UNIVERSITY OF WESTMINSTER

gRabh -

vvyy

WestminsterResearch
http://www.wmin.ac.uk/westminsterresearch

Regulation for survival: training and skills in the construction
labour market in Jersey, Channel Islands.

Sepideh Arkani
Linda Clarke
Elisabeth Michielsens

Westminster Business School

This is an electronic version of an article published in the Journal of
Vocational Education and Training, 55 (3). pp. 261-279, September 2003.
Journal of Vocational Education and Training is available online at:

http://www.journalsonline.tandf.co.uk/openurl.asp?genre=article&issn=1363-
6820&volume=55&issue=3&spage=261

The WestminsterResearch online digital archive at the University of Westminster
aims to make the research output of the University available to a wider audience.
Copyright and Moral Rights remain with the authors and/or copyright owners.
Users are permitted to download and/or print one copy for non-commercial private
study or research. Further distribution and any use of material from within this
archive for profit-making enterprises or for commercial gain is strictly forbidden.

Whilst further distribution of specific materials from within this archive is forbidden,
you may freely distribute the URL of WestminsterResearch.
(http://www.wmin.ac.uk/westminsterresearch).

In case of abuse or copyright appearing without permission e-mail wattsn@wmin.ac.uk.



wattsn
top stamp

wattsn
Middle

wattsn
Bottom


Sepideh Arkani

EDUCATION, TRAINING Linda Clarke
&THELABOUR MARKET Elisabeth Michielsens
RESEARCH GROUP

Regulation for survival:
Training and skillsin the construction labour market in
Jersey, Channel Islands

14/11/03
word count: 7,220 (including title page and r efer ences)

Correspondence addr ess:
Professor Linda Clarke
Westminster Business School
University of Westminster

35 Marylebone Road

London NW1 5LS

Tel.: 020 7911 5000 ext. 3158
E-mail: clarkel@wmin.ac.uk



Abstract:

There is a crisis in the vocational training pramisof the Channel Island of Jersey’s
construction industry that has similarities witle @ritish situation. Unavailability and
inappropriateness of skills, the non-viability effient training and recruitment policies
on the island, the fragmentation of the traininfgastructure, the demand-driven and
task- or job-specific nature of training, the Jgrbern and male focus of recruitment and
the uncoordinated, traditional and short-term apginoof the local construction industry
towards promotion and financing of training progrsiwere found to be working against
the industry’s long-term needs and restrictinglhiglity to respond to the variability of

the production process. In contrast, a structuiading policy incorporating the needs of
both education and industry (employee and emplayead)holding a long-term vision

should enable the construction industry of Jersagvterse the downward spiral.



Introduction

At a time when government seeks to import nurges;hters and other professionals, and
considers whether to extend this to particularg@ies of skilled workers, the question
of immigration as an alternative to extending tiagning system has come to the fore. In
neo-classical terms, where the market is alloweeédalate itself, training too should
take care of itself and, if skill shortages develbgn importing the necessary skills is the
obvious solution. In contrast, within a more staggulated system the labour market is
structured and a training infrastructure is devetbfm meet its requirements. This paper
addresses the importance of developing skillslaagterm strategy. While importing
skills may be seen as beneficial in the short-ténrthe long term the benefits for the
development of the industry are more questiondlile.example of the crisis in training
and skills provision in the Channel Island of Jgiseonstruction industry is ideal to
support the case for regulation. In illustrating groblems associated with a low skills
equilibrium it is especially apposite, particulady these bear a remarkable similarity to
those in the UK construction industry (Finegold &sgice, 1988). The island therefore
provides a useful comparison, one that, due tethal size of the labour market and its
bounded character, is much more accessible anygsafdg, presenting potential

solutions of relevance for the UK.

The paper shows how the predominant problems fabmgonstruction industry in
Jersey are: the lack of a structured, integratdidypfor training and the absence of
comprehensive training infrastructure contributimgurn to low levels of productivity
and efficiency and high building costs. No amourntanigration is going to alter this.

The solution suggested instead is a more reguéatddoherent long-term policy for skill



improvement, that is greater investment in the latforce, as a basis for improving

productivity in the industry.

