK mother institution.

Construction training faces a number of problemss. indervalued in terms of
funding and status and skewed towards individuagdleyer needs rather than those of
the industry as a whole, the employees and theeteai Training tends to be demand
based and is used to strengthen people’s weaknepsesentry to the organisation
or as they progress through it. A voluntary audiaqess, organised by a relevant
association, is undertakénlemployer). These problems are largely attriblddb the
lack of a structured, formal and comprehensivecydior vocational construction
training, and for employment for that matter, ttates into account the long-term
needs of the different actors (education and imguand the long-term skill,
education and employment needs of the island dsoéewin other words, it is the
lack of an appropriate institutional framework thes at the core of the training

problem, posing the question of whether training icaleed be effective without a



more structured and integrated approach (Stev®®8)1Many employers and key
players commented on the lack of an overall plarirtoning in Jersey with clear
strategic aims and pragmatic objectives in whitimablved agencies take a different

but complementary role.

The focus of the island is on education, as inditdy the larger proportion of pupils
going into higher education each year versus tralenproportion going into
vocational training. This has justified and contitdd to the prioritisation of education
over training in terms of both policy and financsalpport. The training and
employment budget for the Employment and Sociau8gcDepartment (for
employment-based training) was £3.2 million in 1988ilst student grants accounted
for £9 million and Highlands College for £5.3 noli within a total education budget
of £60.6 million. A review of the Department of Ediion’s policy and plan (1993-
98) setting out the main issues to be addresstnih990s indicates a
disenchantment with the divide between academiovandtional training and the

need for more diversity and flexibility (Educatibepartment, 1998).

Construction training falls onto a restricted numbie‘good practice” employers
who take on apprentices on a regular basis, oéditional objectives (there are a
number of firms with a long history of apprenticgstraining) or because they see it
as the only way of securing the future workforcke3e firms tend to employ a core
of experienced, skilled workers on a long-term $agio supervise the apprentices.
Next to these, there are a significant numberraidithat are not interested in taking
on apprentices. The drawback with the system ofeaqgeship is its exclusive
reliance on the goodwill of individual employersothnly may employers offering
apprenticeships experience problems in filling thbuat potential apprentices find it
equally hard to locate employers willing to takerthon, even with the help of

Highlands College.

Under-investment in vocational training has producegative labour market effects.
Only 14% of the Jersey workforce has a “craft ¢atexl” occupation compared with
17% in the UK (Jersey Employers’ Survey, 2000). dgtoconstruction has the
highest percentage of employers employing sch@ekes, in the last two decades a
widespread reduction in trainee intake has takaoeplresulting in significant trade
skill shortages. Skill problems were reported by éimployers in every firm for all

trades and construction professions at every |éWélere are three times as many



vacancies as there are pedp(eontractor). To the question of whether thera lack
of suitable people their field, twenty out of thirty employees/apptices responded
affirmatively, with most of the “no” answers comifrgm trade apprentices. The
reduction in trainee intake has important implicas for investment in industry and
economic and job growth opportunities, as welladlie introduction of new
technologies (Marsden, 1995). It suggests thatr#uitional apprenticeship system
on which Jersey largely continues to rely is becanincreasingly obsolete and
problematic to sustain and that increasingly aesiia system of training is
imperative in order to innovate and improve proolifyt and the labour market
situation. Indeed, as a trade association reprademexplained: The apprenticeship
programme is currently being reviewed because € Nystem has turned out to be

a nightmaré

Keep and Mayhew (1999) argue that the approachmstedl towards skills delivery
in the UK, patrticularly in terms of NVQ qualificatis (therefore also relevant to
Jersey), tend to emphasise task-specific aspedtsadter interpersonal capabilities
rather than theoretical knowledge and hard, tecteixpertise. The underlying focus
of such a training policy is not on providing a &tdasis in order to equip trainees
for a working life, but on bringing them up to apesational standard in their chosen
occupation within as short a time as possible (Btem, 1998; Clarke and Wall,
1998a). Such a principle is disastrous for Jerseggicted construction labour
market because of the need for a broad spectrurardferable skills in order to
complete a range of task3.0 build a tank in this firm two people are needadthe
UK it would be fifteen because of the high speaiion” (employer). You can't fit
NVQs to the trades as they are in Jersey and eslpet our firm, where everyone
should be trained and be able to work as an allrdengineer(employee). A
significant number of interviewees, therefore, prefd the old City and Guilds to
NVQ qualifications in terms of the standard oftiag, organisation and

transparency.

