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Upskilling the Economy
Bobby Clulow, Analytical Services, Department for Employment and Learning

Importance of Skills

Skills matter for economies, 
business and individuals. 
Research shows that 
skills: drive an economy’s 
productivity growth and 
competitiveness; are critical 
(and increasingly so) to a 
business decision about 
where to locate and when to 
invest; to ensure business 
can absorb more fully the 
benefits associated with 
innovation and Research 
and Development (R&D); 
to support export success 
and profitability; and for 
individuals, to enhance 
earnings and employment 
potential.

Skills investment is a key driver 
within the Executive’s economic 
strategy under the theme of 
improving employability and the 
level, relevance and use of skills to 
increase private sector productivity, 
promote export led growth and 

Strategic goal 4:

To increase the proportion of those qualifying from Northern Ireland 
Higher Education Institutions with graduate and post graduate level 
courses in Science, Technology, Engineering and Mathematics 
(STEM) subjects (with an emphasis on physical and biological 
sciences, mathematical and computer science, engineering and 
technology) by 25-30% in 2020 from a baseline of 18% in 2008.

Strategic goal 1:

Increase the proportion of those people in employment with Level 
2 skills and above to 84-90% by 2020, from a baseline of 71.2% 
in 2008.

Strategic goal 2:

Increase the proportion of those people in employment with Level 
3 skills and above to 68-76% by 2020, from a baseline of 55.6% 
in 2008.

Strategic goal 3:

Increase the proportion of those people in employment with Level 
4-8 skills and above to 44-52% by 2020, from a baseline of 
33.2% in 2008.

Increased GVA
(wealth)

Increased wages  
for employers

More people 
in work

Skills Investments

Increased profits  
for firms

Increased business 
starts

Increased 
employability

Increased  
productivity

lead to wealth and employment 
creation.   

The Northern Ireland (NI) Skills 
Strategy “Success through Skills – 
Transforming Futures” established 
four strategic goals as follows:

The following schematic summarises the impact of skills investment.
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Skills Impact

The benefits from the 
Department for Employment 
and Learning’s investment and 
activities include improved 
skill levels of the NI workforce; 
increased employment and 
reduced unemployment; higher 
productivity and competitiveness. 
The Department’s activities 
help stimulate the development 
of higher productivity sectors 
with higher wages and higher 
skilled jobs. The Department’s 
interventions assist attracting 
Foreign Direct Investment. Skills 

formation assists businesses 
to innovate, undertake R&D, 
increase their export potential 
and improve management and 
leadership skills. Above all the 
Department’s interventions 
help individuals by  enhancing 
earnings and employment 
potential. Research recognises 
that skills formation and 
increasing human capital 
promotes economic growth 
and is a key driver to improved 
productivity and hence increased 
wealth creation. The following 
Figure 1 illustrates this:
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Figure 1: Workforce qualifications (2013) and regional wealth (2013), United Kingdom (UK) regions 

Source: Ulster University Economic Policy Centre (UUEPC), Office for National Statistics (ONS)
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Progress

The Department is making 
progress raising skills and 
qualifications. Since 2008, while 
those in the workforce employed 
at National Qualification 

Figure 2: Persons in Employment – Highest Level of Qualification 

Figure 3: Persons in Employment: Highest Qualifications (NQF) 

Framework (NQF) Level 2 
and 3 is relatively unchanged 
compared to the 2008 baseline, 
those with Level 1 and below 
qualifications have fallen and 
those with Level 4 and above 
have risen, see Figure 2. The 

24.2%

28.3%

16.6%

16.4%

21.6%

22.1%

37.6%

33.2%
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Latest N. Ireland Position

NI 2020 - projected qualification requirement if productivity gap with UK to be addressed

Level 2 Level 3 Level 4 and above
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10.0% 14.0% 24.0% 52.0%2020

2014

Source: Labour Force Survey (LFS) 

The Department is making 
progress and delivered almost 
300,000 qualifications (Level 2 
and above) between 2010/11 
and 2013/14 in excess of the 
target of 210,000 qualifications.  

Source: Oxford Economics, LFS 

data shows Quarter 4 2008 and 
2014 and the latest figure for 
the proportion in employment 
at Level 4 and over is 38.2% for 
Quarter 1 2015.  

However research also shows 
that progress needs to continue 
if NI is to meet a high growth 
scenario where the productivity 
gap with the UK is addressed 

and where both Level 3 and 
Level 4 qualifications levels 
would increase by more, see 
Figure 3.
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Upskilling our 
economy

The Department’s key 
contribution is to raise skill 
levels. Other key benefits include  
upskilling, higher productivity and 
higher wages. This improves the 
economy as it supports higher 
skilled sectors and jobs. The 
Department helps develop the 
economy away from low skilled 
and low wage jobs towards 
higher paid work. Without the 
Department’s contribution it is 
possible that NI would not raise 
skill levels much above Level 2.  
Northern Ireland would be a very 
low skill and low wage economy 
for the foreseeable future. 

Looking at the skill distribution 
in 2008 versus 2014 (see 
earlier Figure 2), this suggests 
that the earnings potential of 
around 35,000 persons may 
have been raised by upskilling 
over this period (a rise equal to 
4.4 percent of the total number 
of those employed who will now 

have Level 4+ qualifications 
that did not have in 2008). 
Looking at the wage differential 
between Level 4 and lower Level 
qualifications levels, suggests 
the Department’s intervention 
between 2008 and 2014 may 
have raised the earning potential 
of the economy in the longer 
term by £0.5 billion per annum. 
The Department’s investment in 
skills between 2008 and 2015 
then looks to have increased 
the potential to raise output in 
whole economy in the longer 
term by maybe close to 2%. 
The qualification to this being 
and whether this occurs or 
not, depends on quality of 
jobs being made available to 
fully utilise higher skills and is 
dependent on there being no 
significant skills under utilisation 
or skill mismatch present in the 
economy.   

Supply side

The Department intervenes on 
the supply side of the economy 

increasing the productive 
potential of local businesses 
to raise output through an 
increasingly skilled workforce. 
However, this is a necessary 
but not sufficient condition for 
increased income in NI. Whether 
the NI economy is able to realise 
this benefit also depends on the 
demand side and the quality of 
jobs created to match skills. 

Demand Side

Clearly the recession may have 
hampered job creation in the 
short term as the economy lost 
jobs and so lessened utilisation 
of skills. Looking ahead though 
the NI workforce with higher 
skills should be in a good 
position in the upturn, and in 
the medium to longer term, to 
assist the economy to grow and 
move to higher productivity. It is 
helpful to look at the demand 
side of the economy to see if in 
the short term the benefits from 
higher skills have been realised. 

Figure 4: UK and NI Economic Output 
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Figure 5: Workforce Jobs 
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The data indicates that the 
upturn in NI has been slower 
than the rest of the UK and the 
growth in employee jobs has 
been lower. 

This would then suggest at 
a macro level that while an 
upskilling in the labour force may 
have occurred on the supply 
side, there is the possibility 
that the recession may have 
slowed down and dampened a 
rebalancing of our economy to 
higher productivity sectors that 
might have been expected to 
have occurred in the absence of 
a severe downturn. 

Source: The Department of Enterprise, Trade and Investment (DETI), ONS 

Sectors

You need to look at the data 
on the sectoral distribution of 
jobs and shifts in employee jobs 
between sectors over the period 
2008 and 2014 to confirm if 
this is the case.

The supply analysis suggested 
that around 35,000 extra 
persons in employment were 
educated to Level 4 and above; 
and around the same number 
had qualifications at Level 1 and 
below, moving from 2008 to 
2014. With such a shift in the 
upskilling of the workforce you 
might expect higher productivity 
sectors to expand and lower 
productivity sectors to contract 
to fully utilise the skills available. 
To assist looking at this 
upskilling, it is helpful to 
examine which sectors graduate 
level/Level 4+ employment is 
concentrated (and then compare 

with the sectoral trends in 
demand between 2008 and 
2014). 

Analysis from the Skills 
Barometer complied by 
the UUECP provides the 
sectors where graduates find 
employment – see Figure 6.  The 
main sectors where graduates 
and those at Level 4 and 5 are 
employed appear to be either 
mainly public sector (Health 
and Social work, Education, 
and Public Administration and 
Defence) and in the private 
sector mainly manufacturing, 
professional scientific and 
technical, Information and 
Communications Technology 
(ICT), the Arts, Finance and 
some administration services.  
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Figure 6: Where are skilled people employed?
Where do high (L6+) and medium skilled (L4-5) people work?

Health & social work

Education

Wholesale & retail

Wholesale & retail

Professional scientific & technical

Professional scientific & technical

Public admin & defence

Manufacturing

Information & communication

Information & communication

Admin & support services

Admin & support services

Other

Other

Arts & entertainment

Finance & insurance

Construction

Construction

Restaurants and hotels

Health & social work

Education

Public admin & defence

Manufacturing

Other sectors in High level 
skills include: Arts & 
entertainment, Finance & 
insurance, Professional 
scientific & technical, 
Information & communication, 
Real estate, Water Supply & 
waste, Mining, People 
employed by households and 
Elect’ & Gas.

Other sectors in Sub-degree 
level skills include: Other 
service activities, Transport & 
storage, Finance & insurance, 
Real estate, Agriculture, Arts & 
Entertainment, Water Supply 
& Waste, Mining, Elect & Gas 
and People employed by 
households.

High level skills stock 
(Level 6 and above)

Sub-degree level skills stock
(Level 4 and 5)

11%
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Source: UU Economic Policy Centre, LFS, EPC 
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Upskilling the Economy
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Some rebalancing

Looking at the demand side of 
the labour market, the following 
Figure 8 looks at the sector 
shifts in employee jobs between 
2008 and 2014. At Quarter 4 
2008 and Quarter 4 2014, the 
number of employee jobs in NI 
was roughly at the same level (in 
2008 employment was moving 
down and at 2014 jobs were 
rising) so this comparison of the 
sectoral composition of jobs may 
allow for a consideration whether 

there has been the start of any 
shift towards higher skilled jobs 
on the demand side to match 
the recent upskilling of the 
workforce on the supply side. 

The answer seems to be yes to 
some extent but not entirely.

Figure 7 shows that there 
has been some rebalancing 
(between Quarter 1 2008 and 
Quarter 1 2015) with expansion 
of higher skilled sectors such 
as Professional, scientific and 

Figure 7: Percentage change in employee jobs across sectors (2008 – 2014)
(seasonally adjusted)

Source: DETI Quarterly Employment Survey, ONS

technical activities, Real Estate, 
Administration, Education, 
Health and Social work and the 
Arts. However the shift has not 
been as marked as in the UK 
as a whole, has not covered all 
high skilled sectors (e.g. not 
manufacturing and finance) 
and this may not have been 
enough to match the increase 
in skills on the supply side. The 
performance of Information and 
Communication over this period 
was disappointing.
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Over the period employees 
in employment fell slightly 
by around 2,700 jobs. The 
main expanding sectors were 
Professional, Scientific and 
Technical; Administration and 
Support; Real estate activities; 
Health and Education, the Arts, 
(and also Accommodation, 
Agriculture, Electricity, Water 
and Other Services). Excluding 
Accommodation, Agriculture, 
Electricity and Water, and 
Other services, the remaining 

  Q4 2014 Q4 2008
Number 
change

Agriculture, forestry & fishing 13,570 12,120 1,450

Mining & quarrying 1,530 2,010 -480

Manufacturing 79,200 80,200 -1,000

Electricity, gas, steam & air conditioning supply 1,630 1,280 350

Water supply; sewerage & waste management 5,260 4,620 640

Construction 27,800 41,670 -13,870

Wholesale & retail trade; repair of motor vehicles & motorcycles 125,450 132,860 -7,410

Transportation & storage 23,900 26,130 -2,230

Accommodation & food service activities 44,870 42,880 1,990

Information & communication 16,190 16,460 -270

Financial & insurance activities 18,380 20,130 -1,750

Real estate activities 7,010 6,370 640

Professional, scientific & technical activities 27,490 23,670 3,820

Administrative & support service activities 52,220 43,030 9,190

Public administration & defence; compulsory social security 54,830 58,450 -3,620

Education 72,290 71,870 420

Human health & social work activities 122,720 115,390 7,330

Arts, entertainment & recreation 14,330 13,600 730

Other service activities 15,210 13,850 1,360

Total 723,890 726,590 -2,700

Employee Jobs in NI 

To look at this further, it is 
possible to examine the 
movement of employee jobs 

between  quarter 4 2008 and 
quarter 4 2014. This is outlined 
on the chart below (the job 
results for Q4 2014 are the 
final figures). 