The data presented on the Jersey constructionrseete collected during 2000 as part of
an overall construction sector skills audit anéhirag analysis conducted for the Jersey
(States) Training and Enterprise Partnership (T®&Rich is responsible for overseeing
industry-based vocational training on the islandtdiled face-to-face interviews (in total
73) were conducted with trade apprentices, pradessitrainees, employees, employers
and key players from industry, various departmehtbe States of Jersey, the Further
Education College and professional and trade uoiganisations. The interviews were
semi-structured and took between 1-2 hours to cetmpl' he employers interviewed
tended to be skewed towards (larger) employerstvaio and included professional
employers, contractors, trade employers and masagettility companies and of an
engineering firm, and covered the following thenteasning; skills; recruitment;
retention; employment and working conditions artdifel prospects in particular
occupations, firms and the industry. (See Arkarilef2001) for a full overview of
methodology and data.) Information derived fromititerviews was complemented

with: official documents and reports of various gmwment departments; Jersey-specific
employment and training data sets (e.g. PolicyResburces Department, 2000a/b); and
statistical information such as the 1996 and 2@04ey Census (e.g. Etat Civil

Committee, 1997/2002).

“Regulation” as an alternative to the continuantarounregulated labour market is not

understood simply as “control” or as the introdoctof a new set of rules or laws, but in



the broader sense first elaborated by the Frergiliaton school (e.g. Boyer, 1987;
Boyer & Saillard, 2002; Benko & Lipietz, 1998). tinis respect “regulation” signifies a
“group of institutionalised rules”, that is, rulesbedded in a structured institutional
framework, whether local or at state level, thaedwuine, orchestrate or bound relations
between capital and labour prevailing in a teryitdndeed, it is through regulation that
the structure of the labour market, relations betweapital and labour and the prevailing
set of institutions are limited and achieve theginamic. In the absence of a system of
regulation in this sense, the labour market aratioels between capital and labour
become or appear fragmented, arbitrarily linkestéde institutions and thus

unresponsive or unpredictably responding to locatate policies.

Jersey: structure and gover nance

The Channel Island of Jersey is linked to Britaitbeéing a crown protectorate in the
Queen’s capacity as Duke of Normandy. It is not pathe UK as such, or indeed of the
EU, and its laws, policies and practices are ogtgnsf its own making and have to be
endorsed by the States of Jersey. The governngysi@m is highly fragmented, based
on a States Assembly and a complex committee syseeFigure 1). The Assembly of
the States passes laws, approves the annual afdndblic expenditure, determines
policy on propositions presented by committeesidividual members, debates issues of

public importance and represents the people oéyers

[FIGURE 1 NEAR HERE]



While the legislative system operates relativelfoaamously, the necessity of
approximating to UK (and even to EU) policies igmmwledged on the island, not only
because of extensive interaction in all domainsatad because the labour market itself is
not completely insular. Still, important differersceemain. Employment legislation is
minimal, with no employment protection, no specéimployment arbitration system or
requirement for equality. Jersey’s Norman pastrheant that the legislative system
derives from both Norman law and insular Jerseydad the parties have a choice
between the two in considering the most advantagemute for trial. Recruitment is
regulated, however, and is intended to make as gaw® as possible of the indigenous
Jersey labour force by promoting the recruitmeriboéls above non-locals (Industries
Committee, 1999). While there are no visa requirgmér EU nationals, housing
legislation strictly regulates the type of accomutimh non-Jersey-born are entitled to
when living on the island, which influences noraigd recruitment patterns as well. Only
long residency (19 years) will give non-Jersey-bi@md Jersey-born who have moved
abroad for a certain time) a right to “qualifiedusing”. The Jersey legislative system
has, however, come under increasing criticism. Ghaarare seen to be necessary to
“encourage the effective use of manpower on tladivhile ensuring social justice” and
“to enhance Jersey'’s place in the internationainass arena” (Department of
Employment and Social Security, 1999). The propa$ethges include unfair dismissal
protection, minimum wages, trade union involveramd dispute resolution amongst

others.

The most distinguishing feature of the Jersey lalnaarket is the small size of the

available workforce. Of a population of 87,186 002, 46,590 were economically



active. Jersey differs from the UK in terms of tb&ative importance of certain
industries. The importance of the service induktay to be noted, in particular the
finance and legal sector (25% compared to 5% in.@Kher sectors with a higher share
of employment than the UK include hotels and restais (7% compared to 4%) and
construction (9% compared to 7%). Manufacturing B%omparison to 17% in the UK)

is hardly found on the island (ONS, 2001; Etat BBommittee, 2002).