Jersey’s construction industry structure: inplications for skills and training

In Jersey the construction industry is highly fragned through the organisation of

contractors and subcontractors, with high levelsefifemployment and a large



number of small firms. 60% of the workforce is eoy#d in establishments of fewer
than 20 people (Policy and Resources Departmef@t®0The number of self-
employed has increased significantly during thetlas decades, mirroring the
situation in the UK. In 1996, 13% of the overalisky workforce was self-employed.
In construction and its sub-sectors, however, ithaé is 30%. Self-employment is
especially high for Jersey architects, town plas@erd surveyors (55%) and for the
construction (39%) and woodworking trades (29%])f-&maployment is a critical

factor in explaining low levels of training for tleenstruction sector (States of Jersey,
1997; Clarke and Wall, 1998). Unless controllesiwidespread use can deter
innovation and the successful functioning of aayning levy system.

Going together with fragmentation of organisatisfragmentation of skills. The job-
specific nature of learning in smaller firms has #uverse effect on tradespersons of
not being able to “identify and correct faults e twork of other tradespersons; and
finding it difficult to adapt if conditions or spiéications differ across projects”
(Toner, 2000). The increased importance of smaidiis not only in sharp
contradiction to the increased requirement forisigffitly flexible and knowledge-
based skills to tackle new and unknown tasks, biliteasame time diminishes the
capability to develop these skills, reducing prdduty and increasing production
costs. Larger firms are more likely to train andéngreater capacity, employing a
wider range of occupations (Clarke and Wall, 1998h)s was indicated by the
relatively large firms that we interviewed. The noav skills focus and task-bound

nature of the NVQ qualification system exacerbhig problem.

The fragmented nature of the industry coupled Withemployer-based training
system has a severely negative impact on the ¢dvedining investment. Employers
see the training cost in terms of competitive disatiage and are less inclined to
invest in training when the return appears lowiriaease training commitment and
avoid a decline in training levels, a coordinateaning framework in which the cost
is shared by all is more effective. As Marsden g)3ates in relation to the UK
training system: “Over the long run it is necesdarkiave effective cost sharing or
participation by all employers in training so thahe suffers competitive
disadvantage. Once these have become significaratied; it is likely the system

will enter long-term decline”.



A

Recruitment, employment and working conditims in Jersey’s construction

industry

In an attempt to change the traditional naturdneflabour market, flexibility and
diversity (such as part-time work and inclusiom@imen) have been promoted by the
States of Jersey in its locally-focused employnpaticy. The Regulation of
Undertakings and Development Law specifically mamtithe inclusion of Jersey
school leavers, students on work placement, pafs and pensioners, and promotes
the employment of the Jersey workforce in othen tinaditional terms (e.g.
homework, job-sharing, part-time work, etc.). Tpb@icy has to a degree been
successful: the female activity rate is 58% andntlaée activity rate 77%; 12.7% of
employees are employed part-time; and only a quaftemale employees work
part-time compared with 3% of males. This indicdked the available workforce in
Jersey is used successfully to a high potentiatlaaidwomen are well integrated in
the labour market (States of Jersey, 1997).

The wider labour market integration of women is maticeable in the construction
sector. In 1996 3.7% of the construction workfonges female. The integration of
women is much lower in the core construction atiésisuch as skilled manual work
or the construction professions (0.4% in the cawsion trades), indicating the
traditional nature of the sector. Part-time emplewirin construction is also
uncommon, at 2% of all employed (States of Jers897). There is no clear
provision or promotion to allow experienced tradmgge further training or training
to a more advanced skill level. Neither is therecdfr provision for mature people
who have been working in another sector to reti@ia construction trade or
profession. The Careers Service does not appgaotoote such provision either;
mature students at Highlands College have combeaindwn initiative. The
traditional nature of the industry and its recr@trhand working practices militate
against innovation. There is no proactive innovapyvomotion and recruitment policy
for construction on the part of industry, the Case®ervice in schools or Highlands
College, to improve, for instance, equal opporiasitn construction (Michielsens et
al., 1997). The Careers Service is focused on moinigy a routine package of
activities, with little attention given to targegimew groups (e.g. girls, retrainers) and

new projects: the first steps are expected to kently industry.