Figure 8: The movement of employee jobs in Northern Ireland between quarter 4 2008 and quarter 4 2014

Source: DETI Quarterly Employment Survey

sectoral mix of expansion 
roughly matches the destination 
sectors for those at Level 4/5 
and graduate level from the 
Economic Policy Centre analysis 
above. However ICT is missing as 
it did not expand over this period 
(the Finance sector contracted). 
Adding these growing sectors 
together, indicates an 
expansion of higher skilled 
level employment at a macro 
level on the demand side of 
around 22,000 jobs. The shift 

on the supply side at the macro 
level, indicated a move of 
around 35,000 to higher level 
qualifications at Level 4 and 
above. 

This should be caveated that 
some of the difference could 
indicate a shift of more qualified 
persons into self employment. 
However it is not possible to say 
whether this has happened or 
not or to what extent. According 
to the official figures, there 
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was the same number of self 
employed persons in NI at 
October to December 2008 
compared to the same period 
October to December 2014. 
However a detailed sectoral 
breakdown of self employed is 
not available to allow any further 
analysis at a macro level.
While this macro analysis can 
be caveated as only giving an 
approximate indication of what 
may be happening in the labour 

market for skills, it does suggest 
that there may be some under 
utilisation of higher level skills. 
However the extent may not 
be as high as implied in the 
sectoral shift as some more 
traditional sectors where jobs 
were contracting over this period 
may also have been upskilling 
work systems and operations. 
The analysis needs to move to a 
micro level. 

Skills Utilisation 

The latest UK Commission for 
Employment and Skills (UKCES)  
Employer Skills Survey relates to 
2013 and gives some indication 
of possible skills under utilisation 
in Northern Ireland. The results 
for skills utilisation are given at 
Figure 9. 

Figure 9: Incidence and density of skills underutilisation by region
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In terms of incidence of skills 
under utilisation the results 
indicate that close to half of all 
employers in NI have employees 
with skills and qualifications 
more advanced than required 
for their current job role and 
the incidence appears to be 
increasing from 2011. In terms 

of density the results suggest 
that 18% of staff in NI have 
skills and qualifications more 
advanced than required for their 
current job. The worst density is 
in Belfast. The results for NI in 
2013 were slightly worse than 
the UK (Figure 10).

Figure 10: Incidence and density of skills underutilisation by sector (I)

Figure 11: Incidence and density of skills underutilisation by sector (II)

In terms of what sectors, the 
worst affected (as regards 
density) are agriculture, hotels 
and catering, health and 
community work. However skills 
underutilisation appears to be 
an issue for all sectors and does 
not fall below 10% of employees 
in 2013 (Figure 11).
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Finally, the worst affected 
businesses by size are the small 
ones with those with less than 
25 employees having between 
21% to 30% of their employees 
with skills and qualifications 
more advanced than required for 
their current job (Figure 12). 

Conclusion

The macro level jobs analysis 
and the micro level UKCES 
survey results point to the 
same conclusion. Skill under 
utilisation and skills mismatch 
is a significant problem for NI 
(and for the UK) and may now 
be affecting close to one in 
five employees. This may have 
come about through the recent 
upskilling of the labour force on 
the supply side here matched at 
the same time with the inability 
of the local economy to respond 
on the demand side during a 
severe recession. 

Figure 12: Incidence and density of skills underutilisation by size in NI
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It is difficult though to take this 
analysis much further.  A key 
conclusion though is that the 
Department can provide the 
skills for a modern economy  
and assist upskilling; but there 
needs to be action elsewhere to 
ensure that the demand side  
of the economy responds to 
skills supply and that skills  
are fully utilised. This would 
appear to require an NI 
Executive wide effort.  

The NI Skills Barometer work 
from UUEPC will be able 
to forecast and track skills 
utilisation moving forward so we 
can monitor any future skills and 
qualification mismatch.  The key 
issue and challenge is whether 
skills mismatch will continue in 
the medium to longer term as 
the NI economy adjusts to a 
period of a tighter public sector 
fiscal environment and job loss 
in the public sector. To avoid 

continued skills under utilisation 
and mismatch, rebalancing and 
expansion of the private sector 
will need to be sufficient to 
create higher productivity jobs 
in sufficient quantity to employ 
an increasingly upskilled and 
more highly qualified workforce 
in future.   

For further information contact:
Bobby Clulow
Head of Analytical Services
Department for Employment  
and Learning
Adelaide House
39/49 Adelaide Street
Belfast
BT2 8FD

Email:  
bobby.clulow@delni.gov.uk
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The United Kingdom (UK) 
Commission for Employment 
and Skills (UKCES) published 
in early 2015 its Employer 
Perspective Survey 2014. 
The Employer Perspectives 
Survey is based on over 
18,000 interviews with 
employers in every sector 
across the UK (including 
around 2,000 in Northern 
Ireland (NI)); providing 
a valuable insight into 
the external interface 
between employers and the 
skills system and on how 
employers go about meeting 
their skills needs. This article 
sets out the background to 
the Employer Perspectives 
Survey 2014 and provides an 
overview of its findings, as 
they relate to NI.

Background

The UK Commission for 
Employment and Skills currently 
runs two large-scale employer 
surveys in alternate years: the 
UK Commission’s Employer 
Skills Survey (UKCESS), and 
the UK Commission’s Employer 
Perspectives Survey (UKCEPS). 
The overall aim of the two 
surveys is to provide robust 
and reliable information from 
UK employers on skills issues 
and workforce development 
activities. This information 
provides a strong base for the 
development of evidence-based 
skills policy.
	
The UKCEPS is designed to 
complement and supplement 
the UKCESS. The two surveys 
cover complementary topics. 
The UKCEPS is based on 
over 18,000 interviews with 
employers in every sector across 
the UK (including around 2,000 
interviews in NI). It focuses on 
the external interface between 
employers and the skills system 
and on how employers go about 
meeting their skills needs. The 
UKCESS by contrast focuses 
more on the changing skills 
requirements of employers and 
the degree to which they are 
shaped internally by different 
employment practices and 
investment approaches within 
the workplace. The Department 
for Employment and Learning’s 
Analytical Services continually 
engages constructively with the 
UK Commission on the design 
and implementation of both 
flagship surveys.

On 27th March 2015 the UK 
Commission published its 
slide pack and data tables for 
the NI element of the 2014 
Employer Perspectives Survey 
and is available from the UK 
Commission website1. This 
article presents an overview 
of the key findings from the 
Employer Perspectives Survey 
2014 report, as they relate  
to NI.

Key findings

Key findings compare the 
position in 2012 with that in 
2014, and across the countries 
of the UK, where appropriate.

Employer 
Perspectives on 
Recruitment

This aspect of the survey focuses 
on employers’ recruitment 
practices: the extent to which 
they engage with the labour 
market, the channels they use 
to do so, and what attributes 
they look for in candidates when 
recruiting.

�Vacancies

• �Reflecting the timing of 
the economic recovery, 
recruitment activity in NI was 
markedly lower than in the 
rest of the UK with only 38 per 
cent of establishments having 
had vacancies in the 12 
months preceding the survey 
(compared to 49 per cent 
for the UK as a whole).  This 
varied by region and sector 
within NI as evidenced by 
Figure 1;

1	  www.gov.uk/government/publications/employer-perspectives-survey-2014-northern-ireland-data



16

UK Commission’s Employer Perspectives Survey 2014
Wendy Lecky, Analytical Services, Department for Employment and Learning

• �The proportion of employers 
in NI reporting vacancies has 
decreased slightly since 2012, 
when it stood at 40 per cent.

Recruitment channels 

• �Employers in NI demonstrated 
quite different patterns in their 
use of recruitment channels 
when compared to other 
nations. For example, in total, 
41 per cent of employers use 
the Jobs and Benefits Office 
(J&BO) (compared to 32 
per cent on average across 

England, Scotland and Wales) 
– see Figure 2; 

• �In Northern Ireland the 
balance across each broad 
channel type was fairly even 
with employers less likely than 
average to have used private 
free channels (59 per cent), 
and more likely than average 
to have used public free and 
private paid methods (54 and 
50 per cent respectively);

• �Employers in NI are also 
considerably more likely to 

use government schemes and 
programmes for recruitment 
purposes (34 per cent 
compared to 6 per cent 
in England, 14 per cent in 
Scotland and 26 per cent in 
Wales);

• �Moreover, employers in NI 
were far more likely to use the 
local press (35 per cent) and 
far less likely to use word of 
mouth as a channel (18 per 
cent) than their counterparts 
in Great Britain (GB).

Figure 1: Employers reporting one or more vacancies in the last 12 months

46%
37%

32%
41%

35% 35%

Belfast Northern North West Southern South East South West

22%

34%

20%

42% 40%

57%

Primary sector and
utilities

Manufacturing Construction Trade, accomodation and
transport

Business and other
services

Non-market services

Base: All Northern Ireland establishments: Primary (96), Manufacturing (139), Construction (148), Trade, Accom. & Transport (675), Business (468), 
Non-market services (479) 

Base: All Northern Ireland establishments: Belfast (479), Northern (442), North West (197), 
Southern (289), South East (336), South West (262)

Region

Sector

OF ALL ESTABLISHMENTS 
HAD VACANCIES
Base: All Northern Ireland 
establishments (2,005)

38%

Figure 2: Most common recruitment channels used in Northern Ireland
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53%
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50%
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Base (2012/2014): All Northern Ireland establishments with vacancies (544/1,090)

* 2012 figures differ from those presented in the 2012 report as “prompted” and “unprompted” mentions were separated out in the analysis that time; also 
‘Steps to Work’, which was treated as part of the ‘Jobcentre/Jobs and Benefits Office in 2012, is now treated as ‘Gov. programmes and schemes’ 
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What employers look 
for when recruiting

• �The Employer Perspectives 
Survey measures the relative 
importance of different 
factors (including ‘relevant 
work experience’, ‘Maths & 
English General Certificate of 
Secondary Education (GCSE)’, 
‘academic qualifications’ and 
‘vocational qualifications’) 
to employers when they are 
recruiting new staff; 

• �Employers in NI were 
more likely than employers 
elsewhere to rate every listed 
factor as being critical or 
significant;

• �Across the UK, employers 
place more significance on 
relevant work experience than 
on any of the other factors 
when assessing potential 
new recruits, with certified 
achievement in Maths and 
English (i.e. GCSE at A*-C 
grade) following closely 
behind;

• �The importance accorded 
to vocational and academic 
qualifications has increased 
and they now appear to 
be held in equal esteem 
across the UK. This can 
be seen in NI with 55 per 
cent of employers placing 
critical or significant value on 
academic qualifications and 
56 per cent placing critical or 
significant value on vocational 
qualifications as presented in 
Figure 3.

 

36%

40%

35%

47%

19%

16%

28%

27%

Academic qualifications

Vocational qualifications

Maths & English GCSE

Relevant work experience

Significant Critical

75%

CRITICAL / 
SIGNIFICANT

63%

56%

55%

Note that ‘Small amount of value’, ‘No value’ and ‘Don’t know’ responses are not shown
Base: All Northern Ireland establishments (2,005)

Figure 3: What employers in Northern Ireland look for when recruiting
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�Employer 
Perspectives on 
People Development

This aspect of the survey 
examines the approach of 
employers to their training and 
skills development practices.

Training provision

• �Northern Ireland employers 
are the least likely in the UK 
to offer training to their staff 
(65 per cent compared to 
the UK average of 69 per 
cent). This variation in overall 
training is almost wholly driven 
by variations in the offer of 
internal training with only 
52 per cent of employers in 
NI offering internal training 
(compared to the UK average 
of 58 per cent).

Employer 
Perspectives 
on Vocational 
Qualifications

This aspect of the survey 
examines the value employers 
place on Vocational 
Qualifications.

The incidence of training and 
workforce development

• �Employers in NI are the 
least likely in the UK to 
have arranged or funded 
training designed to lead 
to a recognised vocational 
qualification (22 per cent 
compared with the UK average 
of 26 per cent);

• �Nearly all employers in 
NI agreed that their staff 
achieving vocational 
qualifications enabled them 
to do their job better (94 
per cent). The vast majority 

also agreed that vocational 
qualifications led to better 
business performance among 
staff (90 per cent). Around 
four-fifths of employers 
then agreed vocational 
qualifications improved staff 
productivity, commitment 
and retention. This trend is 
reflected at a UK level also;

• �Employers in NI cite a 
number of reasons for not 
training towards a vocational 
qualification, including: ‘don’t 
know enough about what 
vocational qualifications are 
available’ (34 per cent) ,‘the 
Government does not provide 
funding or grants to cover 
the costs’ (33 per cent) and 
‘staff don’t want vocational 
qualifications’ (31 per cent);

• �A number of employers in 
NI that provided external 
training had discussed or 
been involved in the design of 
new qualifications and training 
opportunities (18 per cent of 
those that provided external 
training compared to the 
UK average of 15 per cent). 
This is a positive indication 
that employers are taking 
ownership of the training and 
qualifications landscape.