Vocational training in Jersey: the example of construction training

The structure of the training system follows the edample: the National Vocational
Qualification (NVQ) system has been adopted, jaswvas the City and Guilds system
before it. Higher education is not provided onitiand, so school leavers attend British
universities. Educational attainment in Jerseyed#ffrom the UK: 11% of the working
age population has reached degree level (16% in bi€)34% (36% for non Jersey

born) have no formal qualifications (16% in UK) &ECivil Committee, 2002).

The vocational training framework is built aroume interaction of industry (employers),
the only island-specific further education collegel the TEP or Training and Enterprise
Partnership (responsible for employment-relateiditrg). Education and “training
related to employment” are, however, organisatigredlit. The former falls under the
remit of the Education Committee, the latter urtierEmployment and Social Security

Committee.

Highlands College (which falls under the Educat@ammittee) is the only provider of

construction trade training. Construction tradentray leads to NVQ Level 3 or fully-



skilled craft status, but has the benefit of a-fimle foundation start year based on the
German model in which trainees try out a numbedraafes. This is followed by a

minimum of two years on day release to achieve NQ@ one further year for NVQ3.

In the last two decades a widespread reductiorainde intake into the Jersey
construction industry has taken place, resultingigmificant trade skill shortages as
expressed in rising numbers of unfilled vacandrdi¢y and Resources Department
2000a). This phenomenon is also visible in the 884man, 1998), Australia (Toner,
2000) and the UK (Clarke & Wall, 1998a), althougtt im other mainland European
countries, especially the Netherlands, where thassbeen a significant increase in the
number of trainees. Reductions in the intake ahé@s have important implications for
industry investment and economic and job growthoopmities, as well as for the
introduction of new technologies (Marsden, 199%)e Bituation in Jersey, which relies
exclusively on apprenticeship, is particularly seyeven in comparison with the UK.
For construction, there are around 18-20 entrantiset full-time foundation course each
year, representing only 1.4% of those engagednstoaction, a very low rate,
particularly compared with European countries saglsermany, the Netherlands and
Denmark where trainee rates in particular tradesatimated at 24%, 9% and 18% of
skilled workers respectively (Clarke & Wall, 200@Q)is also a far lower rate than for
Britain, where construction trainees represent@pprately 6% of construction
employees, though of these the proportion of Modgrprentice first-year entrants is
low, at 2.8% (CITB, 2002). The severity of the atian however begs additional

clarification — including the size limitation ofé¢hJersey labour market and the effect of



the attraction of the financial sector on othet@ecand on the cost of living on the

island.

The decline in apprenticeships in Britain has beeerell-researched topic (Marsden,
1995; Clarke & Wall, 1998a; Steedman, 1998; Toae00). Supply side factors are one
important reason, the fact that the training predidnay be unattractive, outdated and
irrelevant. Demand side explanations, includingstnectural characteristics of the
sector, are another important contributor to tragrailure (Steedman, 1998).
Construction training in Jersey faces a numbehese problems which can be largely
attributable to the lack of a structured, formad @aomprehensive policy for vocational
construction training — and, for that matter, ergplent — that takes into account the
long-term needs of the different actors (educatiod industry) and the long-term skill,
education and employment needs of the island dsoéewin other words, it is precisely
the lack of regulation that lies at the core oftitaning problem, posing the question of
whether training can indeed be effective without@e structured, integrated and
regulated approach (Stevens, 1999). Our interviewsaled the dissatisfaction of
employers and key players with the lack of an defan for training in Jersey, with
clear strategic aims and pragmatic objectives iitvall involved agencies take a

different but complementary role.

One key problem with the training system in Jeisdhat it is — as in the UK — demand
driven and employer based. The apprenticeship selasna result relies exclusively on
the goodwill of individual employers to take on agmtices, which means that firms’

involvement in training varies considerably. Tramis informal rather than structured,



the skills imparted may be narrowly firm-specif@onstruction training therefore falls
onto a restricted number of “good practice” emptsygho take on apprentices on a
regular basis, out of traditional objectives (firmigh a long history of apprenticeship
training) or because they see it as the only wageotiring the future workforce. These
firms tend to employ a core of experienced, skilletkers on a long-term basis who
supervise the apprentices. Next to these, thera significant number of firms that are
not interested in taking on apprentices. Severnatapices reported that they found it
difficult to find an apprenticeship even with thelfn of Highlands College. When taken
on, the “apprentice” is defined as an “employeead anseen as part of the workforce.
This is acknowledged in Jersey'’s legislation anaiamkforce quotas, and was apparent
in our interviews. Senior apprentices admitted suipmg junior apprentices and
apprentices were kept from day release when thaset@o much work on site. The lack
of a separate status for a construction appreitticgated to the lack of investment and
commitment to training. Employers were largely uneavof the overall performance of
their apprentices, the maximum time left in theairting and the administrative tasks that

have to be done by themselves or the apprentidedioing and funding purposes.