Recruitment has been one of the major problemghédersey construction sector
over the last five years. Advertisements are pldegdn many cases no response is
received. The majority of firms, including profesmsal firms, have unfilled vacancies
and the non-availability of specialist trade wogkereates an urgent problem.
According to the Jersey Manpower Survey of 200§, junder 8.7% of positions or
jobs in construction are unfilled (Policy and Rases Department, 2000a). This is an
8.5% vacancy rate, the same as for the financtabseHigher vacancy rates can be
observed in computing and related activities (14&bjich only account for 2.2% of
total vacancies. The construction industry accotont& 1% of total vacancies. The
largest proportion of all vacancies however is Hwsldhe financial sector (30%),

which also has the largest share of employment §26%

Retention of both employees and trainees formsjarmpeaoblem for most
construction employers. The interviews with people® had worked in companies
with poor employment and working conditions indexhg high rate of employee
turnover in a majority of firms (not part of thengale). In total, only 12 out of 30
employee/trainee interviewees had been with justemployer over the last five
years. Employees are either leaving for other coosbn firms or to go out of the
industry altogether. Those who leave do so bectneseconsider working conditions
to be sub-standard in terms of remuneration (noay, no holiday pay, only pay
when there is work, late payment), conditions ¢@ @ack of health and safety
standards) and development (no training). The médity of the Jersey system and
the lack of relevant legislation complicate thisigtion. The key players with an
overview of conditions in the sector confirmed #hessues. On the other hand, the
employment and working conditions of the employieebe sample were not
considered particularly bad. Indeed, the interviesviedicated job security and decent
employment and working conditions as reasons &yisg with their firm even if
other employers offered higher wages. “Loyaltytu4t”, “ability to communicate”
and “care” were terms used by several interviewatsrespect to their employers.
But the interviews revealed that conditions withestemployers outside the sample
(including many smaller companies) left a lot todesired. These issues were partly
raised by employees who had worked in these ottrapanies and resigned because
of the inferior conditions or by key players with averview of conditions in the

sector.



Retention is also a problem for “good-practiceifnsr because of an overstretched and
limited labour force that leads to the “poachinfemployees/apprentices. Employers
claim that the costs of training people (estimatedetween £20,000 and £30,000 per
apprentice) may be lost. Evidence was found ofditmcluding in the public sector)
consciously not investing in initial training ind®r to be in a financially stronger
position to poach apprentices nearing completictheif training elsewhere. This
leaves some Jersey employers reluctant to traslet@rmined to reduce the

transferability of their training by gearing it fiom-specific skills.

The effect of poaching on an upward wage spirabtsyet significant. In 1999
average weekly earnings in the construction sewtoe £409 compared with the total
weighted average earnings for all sectors of £#a@i¢y and Resources Department,
2000b). In comparison, earnings in the financiatiiagon sector averaged £506.
Since 1998 earnings in the construction sector ireased by 10.2%, that is, more
than the average of 7.7%. An above-average inctegsalso occurred in hotels and
restaurants (9.2%); transport and communicatioh$¢4); public administration,
education and health (9.2%); public (8.8%) and oieevices (9.6%).

While wages in construction have increased, theyare far below the financial
sector average. Potential recruits are deterratlibyelatively low pay, coupled with
the lack of a clear career or path of progressihimnvthe industry and deteriorating
conditions including skill standards. Both recrwgimh and working practices are
governed by informality, with only minimal standarenforced (e.g. relating to health
and safety). The clear identification of employmandl working conditions as a
deterrent to entry implies that it is here thatioyements need to be addressed as

opposed to importing labour, which is more likedyaiccentuate the problems.