National Occupational 
Standards (NOS)

• �National Occupational 
Standards specify the 
standard of performance an 
individual must achieve when 
carrying out a function in the 
workplace, together with the 
knowledge and understanding 
they need to meet that 
standard consistently. They 
represent benchmarks of good 
practice in an occupation;

• �Employers’ awareness of the 
NOS in NI was slightly higher 
than other UK countries at 

42 per cent (compared to a 
UK average of 39 per cent). 
This awareness among NI 
employers has also increased 
since 2012, from 37 per cent 
to 42 per cent.

Employer 
Perspectives on 
Young People

This aspect of the survey 
examines employers’ 
experiences of recruiting  
young people.

Recruitment of education 
leavers

• �Employers in England, 
Scotland and Wales were 
equally likely to have recruited 
a young person (under 25) in 
the 12 months preceding the 
survey (66 per cent); fewer 
employers in NI however (63 
per cent) had recruited a 
young person and there was 
variation across region and 
sector as presented in  
Figure 4;

• �The pattern of lower rates of 
recruitment of young people in 
NI than in the rest of the UK is 
in line with that reported in the 
2012 Employer Perspective 
Survey;

• �The proportion of NI employers 
who had recruited education 
leavers (28 per cent) 
represents a considerable 
increase since 2013 (22 per 
cent) as reported in the latest 
Employer Skills Survey.

Recruitment of older workers

• �Employers in NI were also 
considerably less likely to 
have recruited someone aged 
over 50: only 22 per cent 
compared to the UK average 
of 29 per cent.
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Business (221), Non -market services (297)  *Low base size, treat with caution. Note question was asked of those who had recruited young people
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Figure 4: Recruitment of young people (aged 16 –24) in the last 12 months
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Figure 5: Formal Apprenticeship offering, by region and sector

Employer 
Perspectives on 
Apprenticeships

This aspect of the survey 
examines how Apprenticeships 
respond to the needs of different 
types of employers, as well as 

providing insight into the quality of 
Apprenticeships they offer.

• �The proportion of employers 
offering formal Apprenticeships 
was lowest in NI (9 per cent) and 
was greatest in England (15 per 
cent).  They were most prevalent 
in the construction sector (see 
Figure 5);

• �Employers in NI cited a number 
of reasons for not currently 
offering Apprenticeships but 
reasons relating to a lack of 
awareness were particularly 
prominent (15 per cent 
compared with 11 per cent in 
Scotland and 10 per cent in 
England).
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Employer 
Perspectives on  
Work Placements

This aspect of the survey 
examines employers experience 
with work experience activities 
and their motivations for offering 
such opportunities.

Engagement with work 
experience activities

• �Employers in NI were much 
more likely to have offered 
work placements in the last 
12 months (48 per cent, 
compared with the 38 per cent 
UK average), and in particular 
to have offered placements to 
pupils/students from schools 
and colleges (28 and 22 per 

cent compared with 20 and 
12 per cent on average), 
as well as placements that 
targeted the unemployed 
(17 per cent compared with 
6 per cent on average). See 
Figure 6 for details.  This is 
interesting when considered 
alongside the relatively low 
proportion of employers in NI 
who recruited young people or 
education leavers.

Work Inspiration activities

• �About one-fifth of employers in 
NI had conducted at least one 
work inspiration activity in the 
last 12 months, for example, 
held site visits at their 
establishments for students. 
This compared favourably with 
Scotland (21 per cent) and 

England and Wales (both 17 
per cent);

• �A minority of employers in 
NI reported experiencing 
difficulties when engaging 
institutions in order to provide 
work inspiration activities to 
their students: nine per cent 
of those engaging schools, 
six per cent engaging colleges 
and two per cent of those 
engaging universities cited 
such difficulties (compared 
with the UK averages of 
eight, eight and four per cent 
respectively).

All Northern Ireland establishments who have had  particular 
placements in the last twelve months: School (728), College (566), 
Unemployed (416) , University (439), Internships (198), Work trials (155) 
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15%
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Base: All Northern Ireland establishments (2,005)
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Placements for students from FE
College or 6th form
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Figure 6: Most common work placements offered by employers in Northern Ireland
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Using the Employer 
Perspectives Survey 
to influence policy 
development

The UK Commission’s Employer 
Perspectives Survey 2014 is a 
valuable piece of labour market 
intelligence which has added to 
and strengthened the evidence 
base for policy development 
and delivery in NI around skills 
and employment.  Moreover, 
the survey complements and 
strengthens the Department’s 
outward facing approach to 
evidence gathering and it 
provides a robust benchmark to 
assess our performance against 
other UK regions.

The information is being used 
to provide an underpinning 
evidence base to support the 
work of the three Ministerial 
Future Skill Action Groups:

• �Food and Drink Manufacturing 
and Processing Group;

• �ICT Group; &

• �Advanced Manufacturing and 
Engineering Services Group.

Moreover, the information 
contained in the Employer 
Perspectives Survey is being 
exploited by the Careers Service 
to produce industry factsheets 
that highlight current and future 
career opportunities across a 
wide range of sectors. 

The Department has recently 
developed a NI Skills Barometer.  
The data and wider information 
from the Employer Skills Survey 
and the Employer Perspectives 
Survey, which provides analysis 
of skills shortage vacancies and 
skills gaps within business by 
sector, sub region, occupation, 
types of skills in short supply, 
causes and detail on skill 
deficits, has been used as a 
key information source to help 
inform the development of the 
model and to identify associated 
skill issues.  That model will 
allow Government to allocate 
its funding in a more efficient 
manner to meet business needs 
and provide the evidence for 
more flexible responses to future 
skills needs.  

For further information contact:

Wendy Lecky
Analytical Services
Department for Employment  
and Learning
Adelaide House
39/49 Adelaide Street
Belfast
BT2 8FD

Telephone: 
028 9025 7672

Email: 
wendy.lecky@delni.gov.uk

mailto:wendy.lecky@delni.ov.uk
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The annual Higher Education 
– Business and Community 
Interaction (HE-BCI) survey 
is carried out by the Higher 
Education Statistics Authority 
(HESA) in order to provide 
reliable and relevant 
information to support policy 
development and to inform 
funding decisions related to 
the Third Stream1 activities of 
United Kingdom (UK) Higher 
Education Institutions. The 
most recent UK HE-BCI survey 
dataset was published in 
March 2015 and provided 
data on the continuing 
development of interaction 
between Business2 and 
Higher Education Institutions 
(HEIs). 

Background

This article presents some of the 
key findings of the latest HE-BCI 
survey from a Northern Ireland 
(NI) perspective3; it draws on 
a NI summary report published 
by the Department recently4.  
The HE-BCI survey provides a 
wide range of data on the “Third 
Stream” (i.e. business and 
community facing) activities of 
all UK HEIs which illustrate the 
wider contribution HEIs make to 
the economy and society. The 
survey is split into two sections; 
part A contains qualitative 
responses on the strategic 
aims of HEIs and part B, the 
focus of this article, contains 
the more quantitative financial 
and numerical data on the 
performance of HEIs in respect 
of their Third Stream funding 
activities.

Higher Education – Business and 
Community Interaction focuses 
exclusively on output data 
covering a range of activities, 
from the commercialisation of 
new knowledge, through the 
delivery of professional training, 
consultancy and services, to 
activities intended to have direct 
social benefits. It should be 
noted that this survey records 
the interactions between NI HEIs 
and businesses (small and large) 
located both within and outside 
the region – it is not possible to 
determine the share of these NI 
interactions that are purely NI 
based.

This article sets out the NI 
position relative to the UK and 
should be read in context where 
the NI economy represents 
2.2% of UK Gross Value Added 
(GVA)5 and 2.0% of Full Time 
Equivalent (FTE) academics in 
the UK. 

The proceeding analysis covers 
a selection of results from the 
survey and where possible 
reflects change over time by 
comparing the findings of the 
2013/14 survey against those 
of previous surveys, giving a 
span of 12 academic years from 
2002/03 to 2013/14 across a 
range of key indicators.

Overview

In 2013/14, UK HEIs received 
£3.9 billion (including 
Government funding) from 
business and community 
interaction, an increase of 
10% - in cash terms – since 
2012/13. In 2013/14 NI 
HEIs received nearly £93 
million from business and 
community interaction, which 
represents a 0.5% increase 
from 2012/13 income levels. 
Over the longer term NI HEIs 
income from business and 
community interaction has more 
than doubled (+144%) since 
2002/03.

1	� Third Stream is used to describe HEIs activities in economic regeneration, regional engagement, relations with industry, intellectual property, the exploration of research outcomes and other matters related to the 
HEIs Business and Community function.

2	 ‘Business’ in this context refers to private, public and third-sector parties of all sizes, with which HEIs interact in a broad range of ways.
3	  All absolute figures for NI can be viewed in the latest HE-BCI survey which contains the full breakdown of survey results. This can be accessed at www.hesa.ac.uk.
4	  www.delni.gov.uk/he-bci-2015-ni-summary-report-2013-14.pdf
5	 GVA is a measure of economic activity, similar to but statistically distinct from Gross Domestic Product (GDP), that enables regional analysis.

http://www.hesa.ac.uk/
http://www.delni.gov.uk/he-bci-2015-ni-summary-report-2013-14.pdf
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Income by partner
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Figure 1: NI HEI Total income by partner 2003/04 to 2013/14 (real terms)6

6	� ‘Mixed origin’ refers to income from activities such as collaborative research, regeneration and sale of spin-off shares where – for reasons of practicality and/or administrative burden – the source of income has not 
been requested by HESA.

Figure 1 illustrates that 
spending by small and medium-
sized enterprises (SMEs) on 
interaction activities with NI 
HEIs increased by 22.5% since 
2012/13. However, spending by 
large businesses on interaction 
activities with NI HEIs decreased 
by 5.6% from £15.4 million (in 
2012/13) to £14.5 million (in 
2013/14) while non-commercial 
partners in the public and third 
sectors, charities and social 
enterprises increased their 
spending by just over one-
quarter from £21.2 million to 
£26.9 million. 

The HE-BCI survey defines 
collaborative research as 
Research and Development 
undertaken collaboratively 
between a HEI and an 
organisation/individual from 
business and community 
sectors. HE-BCI data show 
that income from collaborative 
research in NI fell by 1.3% 
from £30.1 million in 2012/13 
to £29.7 million in 2013/14 
(seen graphically in Figure 
2). However, income from this 
source has increased by 7.2% 
since 2002/03. In relative 
terms, the performance of local 
Higher Education Interactions 
in gaining income from 
collaborative research remains 
strong, representing 2.6% of  
the UK total.

Research-based interactions
Figure 2: Selected NI HE-BCI income streams 2002/03 to 2013/14 
(real terms)
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Contract research is when 
Government or commercial 
bodies arrange for specific 
research to be done, usually 
under a contractual agreement. 
The HE-BCI shows that contract 
research income has remained 
fairly static at £19.7 million over 
the last academic year. Income 
from this source has however 
increased sixfold since 2002/03. 
Contract research income of 
£19.7 million represented 1.6% 
of the UK total in 2013/14.

Consultancy contracts are a 
more direct form of knowledge 
exchange between Higher 
Education and the economy. 
Income from consultancy 
contracts grew by 13.3% to  
£9 million in 2013/14, up from 
around £8 million in 2012/13. 
Income from this source has 
sixfold since 2002/03.  Income 
from consultancy of £9 million in 
NI represented 2.1% of the UK 
total in 2013/14.

Facilities and equipment 
related services relates to 
the use by an external party of 
physical academic resources of 
the Higher Education Interaction. 
Income from the use of facilities 
and equipment remained fairly 
static over the last academic 
year. This income has however 
increased rapidly over the longer 
term, growing from £174k 
in 2002/03 to £6 million in 
2013/14. Income from facilities 
and equipment related services 
of £6 million represented a 
significant 3.7% of the UK total 
in 2013/14.

Continuing Professional 
Development (CPD) courses 
are defined as a range of short 
and long training programmes for 
learners already in work who are 
undertaking the course for up 
skilling, workforce development 
or professional development. 
Income from CPD activity has 
increased by 8.3% from £5 
million in 2012/13 to £5.4 
million in 2013/14. Furthermore, 
CPD income has grown strongly 
(+630%), in real terms, since 
2002/03. Income from CPD of 
£5.4 million in NI represents a 
below average 0.8% of the UK 
total in 2013/14, suggesting 
there is further scope to leverage 
CPD income in overall UK terms.