A second problem with the system is that the farfubke island is in effect on education
rather than vocational training, as indicated ley/ldrger proportion of pupils going into
higher education each year (80%) versus the snitgrortion going into vocational
training. This has justified and contributed to gh@ritisation of education over training
in terms of both policy and financial support (Edticn Department, 1998). However,
under-investment in vocational training could bersas a factor in the lower numbers of

skilled craft workers on the island: only 14% (cargd with 17% in the UK) of the
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Jersey workforce has a “skilled craft or relatedtwapation (Jersey Employers’ Survey,
2000; Richter, 1998). This indicates that even tjtotlne proportion of those employed in
the sector of construction in Jersey is relativegher than that in the UK, a
disproportionately lower number are skilled or iftceaft” occupation. In the UK, the
proportion of the construction workforce classifeilabourers as opposed to skilled
workers is anyway already much higher than othexliteg European countries (Clarke &
Wall, 2000). Improvements in productivity invarigtgo hand in hand with a reduction in
labour intensity, in the proportion of untrainetidarers. To achieve this therefore
implies increasing the States’ provision of vocadibeducation and training for

construction and ensuring that this is integratét the construction labour market.

A third training problem refers to the suitabildf NVQ skills delivery in Jersey.
The apprenticeship programme is currently beingewwed because the NVQ
system turned out to be a nightmgteade association)
The implementation of the NVQ qualification systhas the advantage of linking to the
UK framework but the disadvantages of being togavely based, divorced from the
training process as such, attached to output-baselihg, and containing insufficient
underpinning knowledge. Keep & Mayhew (1999) arthat the approaches adopted to
skills delivery in the UK, particularly in terms dlVQ qualifications (therefore also
relevant to Jersey), tend to emphasize task-spespects and softer interpersonal
capabilities rather than theoretical knowledge laadl, technical expertise. The
underlying focus of such a training policy is natgroviding a broad basis to equip
trainees for a working life, but on bringing themto an operational standard in their

chosen occupation within as short a time as pasg¢gieedman, 1998). Research on
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construction industry training has shown that #isrt-term approach is especially
pronounced in this sector, at least in the UK (Kda& Wall, 1998a). For the restricted
Jersey construction labour market such a pringgptisastrous because of the need for a
broad spectrum of transferable skills in orderdmplete a range of tasks.
To build a tank in this firm two people are neededhe UK it would be fifteen
because of the high specificatigamployer)
A significant number of interviewees, thereforegfprred the old City and Guilds to
NVQ qualifications in terms of the standard ofrniiag, organisation and transparency.
In terms of training related to trades, emphasistie on teaching a range
of associated works rather than overall warkam not a supporter of NVQ and
prefer City and Guilds. The latter focuses moreying people pride in their

trade through on the job training from a knowledgkegperson like a foreman

(key player)

The nature of employment in construction

Problems specifically related to the training stiwe are amplified by the traditional
nature and fragmentation of the Jersey construatidustry through the organisation of
contractors and subcontractors and the large nuoflssif-employed. Self-employment
has increased significantly in the constructiodésaduring the last two decades
mirroring the situation in the UK, to reach 35%001 compared with 11% for the
overall Jersey workforce (Etat Civil Committee, 2D0As apparent from research on the
UK construction industry, self-employment has aadgating effect on levels of training
and is a critical factor in explaining low levelstmining for the construction sector (e.g.

Clarke & Wall, 1998a). Unless regulated, in patacuhrough controls on labour-only

12



subcontracting, as applied in other European castits widespread use can also deter

innovation and the successful functioning of amyning levy system.

Another aspect of fragmentation on Jersey’s coostm sector self-employment is the
fact that work is organised in small firms; evea targest firm (58 employees) would be
considered small elsewhere in Europe. The Manp&uerey of December 1999
recorded 765 employers in the Jersey constructotos (including one-person firms),
that is 18% of the total (4,291) for 10% of theatatersey workforce; 60% of these are
employed in establishments of fewer than 20 pe@pidicy and Resources Department,
2000b). Employers in the financial mediation arghleactivities sectors on the other
hand account for 4% (177) of all employers, thotighr workforce is 28% of the total

Jersey labour force.