Conclusions and recommendations

In conclusion, Jersey’s attempt to remain insuladerms of sustaining the current
levels of population is incompatible with the laafkattention to the structuring of and
investment in vocational training. On the one hamgorting skilled labour,
tradespeople and professionals fails to improveycbvity and methods of
production and increases both employment and agrigin costs. On the other hand,

indigenous skilled operatives and professionalseagce, the existing skills base is
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inappropriate to the more advanced methods of naeigin, and the already high
proportion of the unskilled employed is rising. Td@prenticeship scheme is failing to
replenish skills in the industry and training reguaients are changing, with more
advanced construction methods needing more abskiistthat can only be imparted
in a classroom and workshop environment. The it apprenticeship based on
learning on the job from a craftsman, day releasmtlege, and the goodwill and
patronage of the individual employer is increasirapbsolete in the modern

construction process.

To address the overall problem of skill shortages the inadequacy of existing skills
an extension and intensification of initial andtifr training and greater adult
provision are required. Furthermore, in so farasdferable skills are most suited to
the needs of Jersey, the training should incorpaimulated, workshop-based work
experience and group training to allow traineearae of work experiences in
different firms. Any training framework also nedgdsprovide a structured system of
progression to site management or advanced leg@etabined with skills certification
facilitating formal recognition of qualified tradesople, the training framework

would lay the infrastructure for upgrading skillsthe industry.

The similarly variable quality, fragmentation awavllevel of construction training
and skills in the UK militate against this as aemyplary and alternative model for
the island. More appropriate examples are theitrgisystems in Germany and the
Netherlands, which aspire to produce an entireljeskand trained construction
workforce; are based on the three locations of,fimorkshop and college; provide
clear routes of progression; and are well fundedhése systems the construction
training programme is more comprehensive, theakéind integrated, with the
general aim of placing as much weight in the edanais on vocational training.
Indeed, in Germany there is a clear separationdeivthe portion of training
programme taking place in the firm, seen as trgifamn the market; that in the
training workshop, seen as training for innovatiandg that in the college, seen as the
educational component. Training covers all areagark and seeks to produce highly
skilled construction workers, able to plan, cooatnand undertake work on their
own. The aim is to eliminate labouring work, acleen entirely skilled labour force

and reduce supervision levels. In the Netherlaraisihg levels are rising as
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employers define jobs and selection criteria taattskilled labour, making it more
difficult for the untrainedo find a job (Clarke and Wall, 1996 and 1998b)

The implementation of a levy system should grefaitylitate the introduction of a
training scheme appropriate to Jersey conditidrisas the advantages of widening
participation, commitment and involvement in coustion training; cementing links
between industry, education and the TEP; detepaaghing; improving the
recruitment base and introducing more formal procest facilitating the setting up
of a workshop through consultation with Highlandsl€ge to run specific one-off
courses in, for instance, advanced methods; assistms in the funding of trainees
during their block-release college periods anceimdeng employees and/or trainees
abroad to attend short specialist courses; andnigelp give the industry its own

identity as an innovative, improved and safe sector

Together with the introduction of the levy systérajning on a group basis should be
established similar to the training corporationesuk in the Netherlands. In this way
trainees could be taken on in the first place lydbrporation and then rotated around
the different member firms so as to gain a wideeelemce of work. This system relies
less on informal networks and individual employeféexisions and more on the joint
decision-making and formal procedures of the tregjrdgorporation. In the long term,
this should have a beneficial effect on the proditgtof the industry through the
higher transferability of skills, whilst the resgsilility of the firms would lie more in

imparting the skills required to meet immediate keéneeds.

And finally, to augment the limited pool of availabbabour it is envisaged that the
target intake group for construction needs to lereded to include women and
adults. This will provide an alternative trainirmgrinework for Jersey to upgrade the
current skills base and raise the current low slkitjuilibrium. The choice is between
further dilution of the skills base, higher labautensity and lower productivity for
the industry or a new training infrastructure, ioyd employment and working
conditions, a more highly skilled workforce andheg productivity. This latter option
implies, as we have shown, significant restructyrin particular of employment, as
well as increasing training provision, implementaéprmal framework for training

and a training levy, and expanding the recruitnierse.
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