Regeneration funding is 
an important way for HEIs to 
invest intellectual assets in 
economic, physical and socially 
beneficial projects. Income from 
regeneration programmes fell 
from £15.5 million in 2012/13 
to £12 million in 2013/14. 
Over the longer term, income 
from this source has increased, 
growing by 151% over the period 
2002/03 to 2013/14. Income 
from regeneration of £12 million 
now represents a sizable 6.7% 
of the UK total.

Intellectual Property (IP) is 
a vital indicator for the value 
added by the HEIs when 
interacting with a range of 
external partners. Income 
from IP (including sale of 
shares) increased by 37.1% 
between 2012/13 to 2013/14.  
Furthermore, income from this 

source has grown exponentially 
(+5264%) since 2002/03. 
Income from IP (including 
sale of shares) of £11 million 
represented a substantial 8.4% 
of the UK total in 2013/14. 

Commercialisation 
Activities

Spin-offs are companies set up 
to exploit IP that has originated 
from within the HEI. In 2013/14, 
the total number of spin-offs still 
active after three years in NI was 
51 – six more than the previous 
year. Over the longer term the 
number of spin-off companies 
still active after three years has 
increased by 64.5%. The 51 
spin-offs represented 5.3% of 
the UK total in 2013/14.

Disclosures occur when 
research-active staff become 
aware of potentially exploitable 
research and work with others 
(often knowledge specialist 
staff) to develop those ideas. 
Disclosures have increased 
by 32.3% to 82 in 2013/14, 
up from 62 in 2012/13.  
The number of new patent 
applications has decreased by 
39.4% (66 to 40) over the last 
year and at the same time the 
number of patents granted 
has decreased by 41.3% (104 
to 61). The cumulative patent 
portfolio of the NI Higher 
Education sector increased 
marginally by 0.7% to 555 in 
2013/14 and represented 3.2% 
of the UK total in 2013/14. 
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Conclusion

The latest HE-BCI Survey shows 
that the income received by 
NI universities from business 
and community interaction 
increased slightly from £92 
million in 2012/13 to nearly £93 
million in 2013/14. It should 
be noted however that NI has 
outperformed its UK peers in 
many respects in terms of the 
UK percentage share: including 

the extent of collaborative 
research, income from 
intellectual property and the 
number of sustainable spin-off 
companies. Queen’s and Ulster’s 
University income from business 
and community interaction 
represents 2.4% of the UK total. 
This remains impressive in a 
context where NI accounts for 
2.2% of UK GVA and for 2.0%  
of FTE academics in the UK.

Table 1: Summary – Trends in Key HE-BCI Indicators

Indicator Recent change 
(since 2012/13)

Long-term trend
(since 2002/03)

NI as a percentage  
of the UK total7

Collaborative Research Income -1.3% 7.2% 2.6%

Contract Research Income -0.1% 562.6% 1.6%

Consultancy 13.3% 500.1% 2.1%

Facilities & Equipment Related 
Services

-0.2% 3348.3% 3.7%

Education & CPD 8.3% 629.7% 0.8%

Regeneration -22.7% 150.9% 6.7%

Intellectual Property 37.1% 5262.9% 8.4%

Number of Spin-off Companies 13.3% 64.5% 5.3%

Number of Disclosures 32.3% 46.4% 1.9%

Patent Applications -39.4% -9.1% 1.9%

Patents Granted -41.4% 2950.0% 6.3%

Cumulative Patent Portfolio 0.7% 568.7% 3.2%

Total Income 0.5% 144% 2.4%

7	 NI represents 2.2% of UK GVA
	 NI represents 2.0% of UK FTE Higher Education Academics

For further information contact:

Orla Flanagan
Analytical Services
Department for Employment  
and Learning
Adelaide House
39/49 Adelaide Street
Belfast
BT2 8FD

Email: 
orla.flanagan@delni.gov.uk

mailto:orla.flanagan@delni.ov.uk
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Summary of consultation responses to the Review  
of apprenticeships 
James Gordon, Analytical Services, Department for Employment and Learning

Background

Following the publication 
of the interim report on the 
review of apprenticeships, 
the Department for 
Employment and Learning 
held an open consultation. 
The consultation was based 
upon four separate themes, 
all of which had a number of 
sub questions. There were 
a total of 32 proposals set 
out in the interim report and 
the consultation document 
contained a range of 
questions around each of 
these proposals. This article 
provides an overview of the 
responses received from the 
consultation process and 
highlights the main points 
that were raised.  

A public consultation on the 
proposals of the interim report 
on the Review of Apprenticeships 
was launched by the Minister for 
Employment and Learning on the 
13th January 2014. The purpose 
of this consultation was to offer 
stakeholders an opportunity to 
document their views on the 
proposals and summary findings 
from the Review’s interim report.  
The consultation ran for 12 
weeks closing on the 7th April 
2014. A total of 71 responses 
were received, these responses 
included 9 employers, 33 
provider/awarding bodies, and 
29 described as representative 
bodies/other.

The consultation was based 
upon four separate themes, all 
of which had a number of sub 
questions: 

• �Theme 1 (Part A) - 
The components of an 
apprenticeship;

• �Theme 1 (Part B) - 
Underpinning Elements of 
Apprenticeships;

• �Theme 2 - Increasing 
Participation; 

• �Theme 3 - Partnership – the 
roles of the key players; 

• �Theme 4 - Ensuring Quality. 

This article presents a summary 
of the findings from the 
apprenticeship consultation 
relating to each of the themes. 

Theme 1 (Part A) - 
The components of 
an apprenticeship

System of learning - There 
was major consensus across all 
consultees that apprenticeships 
should be defined as a system 
of learning, allowing progression 
to a higher level of study. 
This should result in better 
recognition of apprenticeships 
by employers, parents, 
potential apprentices and other 
stakeholders as well as at an 
international level.

Access, level and duration 
of study - The responses from 
the consultation process noted 
that there should continue 
to be programmes to help 
develop those individuals 
who have not achieved the 
minimum entry requirements 
for an apprenticeship. These 
programmes should be well 
structured training and include 
Further Education routes that 
have prerequisites of Level 
2 literacy and numeracy 
qualifications.

A substantial majority 
of respondents agreed 
apprenticeships should 
commence at Level 3 and 
above, however, with further 
clarification being sought 
on provision below this. As 
evidenced in Figure 1, the 
majority of respondents 
agreed that the duration of 
apprenticeships should be a 
minimum of two years.  Most 
respondents acknowledged 
that it would be difficult to 
develop the knowledge and 
understanding required to be 
effective in a role in a shorter 
period.
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Overall the proposals here 
relating to Theme 1 (part 
A) – The components of an 
apprenticeship - were welcomed 
by the majority of respondents. 
Those who responded also 
noted that they believed 
the proposals would help to 
increase the perception and 
reputation of apprenticeships to 
employers, parents, potential 
apprentices and stakeholders. 
Some respondents also 
observed that these proposals 
have the potential to increase 
the international reputation of 
apprenticeships and help focus 
this provision on development of 
higher level skills and knowledge 
throughout the economy. 

Theme 1 (Part 
B) - Underpinning 
Elements of 
Apprenticeships

Breadth of training, 
progression and qualifications 
awarded – For this section 
of the review, consultees 
highlighted that it is important 
the apprenticeship framework 
has sufficient breadth and 
content to enable progression 
to higher level frameworks and 
qualifications. The breadth 
of training should enable 
apprentices to move between 
different progression pathways. 
Furthermore, to allow for greater 
mobility and portability, the 
content should be broadened 
beyond the specific needs of a 
particular business or sector.

Respondents felt that 
apprenticeships should extend 
beyond the skills and knowledge 
required to operate in a specific 
job role as this will help to shape 
and develop their career path.  
The majority of respondents 
felt that apprenticeships should 
facilitate progression, be that, 
into professional/technical 
training or onto a higher 
academic pathway.  From these 
responses it was suggested that 
progression pathways should, 
where possible, exist through to 
at least Level 5 with the option 
for further progression through 
to Level 6 & 7, depending 
on the sector. The possibility 
of apprenticeships attracting 
Universities and Colleges 
Admissions Service (UCAS) 
points in order to facilitate 
progression to Higher Education 
was also suggested.

As noted in Figure 2, across the 
respondents to the consultation, 
the majority felt that there 
should be a single award/
qualification to help denote the 
outcome of an apprenticeship 
for each occupation at each 
level. This was seen as a way to 
help achieve greater clarification 
for apprentices, employers and 
training providers.  

15.49%

25.35%

59.15%

Yes

 

Undecided

No

Figure 1: Do you agree that the minimum duration for apprenticeships 
should be two years?
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It was clear from the analysis 
of responses that there was 
support for a simplification of the 
awards across occupations, with 
clearly defined routes, in order 
to support progression beyond 
the initial apprenticeship. 
Suggestions included the 
development of a model to 
ensure that progression routes 
are clear to young people, 
parents and employers.

It was also evident from the 
feedback received that strong 
engagement with employers and 
training providers are essential 
to secure the portability of 
apprenticeships within a 
sector and the wider economy.  
When asked how this would 
be best achieved there was 

a consensus that a simplified 
and well structured progression 
framework that allows young 
people the option to step on and 
step off the progression ladder 
depending on their personal 
circumstances is essential. 
In this regard respondents 
recognised that this system 
would require robust frameworks 
that prepare young people for 
work and employment.

Target group - An overwhelming 
number of respondents noted 
that apprenticeships should 
be for either a new employee 
or, in the case of an existing 
employee, a new job role.  The 
respondents also highlighted 
that apprenticeships should be 
available to people of all ages, 

including those in employment.   
In this respect consultees also 
saw resonance in adopting 
all age apprenticeships to 
complement the Government’s 
vision of lifelong learning.  This 
would ensure employers have 
flexibility at the recruitment 
stage which respondents noted, 
may encourage employers to 
embrace apprenticeships.

In terms of ensuring that young 
people are not crowded out 
of apprenticeship provision 
some considered this could be 
achieved through, for example, 
promoting the apprenticeship 
model to younger people or 
by ring fencing some Level 3 
provision for those aged 16-24.

International exchanges 
and placements - Clearly 
defined awards, which are 
internationally respected and 
recognised, were identified 
as being important in order to 
have apprenticeship programme 
support opportunities for 
international exchanges and 
placements. Linked to this it 
was also noted that there should 
be a better system for mapping 
and recognising international 
qualifications.

9.86%

19.72%

70.42%

Yes

 

Undecided

No

Figure 2: Do you agree that there should be a single award/
qualification to denote the outcome of an apprenticeship for each 
occupation at each level?
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Theme 2 - Increasing 
participation

The proposals in this section 
were met with support from the 
vast majority of respondents.

A central service - A number 
of responses from employers 
noted confusion over the range 
of schemes that are available. 
Therefore, as noted in Figure 3, 
it was felt that the provision of 
a central service, that is easily 
accessible to employers and 
potential apprentices, will help to 
increase participation.

An online service to advertise 
apprenticeships was seen by 
a majority of respondents as a 
way to increase participation, 
especially as it allows young 
people to access information 
online and help encourage 
employers to participate on 
apprenticeship programmes. 

The creation of a UCAS style 
portal was seen as positive by 
the majority of respondents as 
it was also felt that this could 
help generate a more appealing 
outlook for both potential 
apprentices and employers.  
Some respondents suggested 
that a pilot could be explored 
to test this and that the design 
and operation of the facility 
should enable employers to use 
less resources than the current 
mechanism.

Expanding across wider range 
of occupations - The responses 
to this question noted that an 
expansion of apprenticeships 
across a wider range of 
occupations could help address 
gender imbalances. It was also 
observed that this could have a 

greater potential to better meet 
the needs of the economy, with 
apprenticeship frameworks that 
reflect those needs.  In relation 
to the ways Government might 
best facilitate this expansion 
a number of proposals were 
suggested, including; 

• �funding incentives being made 
available, especially for off the 
job training providers; 

• �sectors and employers should 
be consulted on whether 
apprenticeships meet their 
needs; 

• �those providing advice and 
guidance will need a breadth 
of technical and professional 
skills/knowledge to provide 
appropriate career path 
advice; and 

• �apprenticeships should be 
promoted in schools.

There was support for the 
proposal that apprenticeships 
should be expanded to 
professional and technical 
occupations in the public sector 
but only if there is a demand 
and if it is an appropriate way to 
help fill public sector jobs.

Incentives - A number of 
respondents suggested the use 
of incentives to help employers, 
especially Small and Medium 
Enterprise’s (SME’s), engage 
in apprenticeship programmes. 
The most popular incentive 
across respondents was the 
offer of financial assistance.  
Others included ensuring the 
majority of training is carried 
out in the workplace; simplifying 
the registration process for 
apprentices; and ensuring 
effective partnerships and 

9.86%

22.54%

67.61%

Yes

 

Undecided

No

Figure 3: Would a central service to market, promote and support 
apprenticeships, which engages with employers and participants 
encourage greater levels of participation?
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collaborations between suppliers 
and employers.