The increased importance of small firms in congioucis not only in sharp contradiction
to the increased requirement for sufficiently fldgiand knowledge-based skills in the
industry, but at the same time diminishes the cifipato develop these skills, reducing
productivity and increasing production costs. Tate $pecific nature of learning in
smaller firms has the adverse effect on tradespsrsbnot being able to “identify and
correct faults in the work of other tradespersamst finding it difficult to adapt if

conditions or specifications differ across projé¢t®ner, 2000). Going together with

! For comparisons over sectors the December 19@9adatused, whilst for comparisons within
construction the latest data (06/2000) are usee.tdtal number of employers in construction in JR8@0
is calculated as 790 (Table 2).
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fragmentation of organisation is a fragmentatioslalls. The narrow skills focus and
task-bound nature of the NVQ qualification systetacerbates this problem. Larger
firms are more likely to train and have greateragay, employing a wider range of
occupations (Clarke & Wall, 1998a). This was intkchalso by the relatively large firms
that we interviewed and is confirmed by Toner (2000 he proportion of firms

providing structured training is 6.6 times greatelarger firms than smaller firms”.

The fragmented nature of the industry in both tikeddod Jersey, coupled with the
employer-based training system, has a severelytimegmpact on the level of training
investment. Employers see training cost in termsoofpetitive disadvantage and are less
inclined to invest in training when the return aggselow. To increase training
commitment and avoid a decline in training levalspordinated training framework is
more effective in which the cost is shared byAd Marsden (1995) states in relation to
the UK training system: “Over the long run it isceesary to have effective cost sharing
or participation by all employers in training satmone suffers competitive
disadvantage. .... At the heart of the problem |l UK apprentice system] has been a
failure to ensure adequate regulation and a cemgigtof quality of apprenticeship

training and to keep down its cost to employers.”

Next to fragmentation, the traditional, informabdgmassive nature of the construction
industry poses problems: in an attempt to tacldepttoblem of a limited labour market,
overall flexibility and diversity (such as part-#gmvork and the inclusion of women) have
been promoted by the States of Jersey in its ppéatlused employment policy. Jersey

has a higher integration of women in the labourkeiathan UK, with a higher overall
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female participation rate (76% compared with 72%K) and higher rate of women
working full time (only a quarter of Jersey womeariwpart time, compared with 43% in
UK) (Etat Civil Committee, 2002). This integratibowever is not noticeable in the
construction sector and in certain areas is lotvan the UK. In the UK 10.4% of the
construction workforce in 1996 was female, in J&&% (Etat Civil Committee, 1997,
ONS, 1996). If only core construction activitieg éaken into account, such as skilled
manual work or the construction professions, thegration of women in UK
construction is however much lower (1% for condinrctrades; 8.5% for membership of
the Institute of British Architects) (Fielden et,&000; Michielsens, Clarke & Wall,
1997). The Jersey figures, however, show an ewearlpercentage (0.4% in the

construction trades), indicating the very traditibnature of the sector.

Training problems in the Jersey construction inguate coupled with severe recruitment
and retention problems over the last five yearsirFthe numbers of those undertaking
apprenticeships (about 60) and the number of vaeairt construction firms at the
moment (414), it is apparent that the industry camely entirely on its traditional
recruitment base. Advertisements are placed — vehétin professional or manual
workers — but in many cases no response is recéeNedmajority of firms, including the
professional firms, have unfilled vacancies andrie-availability of specialist trade
workers creates an urgent problem. It is an eeperence going around an almost
deserted joinery workshop with machines lying ielen though work is available.
Taking on apprentices was seen by several emplageitse only way to recruit new
workers on a long-term basis. But the potentialuiément base as seen by employers is

exclusively male and young.
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The traditional and passive nature of the induairy its working and recruitment
practices present obstacles to a drastic changelicy. There is no proactive innovative
promotion and recruitment policy for constructiantbe part of industry, the Careers
Service in schools or Highlands College to imprdeejnstance, equal opportunities in
construction (Michielsens et al., 1997). The Ca&=rvice in schools and at Highlands
College is focused on continuing a routine packafgectivities, with little attention given
to targeting new groups (e.g. girls, retrainers) aew projects; the first steps are
expected to be taken by industry. In order for stduto recruit more apprentices into the
sector, it would be necessary to work with theldisthed Careers Service in a more
coordinated way, involving teachers, parents aedsthidents and looking towards new
recruitment groups and ways such as: expandintathet group of secondary school
leavers to include both boys and girls; providitigen forms of training if apprentice
places with employers cannot be found; attractidgrorecruits through adult and
retraining courses; reducing the obstacles tomatdersey after off-island long-term
training and/or work experience (the 2001 censts slaowed that only 5% of all
immigrants, that is arrivals since 1996, were o)y Jersey born) and reducing the
obstacles to employing non-Jersey persons. 39¥%egbdpulation has a British
background and 6% a Portuguese/Madeira backgrobatis those employed

traditionally in the tourist industry (Etat Civildihmittee, 2002).