Promotion and advertising 
The majority of respondents 
agreed that the Careers Service 
should promote the benefits of 
the apprenticeship pathway to 
young people. It was felt that 
they are best placed to provide 
this and are able to provide best 
judgement.

It was suggested that to 
ensure both genders apply to 
apprenticeships then it would 
be beneficial for both males 
and females to be used in 
the marketing and advertising 
campaigns. In addition there 
should be an increased 
emphasis and promotion of non 
typical gender occupations and 
these should be highlighted 
strongly in advertising 
campaigns. Furthermore it was 
noted that careers advice and 
information at school should 
play a prominent role in ensuring 
that females, in particular, are 
fully aware of the benefits of 
apprenticeships and how they 
can lead to employment.

Theme 3 - 
Partnership

Advisory group - There 
was strong agreement that 
Government should establish 
advisory groups comprising 
of key stakeholders to 
provide strategic guidance on 
apprenticeships. These groups 
should have the responsibility for 
the design and regular review of 
framework content. They should 
provide oversight and guidance 
as well as utilising information 

available from Sector Skills 
Councils.  The remit of the 
groups should be to inform/
advise Government on industry 
demands and inform them of 
areas where there are shortfalls 
and how best to improve 
provision overall. It should also 
include issues surrounding 
funding, availability/range of 
courses and new initiatives. 

Sectoral Partnership Groups 
There was common agreement 
across the respondents that 
Government should establish 
a range of sectoral partnership 
groups to design and agree 
apprenticeship provision and 
inform demand on an annual 
basis.  The consultees stated 
that these groups should provide 
information on the provision of 
apprenticeships in their relevant 
sectors by bringing updated 
information to the advisory 
group about the needs and 
requirements of the relevant 
sectors. These groups should 
also advise and shape content 
of the programme, advise on 
promotional campaigns and 
produce demand statements.

Theme 4 - Ensuring 
Quality

Measuring quality and 
assessment of provision - The 
vast majority of respondents 
agreed that quality, achievement 
and progression are indicators of 
the apprenticeship programme’s 
success.  However a small 
number of respondents felt that 
there is a great emphasis on 
measuring progression and this 
is not always suitable.
The responses to this theme also 

highlighted a number of other 
criteria that could be considered 
in order to measure the quality 
of provision, including: 

• �monitoring retention and 
completion rates; 

• �data collection to demonstrate 
the value of apprentices to the 
economy; 

• �employer participation; and 
• �satisfaction analysis.

Almost all the respondents felt 
that apprenticeships should be 
subject to rigorous assurance 
and one of the key measures 
of the apprenticeship model 
should be relating to how well 
the apprenticeship programme 
meets the needs of the 
employer. These proposals 
align with the best international 
practise models, especially the 
Swiss model. In Switzerland, 
apprenticeships are known as 
dual-system apprenticeships. 
This refers to apprentices 
receiving structured training by 
an employer alongside general 
education and technical skills 
development. In the Swiss 
system, businesses determine 
the content and qualifications 
for apprenticeships with each 
of the occupations having 
one nationally recognised 
qualification.1  

Teaching and learning – There 
was broad agreement across 
respondents that the quality of 
teaching and learning should 
be supported through minimum 
qualification and related 
pedagogy requirements for each 
occupational area. This should 
also involve professional training 
in pedagogy for those involved 

1	�� Further information on the Swiss apprenticeship model and how it may be applied in NI can be found in the Review of Apprenticeships Interim Document at the following link;  
www.delni.gov.uk/apprenticeship-strategy-implementation

http://www.delni.gov.uk/apprenticeship-strategy-implementation
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in the delivery of off-the-job 
training. This is seen as essential 
in supporting the learning and 
development of apprentices.  
In addition, there was support for 
the establishment of stringent 
conditions for continuous 
professional development to 
ensure that those delivering 
training remain expert in  
their field. 

Conclusion

Overall our analysis of the 
consultation responses 
demonstrated that there 
was broad support from the 
respondents in relation to the 32 
proposals set out in the interim 
report. Generally, it was felt that 
these proposals would help to 
increase the perception and 
reputation of apprenticeships to 
employers, parents, potential 
apprentices and stakeholders. It 
is also evident that respondents 
felt these proposals can increase 
the international reputation of 
apprenticeships and help focus 
this provision on development 
of higher level skills and 
knowledge throughout the 
economy.  The respondents felt 
that apprenticeships should be 
available for all ages and should 
be offered where best needed by 
employers and learners. 

In the responses it was evident 
that consultees believed 
that strong engagement with 
employers and training providers 
are seen as essential in securing 
the portability of apprenticeships 
within a sector and the wider 
economy. In addition a simplified 

and well structured progression 
framework should be in place 
that allows young people the 
option to step on and step 
off the progression ladder 
depending on their personal 
circumstances. 

There was also support 
for government provision 
for learners, who have not 
acquired the pre-requisite level 
of qualifications to access 
apprenticeships. Analysis of 
the responses also found there 
to be a need to continue with 
support for programmes to help 
develop those individuals who 
have not achieved the minimum 
entry requirements. These 
programmes should be well 
structured training and further 
education routes that include 
pre requisites of Level 2 literacy 
and numeracy qualifications. 

There was general agreement 
across the respondents that 
quality, achievement and 
progression are indicators of the 
apprenticeship programme’s 
success, as they provide an 
accurate indication of how a 
programme is progressing or 
previously progressed. The 
majority of respondents felt 
that apprenticeships should be 
subject to rigorous assurance 
and one of the key measures 
should relate to how well the 
apprenticeship programme 
meets the needs of the 
employer. It was felt that the 
proposals noted in the interim 
report align with the best 
international practise models, 
especially the Swiss model.

This article has been a summary 
of the report on the responses 
of the consultation process 
of the Apprenticeship Review 
which was submitted to policy 
colleagues upon completion. 
That helped to ensure that 
the feedback received through 
the consultation process, as 
summarised in this article, was 
used to inform the final policy 
for apprenticeships, which was 
published in the summer  
of 2014.

For further information contact:

James Gordon
Analytical Services
Department for Employment and 
Learning
Adelaide House
39/49 Adelaide Street
Belfast
BT2 8FD

Email:  
james.gordon@delni.gov.uk

mailto:james.gordon@delni.ov.uk
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The Department for 
Employment and Learning 
monitors a number of 
Government organisations 
and research bodies to keep 
abreast of related research 
in the field(s) of skills, 
employment, innovation and 
wider labour market issues. 
The aim is to ensure that 
relevant outcomes from 
this wider body of research 
are built into the policy 
development cycle. Therefore, 
when commissioning its own 
research the Department 
avoids any unnecessary 
duplication and can build 
on the work carried out 
elsewhere. The results of this 
research review (QRR) are 
published by the Department 
on a quarterly basis. The most 
recent updates can be found 
at: www.delni.gov.uk/articles/
del-quarterly-research-review. 

Introduction

The following article contains 
a number of research reports 
which were reviewed as part of 
the Department’s QRR, these 
articles were published in the 
period April 2014 to March 

2015, although in some cases 
more recent information has 
been included especially where 
reports have been updated. The 
articles are listed herein under 
the seven headings that broadly 
fit with the Department’s strate-
gic objectives. 

Note: 
The research referred to in this Review presents the views of 
various researchers and organisations and do not represent the 
views or policy of the Department for Employment and Learning.

(a)	 Skills

Making progress: boosting 
the skills and wage 
prospects of the low paid, 
Social Market Foundation 
• �This paper reports on the scale of 

the challenge facing the United 
Kingdom (UK) in relation to low-paid 
work and the lack of mobility out  
of low pay. It focuses on the  
need to boost skills in order to  
drive occupational progression.  
This report calculates that some 2.9 
million workers in the UK start off in 
low pay and remain in low paid work 
for at least a year. This equates 
to one in every eight workers. The 
authors illustrate the skills gaps 
that exist across the occupations 
and sectors where low pay is most 
prevalent and explains the market 
failures which make a strong case 
for state intervention. The report 
recommends a fiscally-neutral policy 
that would enable investment in the 
skills of the low paid thus boosting 
their productivity and their earnings.

http://www.delni.gov.uk/articles/del-quarterly-research-review
http://www.delni.gov.uk/articles/del-quarterly-research-review
http://www.smf.co.uk/wp-content/uploads/2014/06/Publication-Making-Progress-Boosting-the-skills-and-wage-prospects-of-the-low-paid.pdf
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Growth through people, UK Commission for Employment 
and Skills (UKCES)
• �This report sets out ways in which employers, trade unions and the 

government can collaborate to ensure the UK has the skilled workforce it 
needs. It notes that collaboration to build a skilled workforce will involve 
these sectors working together and can generate rewards especially for 
businesses which have the purchasing power to achieve economies of 
scale, stimulate demand and encourage new or more tailored training. 
The authors observe that changes in the shape of the UK labour market 
have fuelled growth in high skill jobs and new higher skilled technical 
roles, meaning that, while prospects are good for those with high level 
skills, there is greater competition for those at the bottom.

Youth skills commission, UKCES
• �This document provides a series of case studies and good practice 

examples of ways in which employers can work better with government 
to help young people gain access to the workplace. The report finds that 
Employers must be central to the design and provision of programmes to 
train young people and provide skills. Other findings include noting that 
employers, Government and parliamentarians must continue to work 
together to boost the reputation of apprenticeships and to ensure they 
are no longer viewed as a “second-best” option by parents and schools. 
Apprenticeships must be high quality, based on standards set by industry 
and subject to independent assessment so that they provide young people 
with respected and transferable skills. The authors also note that an 
apprenticeship should represent a meaningful occupation with progression 
in terms of wage gain and career prospects.

The Value of Soft Skills to the UK Economy, McDonald’s UK
• �This report describes the value of soft skills to the UK economy, both 

in the present and the future. The report estimates the contribution of 
soft skills as just under £88.5 billion overall, and includes individual 
estimates for each of the UK nations and regions, as well as for the 18 
broad commercial sectors that comprise the UK economy. It notes that for 
Northern Ireland (NI) the Value of output (GVA) attributable to soft skills in 
2012 was £1.847m, this is the lowest of all the UK regions.  The authors 
forecast that the contribution of soft skills to the UK economy will rise to 
just over £109 billion by 2020, and to just over £127 billion by 2025. 
The document concludes that the annual overall loss of production due 
to soft skills could amount to just under £8.4 billion per year by 2020 if 
the current weaknesses in the UK’s soft skills are not addressed. These 
weaknesses include underinvestment in soft skills which is expected to 
contribute to skills shortages where employers are unable to fill workforce 
vacancies because they cannot find recruits with sufficient skills. 

https://www.gov.uk/government/publications/growth-through-people-a-statement-on-skills-in-the-uk
https://www.gov.uk/government/publications/youth-skills-commission-case-studies
http://www.backingsoftskills.co.uk/The Value of Soft Skills to the UK Economy.pdf
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(b)	 Further Education (FE) & Training 

Evidence review: employment training, What Works Centre 
for Local Economic Growth
• �This report concentrates on training programmes which targeted those 

aged 18+, including day-release and short courses across the UK and 
various OECD countries. The paper finds that overall, of the 71 evaluations 
reviewed, 35 found positive programme impacts, 22 found mixed results, 
nine studies found that training interventions didn’t work for them (there 
was no evidence of positive outcomes on employment or wages) and 
a further five found negative impacts.  The authors found that in-firm/
on the job training programmes outperformed classroom-based training 
programmes, and that there was no evidence that local delivery was more 
or less effective than national delivery.

Developing apprenticeships, European Centre for 
Development of Vocational Training
• �This report highlights the benefits of apprenticeships and other forms 

of work-based training. However the authors note that the challenge 
in developing apprenticeships is that young people view the jobs and 
careers that vocational education and training leads to as unattractive. 
Furthermore the report posits that developing apprenticeships depends 
heavily on employers’ commitment to providing training places and in-
company training.

The role of aspirations in the educational and 
occupational choices of young people, National Centre for 
Vocational Education Research
• �This report examines the factors that influence educational aspirations in 

order to provide an insight into the strategies that could be used to raise 
aspirations. The authors found that educational aspirations measured 
at the age of 15 years do not change markedly as students grow older, 
suggesting that these are formed at an early age and that interventions 
later in the senior secondary school year may be too late to influence 
aspirations.

http://www.researchonline.org.uk/sds/search/go.do?action=document&ref=B37140
http://www.cedefop.europa.eu/EN/Files/9088_en.pdf
http://www.ncver.edu.au/wps/wcm/connect/9b966848-13f7-493f-b4c0-3cd1df808edf/Role-of-aspirations-2710.pdf?MOD=AJPERES&CACHEID=9b966848-13f7-493f-b4c0-3cd1df808edf
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Winning the global race: jobs, skills and the importance of 
vocational education, Institute for Public Policy Research
• �This report analyses the latest projections on the changing shape of the 

jobs market in the UK. The findings of the report indicate that Britain 
needs stronger and better vocational education, coupled with new 
business models that make better use of workforce skills and enable 
companies to take advantage of more qualified workers.

 

 

 

 

 

 

A GREAT TRAINING ROBBERY OR A  REAL 
ALTERNATIVE FOR YOUNG PEOPLE   ?   

 

APPRENTICESHIPS AT THE START OF THE 
21ST CENTURY.  

 

       

       Martin Allen and Patrick Ainley 

 

 

     

Consultation on science, technology, engineering and 
mathematics (STEM) for the Education and Training 
Foundation, National Foundation for Educational 
Research (NFER)
• �The findings of a consultation on STEM which explored the challenges 

facing the further education and skills sector and what support the 
Education and Training Foundation should provide are explained in this 
report. It identifies priorities such as supporting the recruitment and 
retention of STEM staff, providing STEM-related continuing professional 
development (CPD), sharing effective practice, supporting greater 
involvement from industry, raising awareness of the benefits of STEM-
related CPD, and examining existing STEM provision.

A great training robbery or a real alternative for young 
people? Apprenticeships at the start of the 21st century – 
Radicaled 
• �This report looks at the reintroduction of apprenticeships in the UK 

and provides a critique of the system and describes the original 
apprenticeship training system and its collapse. The report considers 
the future of apprenticeships and calls for new approaches that are 
responsive to changes in the economy and labour market. 

http://www.ippr.org/publications/winning-the-global-race-jobs-skills-and-the-importance-of-vocational-education
http://www.nfer.ac.uk/publications/ETFS01/ETFS01_home.cfm
http://www.researchonline.org.uk/sds/search/go.do?action=document&ref=B38623
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Macroeconomic benefits of vocational education and 
training, European Centre for the Development of 
Vocational Training (CEDEFOP)
• �This report builds on and expands on the body of research that suggests 

there is a positive relationship between levels of education and 
productivity growth. The analysis suggests that general and vocational 
skills complement each other and that the effect of skills on productivity is 
stronger when certified skills are reinforced by training.

Do employment subsidies reduce early apprenticeship 
dropout?, Centre for European Economic Research
• �This paper evaluates the effect of the Apprenticeship Bonus, which is 

an employment subsidy programme in Germany for school leavers who 
looked unsuccessfully for an apprenticeship directly after leaving school, 
on the rates of early apprenticeship dropout. They suggest that subsidising 
vocational training is ineffective in lowering total dropout rates.

Entry to vocations: building the foundations for successful 
transition, National Centre for Vocational Education 
Research (NCVER)
• �This report investigates how to strengthen vocational education and 

training (VET) in schools in order to help improve the outcomes of 
students and improve post-school pathways. The paper makes a number 
of suggestions that can strengthen VET in schools such as, defining 
the purpose of VET in secondary education as foundational preparation 
for access to mid-level qualifications and entry to employment-based 
learning.  They also suggest that by making explicit connections between 
VET undertaken at school and post-school VET study may strengthen the 
pathways to post-school vocational courses.

http://www.cedefop.europa.eu/node/11982
http://ftp.zew.de/pub/zew-docs/dp/dp13053.pdf
http://www.ncver.edu.au/wps/portal/vetdataportal/restricted/publicationContent/!ut/p/a1/lZBPTwIxEMU_iweOzcyW0j_HFaJdopiIBtoLqaVKFcoClei3t2u8IjqHSSb5zbz3BizMwSZ3jC8ux21y6262fNFUdKg1w_Gd1hwbcfVwP9WPfaw4zMCC9Sm3eQUm-WPYLw4rtw_LHrbvT-vovy8dekgFVx3b-rgE4wdCUakE8YEhYRUTRKmuMUqV5I4JGYq4KeJ4omr8k7eCDK9rzcRN2WGSYjO61COhbrHAP8AvEqZ4ECdF9ACm_ww1Pue6pI6vu52ty1-3KYePDPOzj203G9n_JG_Pkwmxpr74AkAShaA!/dl5/d5/L2dBISEvZ0FBIS9nQSEh/
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Adult education and training in Europe: widening access 
to learning opportunities, Luxembourg: Publication Office 
of the European Union (EU)
• �This report presents an overview of policies and data related to the 

renewed European agenda for adult learning and focuses on measures 
to ensure that the most vulnerable groups of adult learners, in particular 
those with low basic skills or insufficient qualifications, have appropriate 
access to lifelong learning opportunities. The authors also look at the main 
types of publicly subsided programmes, learning flexibility and progression 
pathways, outreach initiatives, and targeted financial support across 
European countries.

The benefits of apprenticeships to businesses, Centre for 
Economics and Business Research (CEBR)
• �This report examines the benefits that apprentices can offer businesses 

both while they are training and after they have completed their 
apprenticeships. The report presents findings from new consumer research 
carried out to examine the price premiums and increased consumer 
demand that businesses can expect to realise from taking on apprentices, 
as well as the extent to which apprenticeships can help improve an 
organisation’s reputation. The document highlights key findings, including 
that 440,400 people started an apprenticeship in England in 2013/14, 
almost double the number in 2007/08.

Developing, approving and maintaining qualifications: 
selected international approaches, NCVER
• �This research investigates how different countries develop, approve, 

maintain and ensure the quality of qualifications, focusing on vocational 
education and training and outlines qualification frameworks in place. The 
authors look at how qualifications are created, endorsed, rationalised and 
removed, and provide examples of implementing quality assurance in a 
number of countries, including the USA, Ireland, Scotland, Finland and 
South Africa. The findings show that governments are keen to ensure the 
quality of their qualifications and that countries wanted to involve industry 
and other relevant stakeholders in the development of occupational and 
education standards as well as accreditation of qualifications frameworks 
and qualifications. 

http://ec.europa.eu/education/news/2015/0210-adult-edu-train_en.htm
http://www.cebr.com/wp-content/uploads/2015/03/The-Benefits-of-Apprenticeships-to-Businesses.pdf
http://www.ncver.edu.au/wps/wcm/connect/6ba732b8-18e3-4edd-ae03-91eff6cace65/International-approaches-2775.pdf?MOD=AJPERES&CACHEID=6ba732b8-18e3-4edd-ae03-91eff6cace65
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Closing the Gap: Unlocking opportunity through higher 
education, University Alliance
• �This report examines widening participation by non-traditional students in 

HE and recognises the number of institutions offering valuable skills and 
education for the graduate labour market. The report makes a number 
of recommendations including a continuation of support for widening 
participation to HE for all and increasing the student opportunity fund, 
which at just 2% of the £13bn spent on HE, student loans and the 
science and research budget, is the only funding stream awarded to 
institutions based on the genuine added cost of recruiting and retaining 
these high cost students. Other recommendations noted include that 
Universities should do everything they can to engage with a diverse range 
of employers, to strengthen links between education and the needs of 
the economy and to offer the best opportunities to their students and 
graduates, whatever background they may come from.

Forging futures: building higher level skills through 
university and employer collaboration, UKCES
• �This document provides an overview of the ways in which universities 

and employers can form collaborative partnerships to encourage the 
development of higher level skills in the economy. The report argues 
that there is a need for increased collaboration of this kind, as a way 
of developing a broader range of pathways to employment and higher 
level skills.

Socio-economic differences in university outcomes in 
the UK: drop-out, degree completion and degree class, 
Institute for Fiscal Studies
• �This report looks at how students who come from disadvantaged 

backgrounds are more likely to suffer at university than those who come 
from richer homes. The research shows that when comparing individuals 
on the same course by their socio economic backgrounds, those from 
higher socio-economic backgrounds are 3.4 percentage points less 
likely to drop-out, 5.3 percentage points more likely to graduate and 3.7 
percentage points more likely to graduate with a first or 2:1 than those 
from lower socio-economic backgrounds.

(c)	 Higher Education (HE)

http://www.unialliance.ac.uk/wp-content/uploads/2014/05/Closing_the_gap_web.pdf
https://www.gov.uk/government/publications/forging-futures-building-higher-level-skills-through-university-and-employer-collaboration
http://www.ifs.org.uk/publications/7420
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(d)	 Routes to Employment

Subject choice and inequalities access to higher 
education: comparing Scotland and Ireland, Applied 
Quantitative Methods Network (AQMeN)
• �This report compares the Scottish and Irish education systems, with the 

aim of uncovering the mechanisms by which parental background factors 
affect the chances of entry into HE. They found that although levels of 
social inequality in HE entry have fallen over time, they have reduced more 
in Ireland than in Scotland. It notes that social inequalities in entry to 
HE are mostly explained by subject choice in Scotland, and by academic 
performance in Ireland, and that patterns of social inequality and the role 
of school subject choice vary by type of HE institution both in Scotland 
and Ireland.

Youth unemployment in the EU: a scarred generation, 
The Stationery Office
• �This paper reviews the EU’s overall youth unemployment strategy and 

considers how the resources available at EU level can be best allocated 
in order to complement national measures that seek to tackle this 
problem. It discusses how examples of good practice can feed into the 
development of youth unemployment policy at EU level.

Labor market institutions and long-term effects of youth 
unemployment, Institute for the Study of Labour
• �This report considers how finishing school during a recession affects future 

employment opportunities. The authors note that the large negative shock 
to the labour market after the financial crisis in 2008 sharply increased 
the youth unemployment rate in many developed countries. They also 
suggest that an initial experience of unemployment may cause subsequent 
unemployment. 

https://www.aqmen.ac.uk/node/1601
http://www.publications.parliament.uk/pa/ld201314/ldselect/ldeucom/164/164.pdf
http://ftp.iza.org/dp8156.pdf
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Precarious futures? Youth employment in an international 
context, UK Commission for Employment and Skills
• �This paper examines the current state of the labour market for young 

people. The authors emphasise the importance of access to and 
experience of the workplace for young people as well as exploring the 
situation in the UK of combining work with studying, and the impact 
this has had on labour market outcomes for young people. The report 
recommends a balance between work and education for all young people.

Connecting people with jobs: activation policies in the 
United Kingdom, OECD
• �The aim of this report is to examine recent policies in the UK aimed 

at moving people back into work. The authors seek to provide insight 
into how countries can improve the effectiveness of their employment 
services and control spending on benefits. The authors noted a number of 
recommendations including increasing the work programme funding levels 
to ensure more clients who are less well connected to the labour market 
are helped into employment. It is also recommended that there should 
be increased expenditure for labour market training programmes for the 
unemployed to help address skill deficiencies.

Remember the young ones: improving career opportunities 
for Britain’s young people, Institute for Public Policy 
Research (IPPR)
• �The authors of this report examine the difficulties for young people 

in the UK in moving into the employment market, particularly those 
moving from education to employment. The report provides a series of 
recommendations to improve employment prospects for young people, 
such as improving the links between training providers and employers, 
establishing a programme to recruit talented maths and English teachers 
to college, and recommending that careers guidance should be provided 
by specialist advisors, not teachers.

https://www.gov.uk/government/publications/youth-employment-in-an-international-context
http://www.oecd-ilibrary.org/employment/connecting-people-with-jobs_9789264217188-en
http://www.ippr.org/assets/media/publications/pdf/remember-young-ones_Aug2014.pdf
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Local action on health inequalities: increasing 
employment opportunities and retention for older people, 
Public Health England
• �This report looks at how employment opportunities can be retained and 

opportunities increased for older people. The document sets out what 
works to retain and increase older workers in the employment market. 
The authors suggested measures include flexible working, training for 
managers about the inclusion of older workers, encouraging training, and 
flexible retirement options.

Catch 16-24: youth employment challenge, UKCES
• �The authors of this report argue that not enough employers in the UK 

are providing work experience opportunities for young people, and 
that whether young people have access to opportunities has become 
a ‘postcode lottery’ due to significant regional variations in employer-
education engagement. The authors show that while the economy is 
growing, the youth unemployment rate is still high (16.9%). The research 
also shows that while employers regard the young people they recruit as 
ready for work, the main thing they lack is experience, and that, although, 
66% of employers say experience is a critical or significant factor in their 
recruitment decisions, just 20% offer work experience placements to 
schools, and only 12% to colleges.

Promoting youth employment through activation 
strategies, International Labour Organisation (ILO)
• �This report examines youth employment and describes how it has become 

a major issue around the world with remarkable differences within regions 
and among countries. The authors highlight that institutional factors 
such as labour market regulations, minimum wages, vocational training 
systems, benefit regimes and activation strategies play a major role in 
facilitating, or hampering, the transition of young people into the labour 
market.