According to the Jersey Manpower Survey of JundZB@licy and Resources
Department, 2000a), 8.7% of positions or jobs afé¢led. Comparing the rate of

vacancies between sectors, the construction indhas an 8.5% vacancy rate to total
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number of positions (the sum of those employedvamant positions), the same as for
the financial sector. The fact that the constructimustry vacancy rate is at the same
level as that of Financial Services indicates #ivailar explanations apply for both. The
overall limited labour market, together with thglniiving costs and the protective nature
of the island legislation in terms of housing aadruitment could be contributory factors
for all Jersey sectors. But employees are leaviegonstruction industry for other

sectors, indicating sectoral influences as well.

Our interviews indicated a high rate of employaadwuer in a majority of firms. These
retention problems of both employees and apprentiaa be largely attributed to
employment and working conditions. In total onlydi# of 30 employee/trainee
interviewees had been with just one employer dveldst five years. Employees are
either leaving to other construction firms, or ofithe industry altogether. Those who
leave do so because they consider employment aridngaconditions to be sub-
standard in terms of remuneration (no sick payhaol@ay pay, only pay when there is
work, late payment), conditions on site (lack céltie and safety standards) or
development (no training as such). While wagesomstruction in Jersey have increased,
they remain far below the financial sector averdgd.999 average weekly earnings in
the Jersey construction sector were £409 compaitbdive financial mediation sector
with an average of £506 (Policy and Resources Deyaat, 2000a). Potential recruits are
deterred by this relatively low pay, coupled witle tack of a clear career or path of
progression within the industry and deterioratingditions, including skill standards and
dirty work. Both recruitment and employment praeti@re governed by informality, with

only minimal standards enforced. The group of camgmawe interviewed included

17



several “good-practice” employers where conditisese considered to be good by their
employees. But the employee interviews revealedddditions with other employers,
not part of the sample (including many smaller cames), left a lot to be desired. This
was also acknowledged by several key players iig@ead: only larger firms and a
minority of “good practice” employers (of whichette were several in this sample)
provide reasonable conditions. The lack of appatpriegislation in this area is seen as
requiring rectification. At the moment, only headthd safety regulations can be used to

make a case for improving conditions.

Job security and decent employment and working itiond were also indicated as
reasons for staying with a firm, even if other eoyels offered higher wages. “Loyalty”,
“trust”, “ability to communicate” and “care” werenms used by several interviewees
with respect to their employers. Retention is nthedess a problem even with this set of
firms because of an overstretched and limited lafage, leading to the “poaching” of
employees/ apprentices. As a result employers dla@tnthe costs of training people may
be lost. Evidence was found of firms (includinghe public sector) consciously not
investing in initial training in order to be in mancially stronger position to poach
apprentices nearing completion of their traininga(stlen, 1995). This leaves some
Jersey employers reluctant to train or to reduedrdnsferability of the training offered
so that it is geared to more firm-specific skilhers see providing training as a risk that
needs to be taken, as skills shortages are sordéspad training is considered one of

the only options for recruitment. Next to its effea training, “poaching” may lead to an

upward wages spiral but this is as yet not padidylisignificant.
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You get bribed into paying higher wages. If somdabreatens to leave, you
panic, because you know you’re not able to gefpdamen (contractor)
Since 1998 earnings in the construction sector rreased by 10.2%, that is more than

the average of 7.7% (Policy and Resources Depat{2@d0a).