Addressing youth unemployment in the EU, European 
Commission
• �This report looks at what is being done to address the problem of youth 

unemployment in the EU. The authors note that young people have been 
disproportionately hit by the economic crisis, with more than five million 
young people aged 15-24 unemployed in the EU (21.9%).  It also notes 
that more than one in five young Europeans cannot find a job, and that 
more than 33% of unemployed people under 25 had been unemployed 
for more than a year in 2013. The document explains that the European 
Commission has been testing ‘Your first EURES Job’, a scheme to 
help young people aged 18-30 to find a job in EU Member States and 
discusses European Social Fund support for youth unemployment.

https://www.gov.uk/government/publications/local-action-on-health-inequalities-evidence-papers
https://www.gov.uk/government/publications/catch-16-24-youth-employment-challenge
http://www.ilo.org/employment/Whatwedo/Publications/working-papers/WCMS_322411/lang--en/index.htm
http://ec.europa.eu/social/BlobServlet?docId=13555&langId=en
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Moving up the ladder? Labour market outcomes in the 
United Kingdom amid rising immigration, Migration  
Policy Institute
• �This report looks at the labour market trajectories of recent immigrants to 

the UK based on Labour Force Survey data. The report finds that, when 
economic conditions are controlled, for European Economic Area (EEA), 
immigrants are on average five percentage points more likely than natives 
to be employed, while non-EEA are 13 percentage points less likely to be 
employed.

Rising to the challenge: a policy agenda to tackle low pay, 
Work Foundation
• �The authors of this report explain that although the economy is recovering, 

there is still a large part of the workforce in low pay, approximately 5.1 
million employees, with living standards not expected to improve for the 
next few years. The document outlines a variety of proposals for tackling 
low pay, including that pilot funding be made available specifically so that 
local stakeholders can work together with sector skills bodies to develop 
career ladder initiatives that benefit low-skilled staff.

Careers of the future, UKCES
• �The authors of this report outline a list of jobs which, it is suggested, 

will be crucial for the UK job market over the next decade. The report 
highlights a number of roles which could present young people with a 
good mix of opportunity, reward and long-term potential. The authors of 
this report note that there is a clear trend towards individuals needing to 
take greater responsibility for acquiring and updating their skills. This will 
be essential if people are to progress in their work and meet their career 
aspirations..

(e)	 Other Labour Market Research

http://www.migrationpolicy.org/research/moving-up-ladder-labor-market-outcomes-united-kingdom-immigration
http://www.theworkfoundation.com/Reports/365/Rising-to-the-Challenge-A-policy-agenda-to-tackle-low-pay
https://www.gov.uk/government/publications/careers-of-the-future
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(f)	 Developing and Maintaining the Framework of Employment Rights 
& Responsibilities

Immigration and the UK labour market, Centre for 
Economic Performance (CEP) 
• �The authors of this report investigate the effect of immigration on the UK 

labour market and find that about one third of the total immigrants come 
from European Union countries, mostly for work-related reasons whereas 
most arrivals from outside the European Union are for study-related 
reasons. The report also found that immigrants are better educated 
and younger than their UK-born counterparts and that immigrants are 
over-represented in both the very high-skilled and the very low-skilled 
occupations. 

The economic and social mobility of ethnic minority 
communities in Northern Ireland, The Joseph Rowntree 
Foundation
• �This report aims to address significant gaps in knowledge and data on 

employment patterns and experiences of ethnic minority communities. 
The authors note that ability in spoken English is perceived as a key factor 
in supporting promotion and progression in the labour market. The report 
also noted that there is a high degree of labour market segmentation 
by ethnic minority background in NI. Recent Eastern European arrivals 
displayed high levels of economic activity and labour market participation; 
however this was predominantly in lower paying sectors of employment. 
The Indian and Filipino communities were mostly represented in higher 
paying professional sectors.  The worst outcomes relating to economic 
activity, labour market participation, education and health were among the 
Irish Traveller community.

Give and take? Unravelling the true nature of zero-
hour contracts, Advisory, Conciliation and Arbitration 
Service (ACAS) 
• �This report presents the findings of research which analysed the 

nature of calls made to the ACAS helpline in relation to zero-hour 
contracts. The authors report that the most common reasons for 
calling the helpline were; to find out about employment rights in 
relation to zero-hour contracts; and when a significant change to 
working patterns was made. The report also notes the benefits for 
and against the use of zero-hour contracts.

http://cep.lse.ac.uk/_new/publications/abstract.asp?index=4588
http://www.jrf.org.uk/publications/mobility-of-ethnic-minority-communities-in-northern-ireland
http://www.acas.org.uk/media/pdf/6/n/Acas-Policy-Discussion-Paper-Zero-Hours-May-2014.pdf
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Career wage profiles and the minimum wage, Institute for 
the Study of Labor (IZA)
• �This report compares the wage growth of otherwise identical different 

workers who were affected by the youth minimum wage to different 
degrees because they entered the labour market at different times. The 
authors’ findings include that workers who were affected by the minimum 
wage before age 22 have significantly lower wage growth later in life than 
others, but only if they worked in jobs that were not covered by a collective 
labour agreement.  In addition the authors note that the difference in 
wage growth reflects differences in productivity between workers.

Employer responses to migration policy changes: 
employer recruitment of people from outside the EEA, 
Business Innovation & Skills (BIS)
• �The authors of this report examine how businesses that make significant 

use of skilled labour from outside the European Economic Area (EEA) have 
responded following recent changes in migration policy, looking at changes 
in recruitment patterns, business implications and cost implications. The 
authors found that there is limited quantifiable evidence that business has 
been lost as a result of migration policy changes, but some multinationals 
indicated that they might relocate some functions outside the UK to 
areas where recruitment might be easier.  The authors also note that the 
biggest challenge that the migration policy changes have posed is reduced 
flexibility in managing businesses.

Analysis of employee contracts that do not guarantee 
a minimum number of hours, Office for National 
Statistics (ONS)
• �This document presents an analysis of the number of people in 

the UK employed on contracts that do not guarantee a minimum 
number of hours, also known as zero-hours contracts. The report 
finds that there were 1.8 million employed on zero-hours contracts 
in the UK at this time, and notes that a previous survey carried out 
the year before estimated the number to be 1.4 million. The authors 
discuss the types of people most likely to be employed on zero-hours 
contracts, and finds that they are most likely to be women, in full-
time education, or in young or older age groups when compared with 
other people in employment.

http://www.iza.org/en/webcontent/publications/papers/viewAbstract?dp_id=8421
https://www.gov.uk/government/publications/migration-policy-changes-employer-responses
http://www.ons.gov.uk/ons/rel/lmac/contracts-with-no-guaranteed-hours/zero-hour-contracts--2014/analysis-of-employee-contracts-that-do-not-guarantee-a-minimum-number-of-hours.html
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Enhancing Europe’s Competitiveness Fostering Innovation-
Driven Entrepreneurship in Europe, World Economic Forum
• �This report provides an analysis of Europe’s lagging innovation capabilities, 

the challenges associated with scaling entrepreneurship in the region and 
the conditions needed to create an enabling environment for ambitious, 
serial entrepreneurs. The report finds that fostering innovation-driven 
entrepreneurship in Europe requires a comprehensive view of the entire 
entrepreneurial life cycle. The report shows that when comparing the 
assessment of conditions between different countries and regions 
within Europe, Northern European countries (Denmark, Finland, Iceland, 
Norway and Sweden) tend to perform significantly better than the rest 
of the region for the stand up and start up phases. Germany, Austria 
and Switzerland receive the highest rating for the scale up phase while 
Southern Europe (defined here as Cyprus, Greece, Italy, Malta, Portugal 
and Spain) performs significantly worse than average.

A new vision for older workers: retain, retrain, recruit, 
Department for Work and Pensions (DWP)
• �This report reviews working in later life and notes that demographic 

changes, coupled with rising longevity and improved health, present 
major opportunities for employers to harness the benefits of taking 
on older staff. The authors indicate that many older people want to 
work longer and retire later and they outline some of the benefits 
older workers can bring to business, including, retention of experience, 
reduced skill shortages and lower staff turnover. The authors focus 
on the particular challenges faced by older women in terms of later 
life income and argue that new thinking for older workers can help 
overcome barriers to fuller working lives, encapsulated by the concept 
of three ‘R’s: retain, retrain, and recruit older workers.

Pay Progression: Understanding the barriers for the 
lowest paid,  Chartered Institute of Personnel and 
Development (CIPD)
• �The authors of this report investigate the circumstances, attitudes and 

wider characteristics of households who have experienced low pay 
over a protracted period of time, and the barriers they face to career 
progression. The report finds that, for those who started the period 
in low pay, the likelihood of being “stuck” is strongly correlated with 
being female and increases with age. Other findings note that working 
part-time, in a small workplace, or in a low-wage industry are strongly 
associated with being stuck in low pay once the person has had this 
status for more than one year. In addition having higher qualifications, 
working in the public sector or in a workplace with annual pay increments 
are negatively associated with being stuck.

(g)	 Research and Development/Innovation

http://www.weforum.org/reports/enhancing-europes-competitiveness-fostering-innovation-driven-entrepreneurship-europe
https://www.gov.uk/government/publications/a-new-vision-for-older-workers-retain-retrain-recruit
http://www.cipd.co.uk/binaries/pay-progression_2014-understanding-the-barriers-for-the-lowest-paid.pdf
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Skills and Training for a More Innovation-Intensive 
Economy, (National Institute of Economic and Social 
Research (NIESR)
• �The authors of this report argue that if any new UK industrial policy 

aimed at encouraging more UK based firms to shift towards higher value 
added activities in old and new industries is to be effective in improving 
UK economic performance, the policy should encourage higher levels 
of innovation by firms. The report suggests that the policy must also 
encourage a sizeable number of firms who do not currently engage in 
innovation to start doing so. 

Innovation and Productivity in Services, European 
Commission
• �This paper examines the links between innovation and productivity in 

service enterprises. The results of the research indicate that innovation in 
service enterprises is linked to higher productivity and that, in the three 
countries analysed (Germany, UK and ROI), the strongest link between 
innovation and productivity was found for marketing innovations. The 
authors illustrate the importance of knowledge and technology transfer 
for successful innovation in service firms. They note that innovation in 
service enterprises appears positively and significantly linked to labour 
productivity for all types of innovation in Germany and the UK. In Ireland, 
this positive link was statistically significant only in the cases of process 
and marketing innovations. 

Enriching Britain: culture, creativity and growth, University 
of Warwick
• �This report highlights the contribution of the cultural and creative 

industries to the UK economy, and calls on these industries and the 
government to enable access for everyone to cultural education and the 
opportunity to live a creative life. The authors describe the impact of 
Britain’s cultural and creative industries, noting that they contribute almost 
£77bn in value added, equivalent to 5.0% of the economy. They argue 
that the cultural and creative Industries are one entity, an ‘ecosystem’, 
which is becoming increasingly important to British life, the British 
economy, and Britain’s place in the world.

http://niesr.ac.uk/publications/skills-and-training-more-innovation-intensive-economy
http://niesr.ac.uk/publications/skills-and-training-more-innovation-intensive-economy
http://www.esri.ie/pubs/OPEA133.pdf
http://www2.warwick.ac.uk/research/warwickcommission/futureculture/finalreport/enriching_britain_-_culture_creativity_and_growth.pdf
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Since the introduction of 
the Northern Ireland (NI) 
Act (1998) the Department 
has monitored the uptake 
of its main programmes 
and services in terms of 
community background, 
racial group, age, marital 
status, gender, disability 
and dependants. This 
monitoring is one way in 
which Government can 
keep a check of its own 
performance, and publication 
of monitoring results enables 
public scrutiny. The results of 
equality monitoring on gender, 
community background and 
disability have been published 
in the Labour Market Bulletin 
since 2001.  

The tables below show the 
occupancy/enrolments on the 
Department’s main programmes 
and services and show the 
estimates of the eligible groups for 
gender, community background, 
disability, age and marital status.  
The eligible group is the total 
number of people eligible to 
participate in the programme or 
service.  The breakdown of the 
eligible population by gender, 
disability, community background, 
age and marital status is taken 
from the 2015 Labour Force 
Survey Quarter 1. Not all eligible 
group figures are available as the 
data are taken from a sample 
survey and once the estimated 
number in a category drops below 
a certain level (6,000) data are 
deemed to be unreliable and 
are not published.  Numbers 
exceeding 6,000 are also subject 
to sampling error.  
 
Background

Section 75 of the NI Act (1998) 
places a statutory obligation on all 
public authorities, in carrying out 
their functions, to have due regard 
to the need to promote equality of 
opportunity:

• �Between persons of different 
religious belief, political opinion, 
racial group, age, marital status 
or sexual orientation;

• �Between men and women 
generally;

• �Between persons with a 
disability and persons without; 
and

• �Between persons with 
dependants and persons 
without.