Problems and possible solutions

Problems with recruitment and retention exacerbage levels of skill shortages,
although the exact extent of these is difficulestimate. In the Jersey Employers’ Survey
(2000), 75% of all employers in construction anchofacturing stated that at least some
of their employees have shortcomings in at leastfmtd. Skill problems were reported
by all interviewees (employers, employees, key g@isyand, to a lesser extent,
apprentices) related to all trades and construgtiofessions at every level (from
labourers to professionals), indicating a cledufaiof the labour market to train. The
employees for example listed as the most promipeatilems: lack of knowledge,
training and qualification of carpenters and joméack of confidence and competence
due to inexperience; and shortage of skilled pewpéxery trade area and of broadly
skilled individuals. To the related question of wWier there is a lack of suitable people in
their field, twenty employees responded affirmdivdlext to the blanket skills shortages
for crafts and professions, the lack of managea communication skills was seen as
important both for professionals and manual workeipervisory positions to plan the
work and relate to colleagues and clients. Sewetailviewees considered that the
appropriate training on the island in these fields either non-existent or too general to

be suitable for construction-related situations.
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The employment of unskilled workers (17% of opered) in construction in Jersey is
relatively high and appears even to be increagjivgn the degree of skill shortages. This
is of concern as the construction sector increfsimgjuires a high skills base adaptable
to transformations in work practices and technalalgadvances (Clarke & Herrmann,
2001; Salzman, 1998). In terms of work practicesdthas been a dramatic decline in
wet trade and labourer employment in the conswadtidustry in Europe and an increase
in occupations related to the use of concretel,stedining, prefabricated components
and specialist assembly. In countries such as Gernticining covers all areas of work
and seeks to produce highly skilled constructiomkers, able to plan, coordinate and
undertake work on their own. The aim is to elimekbouring work, achieve an entirely

skilled labour force and reduce supervision le{€larke & Wall, 1998b).

Skill shortages and unpredictable skill levelsta workforce adversely affect the
productivity of the industry (Clarke & Wall, 2000)here is evidence of less labour-
intensive activities throughout UK industry (Maragdé&995; Gallie, 1996). Skill
shortages also increase the cost of employingeskillorkers (Haskel & Martin, 1996).
Projects cannot be resourced with an adequateysappkilled labour, construction costs
rise, supervision increases, accidents may ocalidatays ensue, reducing productivity
and further increasing costs. Highly skilled opeegt and professionals may also leave
the industry, resulting in a waste of training atider resources.

Getting skilled people is problem. The lure offihance industry is great: it

sounds more glamorous and the wages are highes.Jdes for manual and

professional staff. | met a couple of guys last tmémat are chartered surveyors
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and did there job well, but were also doing a niglatss for IT to get into the

finance sector(employer)

There is evidence from our surveys and from thé hegel of vacancies in construction
that a downward spiral has set in. Firms repor@dgroductivity, lower quality of
workmanship and high amounts of repeat work. Trar pmployment and working
conditions of the Jersey construction industry tatidi against attracting a highly skilled
workforce. Improved productivity, employment andriiing conditions though cannot be
obtained by “poaching” but only by a larger investrhin training at home. The most
effective means is to regulate the labour markédtesame time as training the
workforce to a very high skill level so that thenstruction process becomes significantly
more productive and the proportion of labourers amekilled is drastically reduced. The
current high labour intensity of the process asta aonsiderable constraint on building
activity generally and on building costs. This igrablem equally evident in the UK,
where building output per inhabitant on an inded@® is 50 compared with 100 for

Denmark, 90 for Germany and 77 for the NetherlgBadsoconstruct, 2000).

To remedy the situation of local “poaching” in 3r& new training framework should
be installed in which apprentices are not primagégn as employees gaining firm-
specific skills but trainees equipping themselvéh wigh level and transferable skills to
work in the industry as a whole and not for ondipalar firm. This new training
framework requires an overall and long-term visiogprporating the needs of both
industry and society, of government, employers, leyges and apprentices, each of

which is divergent. Many employers and key playensimented on the lack of an overall
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plan for training in Jersey, with clear strategimsand pragmatic objectives in which all
involved agencies play a different but complemegntate. Most of the apprentices and
some of the employees were unclear about: theeafitheir training and/or the type of
gualification they are either training for or hasatained and the options available.
Employers were largely unaware of the overall pennce of their apprentices, the
maximum time left in their training and the admirasive tasks that have to be done by

themselves or the apprentice for training and foaggiurposes.

Whilst employers’ skill needs are often short-temal job specific, employees require
skills that are sufficiently broad-based to allaw dlevelopment, enrichment and
transferability over, if possible, a working lifSuch a framework is best developed and
organised through a social partnership of emplogadsemployees and with state
support. For training policy to be beneficial fdractors in the long run, it cannot be left
to its own reactions, inevitably more short-ternmature. A long-term policy framework
therefore needs regulation for it to transcendalsintary and short-term character and to
guide the long-term dynamic (Boyer, 1987). Nextelgulation, an appropriate training
framework also needs to have an institutional camept

In a regulatory system, firms must be monitoredrtsure they fulfil their training

obligations, providing training of a type and qugilcongruent with the objectives

of the policymaker — who should allow for the iets of workers and other

firms, as well as the firm providing the trainir(§tevens, 1999)

This training structure could be funded by a leystem, which should greatly facilitate

the introduction of a training scheme appropriatddrsey conditions and the attainment
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of transferable skills. It has the advantages adewing participation, commitment and
involvement in construction training; cementingkBrbetween industry, education and
the TEP; deterring poaching; improving the recreiitnbase and introducing more
formal procedures; facilitating the setting up af@rkshop through consultation with
Highlands to run specific one-off courses in, ftstance, advanced methods; assisting
firms in the funding of trainees during their bleekease college periods and in sending
employees and/or trainees abroad for attendansbam specialist courses; and helping

to give the industry its own identity as an innovatimproved and safe sector.

The apprenticeship scheme as it stands is failingplenish skills in the industry,
training requirements are changing with more adegdreonstruction methods, needing
more abstract skills that can only be imparted ateasroom and workshop environment.
The traditional apprenticeship based on learnintherjob from a craftsman, day release
to college, and the goodwill and patronage of tiddvidual employer is increasingly

obsolete in the modern construction process.

To address the overall problem of skill shortagesthe inadequacy of existing skills an
extension and intensification of initial and funthiining and greater adult provision are
therefore required in Jersey. Furthermore, in s@adaransferable skills are most suited to
the needs of Jersey, the training should incorpaiamulated workshop-based work
experience and group training to allow traineesre of work experience in different
firms. This is similar to the training corporatischeme in the Netherlands where trainees
are taken on in the first place by the corporationsisting of groups of employers and

then rotated around the different member firmssstwajain a wide experience of work.
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This system relies less on informal networks anlividual employer’s decisions and
more on the joint decision-making and formal praged of the training corporation. Any
training framework also needs to provide a strigdigystem of progression to site
management or advanced levels. Combined with sdelisfication, facilitating formal
recognition of qualified tradespeople, this woudg the infrastructure for upgrading

skills in the industry.

Conclusion

Jersey’s attempt to remain insular in terms ofanstg the current levels of population
is incompatible with its lack of regulation and @stment in vocational training. On the
one hand, importing skilled labour, tradespeopl# professionals fails to improve
productivity, employment and working conditions andthods of production. On the
other hand, indigenous skilled operatives and geifmals are scarce and the already

high proportion of the unskilled employed is rising

The main problems discovered in Jersey relatedatfavailability and inappropriateness
of skills, the non-viability of current training dmecruitment policies on the island, the
fragmentation of the training infrastructure ane tjuestionable sustainability of the local
construction industry. Current shortages and tlmewneafocus of skills, the demand-
driven and task- or job-specific nature of trainitige Jersey-born and male focus of
recruitment and the uncoordinated, traditional simart-term approach of the local
construction industry towards promotion and finagadf training provision were found

to be working against the industry’s long-term reeadd restricting its ability to respond

to the variability of the production process. Imtrast, a structured training policy
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incorporating the needs of both education and imgemployee and employer) and
holding a long-term vision should enable the carttion industry of Jersey, to reverse
the downward spiral. Such a downward low-skillg&ps not confined to Jersey but is
also observable in the UK. The example of Jersépigever significant in being
sufficiently contained to show how such a spirallos and how a low-skill equilibrium
might be reversed. More than this, it points toftiikngs of the traditional apprenticeship
system, the problems these give rise to and the foe@ new concept and regulation of
training to produce a highly- and broadly-skilledrkforce in tune with the modern

construction process.

The question raised is how far an alternative ingiframework for Jersey to upgrade the
current skills base and to climb out of its curdemt skills equilibrium is not also

suitable for the UK — given the similarities betwehe two labour markets. The choice
in both is between further dilution of the skillade, high labour intensity and lower
productivity for the industry or creating a newiriiag infrastructure, improving
employment and working conditions, a more highljlett workforce and higher
productivity. This latter option implies, as we lBashown, significant regulation, in
particular of employment but also to increase trgjrprovision, to implement a formal
structure and framework for training and a trainieny, and to expand the recruitment
base. In effect, the choice is not simply to imgbet skills required, even if this were

possible given accommodation constraints. It isvbet regulation and non-regulation.
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Figure 1

The States of Jersey and the institutional framework of construction industry

representation
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