As a result the Department has 
monitored its main programmes 
and services in terms of gender, 

disability, community background, 
dependants, marital status, age 
and ethnicity for some time. The 
dimensions of political opinion 
and sexual orientation are not 
currently collected. The results 
of the Department’s equality 
monitoring on gender, community 
background and disability have 
been published in the Labour 
Market Bulletins since 2001. 
Monitoring is one way in which 
the Government can keep a 
check on its own performance 
and publication of monitoring 
results enables public scrutiny.

Participation by 
gender, community 
background and 
disability

Table 1 shows occupancy/
enrolments on the Department’s 
main programmes and services 
and shows the eligible groups for 
gender, community background 
and disability. The eligible 
group is the total number of 
people eligible to participate 
in the programme or service. 
The breakdown of the eligible 
population by gender, community 
background and disability was 
taken from the Labour Force 
Survey 2015 Quarter 1. Not all 
eligible group figures are available 
as the data are taken from a 
sample survey and once the 
estimated number in a category 
drops below a certain level 
(6,000), data are deemed to be 
unreliable and are not published. 
Numbers exceeding 6,000 are 
also subject to sampling error. 
The figures for occupancy should 
broadly reflect those for the 
target population. If there is a 
large difference between the 
occupancy and eligible group 
figures then further investigation 
may be appropriate.
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  % Female % Catholic % Disabled

Programme Occupancy Eligible Occupancy Eligible Occupancy Eligible

Services to Clients 40% 49% 48% 50% 23% 43%

Employment Support 32% 55% 45% 47% 100% 100%

Higher Education (HE) 57% N/A 48% N/A 7% N/A

Further Education (FE) (regulated) 52% N/A 35% N/A 10% N/A

Further Education (FE)  
(non-regulated) 

57% N/A 31% N/A 15% N/A

Further Education (FE) 53% N/A 34% N/A 11% N/A

Training for Success 32% N/A 44% N/A - N/A

Apprenticeships NI 34% 51% 37% 46% - 21%

Programme Led Apprenticeships 34% N/A 53% N/A - N/A

Intro 55% N/A 55% N/A 0% N/A

Workable (NI) 38% 55% 28% 47% 91% 100%

Essential Skills (ES) 50% N/A 39% N/A 7% N/A

Steps to Work (StW) 33% N/A 51% N/A 8% N/A 

Study USA 62% N/A 52% N/A 5% N/A

Notes:
• The breakdown of the eligible population was taken from the Labour Force Survey 2015 Quarter 1.
• �The occupancy figures are as at 31st March 2015 for all of the main training and employment programmes. 
• �The denominator used to calculate percentages is the total number of participants on the programme.
• �Community Background information is not mandatory for training and employment programmes.
• �Eligible Group figures for Services to Clients include only those who are ILO unemployed or economically inactive but 

who would like a job. Services to Clients is also available to those who are employed but fewer will take up the service. 
• �Ongoing work to improve data quality and accuracy has uncovered potential issues with the recording of disability on 

Training for Success, Programme-Led Apprenticeships and ApprenticeshipsNI. At this time, it is not clear whether or 
to what extent these issues will affect statistics on numbers of people with a disability who are participating in the 
Department’s training programmes. Therefore, until these issues are resolved, figures for the number of disabled 
participants on these programmes will not be published.

Further Education:
• �For the academic year 2013/14 ‘regulated enrolments’ are regarded as those on courses that are at ‘level 3 or below’ 

and appear on the Register of Regulated Qualifications (RRQ), which contains qualifications on both Qualifications and 
Credit Framework and the National Qualifications Framework or part of the Department’s Prescribed list of Approved 
Qualifications (PLAQ/Access list) and Higher Education qualifications (‘level 4 and above’).

• �Non-regulated provision are those enrolments which do not meet the definition of regulated provision.
• �Occupancy refers to a count of individuals. Individuals are determined by using student ID within each college.
• �The community background field indicates the community background supplied by the student at time of enrolment.
• �Student disability is a self-declaration by the student at time of enrolment.
• �Figures correct at 17th October 2014 and relate to the academic year 2013/14.
Essential Skills:
• �Occupancy refers to a count of individuals. Individuals are determined by using name and date of birth.
• �The community background filed indicates the community background supplied by the student at the time of enrolment.
• �Student disability is a self-declaration by the student at time of enrolment.
• �Figures correct at 17th October 2014 and relate to the academic year 2013/14.
Higher Education:
• �For HE, information on community background is not a mandatory question and it is only collected for NI domiciled 

students studying at NI institutions, which contributes to high response rates.
• � Disability in HE is collected on the basis of self-assessment by each individual student, while those on training or 

employment schemes are given the DDA definition of disability and asked to determine if they are disabled under this 
definition. Disability information is not mandatory for training and employment programmes and is only input when the 
client declares a disability.

Table 1: Occupancy and eligible group figures by gender, community background and disability 
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Examples of some of the 
differences in the occupancy and 
eligible group figures regarding 
female participation are given 
below:

• �The level of female 
participation on Employment 
Support (32%) is low 
compared to the eligible  
group (55%;

• �The level of female 
participation on 
Apprenticeships NI is low 
(34%) compared to the  
eligible group (51%);

• �The level of female 
participation on Workable (NI) 
(38%) is low compared to the 
eligible group (55%).

Examples of some of the 
differences in the occupancy and 
eligible group figures regarding 
Catholic participation are given 
below:

• �The level of Catholic 
participation on Workable;  
NI (28%) is low compared to 
the eligible group (47%).

Examples of some of the 
differences in the occupancy and 
eligible group figures regarding 
disabled participation are given 
below:

• �The level of disabled 
participation on Services to 
Clients (23%) is low compared 
to the eligible group (43%).

Participation by age

Table 2 (Page 56) shows 
occupancy/enrolments on the 
Department’s main programmes 
and services and shows the 
eligible groups for age. The 
breakdown of the eligible 
population by age was taken 
from the Labour Force Survey 
2015 Quarter 1. The eligible 

group is the total number of 
people eligible to participate in 
the programme or service. 

Not all eligible group figures 
are available as the data are 
taken from a sample survey and 
once the estimated number in a 
category drops below a certain 
level (6,000), data are deemed 
to be unreliable and are not 
published. Numbers exceeding 
6,000 are also subject to 
sampling error. The figures for 
occupancy should broadly reflect 
those for the target population. 
If there is a large difference 
between the occupancy and 
eligible group figures then 
further investigation may be 
appropriate. The breakdown of 
the eligible population by age is 
not possible for a large number 
of the programmes as they 
specify particular age criteria 
and therefore a breakdown 
into age bands would not be 
appropriate or produce reliable 
estimates. 

Examples of some of the 
differences in the occupancy 
and eligible group figures 
regarding participation by age 
are given below:

• �The level of participation 
of 18 to 24 year olds on 
Apprenticeships NI (80%) is 
high compared to the eligible 
group (14%);

• �The level of participation of 18 
to 24 year olds on Workable 
NI is low (25%) compared to 
the eligible group (41%);

• �The level of participation 
of 25-49 year olds on 
Employment Support is high 
(85%) compared to the 
eligible group (41%);

• �The level of participation of 
those aged between 25 and 
49 on Apprenticeships NI is 

low (9%) compared to the 
eligible group (53%);

• �The level of participation of 
those aged over 50 years old 
on Employment Support (14%) 
is low compared to the eligible 
group (49%);

• �The level of participation of 
those aged over 50 years old 
on Apprenticeships NI (1%) is 
low compared to the eligible 
group (28%).

Participation by 
marital status

Table 3 (Page 57) shows 
occupancy/enrolments on the 
Department’s main programmes 
and services and shows the 
eligible groups for marital status. 
The breakdown of the eligible 
population by marital status was 
taken from the Labour Force 
Survey 2015 Quarter 1. The 
eligible group is the total number 
of people eligible to participate 
in the programme or service. 
Not all eligible group figures 
are available as the data are 
taken from a sample survey and 
once the estimated number in a 
category drops below a certain 
level (6,000), data are deemed 
to be unreliable and are not 
published. Numbers exceeding 
6,000 are also subject to 
sampling error. The figures for 
occupancy should broadly reflect 
those for the target population. 
If there is a large difference 
between the occupancy and 
eligible group figures then 
further investigation may be 
appropriate. The breakdown of 
the eligible population by marital 
status is not possible for a large 
number of the programmes as 
there is a large proportion of 
suppressed data and therefore 
a breakdown into marital status 
bands would not be appropriate 
or produce reliable estimates. 
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Programme % 16/17 % 18-24 % 25-49 % 50+ % Other

Occ. Eligible Occ. Eligible Occ. Eligible Occ. Eligible Occ. Eligible

Services to Clients 0% N/A 22% 33% 57% 43% 20% 23% 0% 0%

Employment Support 0% N/A 0% 8% 85% 41% 14% 49% 0% N/A

Higher Education (HE) 0% N/A 66% N/A 28% N/A 6% N/A 0% N/A

Further Education (FE) 
(regulated)

21% N/A 32% N/A 31% N/A 9% N/A 0% N/A

Further Education (FE 
(non-regulated)

10% N/A 16% N/A 37% N/A 29% N/A 1% N/A

Further Education (FE) 17% N/A 28% N/A 33% N/A 14% N/A 0% N/A

Training for Success 89% N/A 11% N/A 0% N/A 0% N/A 0% N/A

Apprenticeships NI 10% 4% 80% 14% 9% 53% 1% 28% 0% 0%

Programme Led 
Apprenticeships

61% N/A 39% N/A 0% N/A 0% N/A 0% N/A

Intro 0% N/A 59% N/A 41% N/A 0% N/A 0% N/A

Workable (NI) 0% 8% 25% 41% 62% 49% 11% 3% 0% 0%

Essential Skills (ES) 38% N/A 32% N/A 22% N/A 8% N/A 0% N/A

Steps to Work (StW) N/A N/A N/A N/A 62% N/A 13% N/A 25% N/A

Study USA 0% N/A 98% N/A 2% N/A 0% N/A 0% N/A

Notes:
• �The breakdown of the eligible population was taken from the Labour Force Survey 2015 Quarter 1 2015.
• �The occupancy figures are as at 31st March 2015 for all training and employment programmes. 
• �Eligible Group figures for Services to Clients include only those who are ILO unemployed or economically inactive but 

who would like a job. Services to Clients is also available to those who are employed but fewer will take up the service. 
• �The denominator used to calculate percentages is the total number of participants on the programme.
Further Education:
• �For the academic year 2013/14 ‘regulated enrolments’ are regarded as those on courses that are at ‘level 3 or below’ 

and appear on the Register of Regulated Qualifications (RRQ), which contains qualifications on both Qualifications and 
Credit Framework and the National Qualifications Framework or part of the Department’s Prescribed list of Approved 
Qualifications (PLAQ/Access list) and Higher Education qualifications (‘level 4 and above’).

• �Non-regulated provision are those enrolments which do not meet the definition of regulated provision.
• �Occupancy refers to a count of individuals. Individuals are determined by using student ID within each college.
• �Age is calculated at the 1st July prior to the start date.
• �‘Other’ is those individuals where the age is unknown.
• �Figures correct at 17th October 2014 and relate to the academic year 2013/14.
Essential Skills:
• �Occupancy refers to a count of individuals. Individuals are determined by using name and date of birth.
• �Age is calculated at the 1st July prior to the start date.
• �‘Other’ is those individuals where the age is unknown.
• �Figures correct at 17th October 2014 and relate to the academic year 2013/14.
Higher Education:
• �In HE age is calculated as at the 31st August 2013.  

Table 2: Occupancy and eligible group figures by age 
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Table 3: Occupancy and eligible group figures by marital status

Programme % Single % Married % Other

Occ. Eligible Occ. Eligible Occ. Eligible

Services to Clients 68% 62% 15% 25% 15% 12%

Employment Support 88% 36% 11% 44% 0% 20%

Higher Education (HE) 76% N/A 12% N/A 12% N/A

Further Education (FE) (regulated) 61% N/A 16% N/A 23% N/A

Further Education (FE) (non-regulated) 40% N/A 23% N/A 37% N/A

Further Education (FE)      55% N/A 18% N/A 27% N/A

Training for Success 5% N/A <0.5% N/A 95% N/A

ApprenticeshipsNI 47% 42% 2% 49% 52% 9%

Programme Led Apprenticeships 14% N/A 0% N/A 86% N/A

Intro 73% N/A 23% N/A 5% N/A

Workable (NI) 83% 36% 13% 44% 3% 20%

Essential Skills (ES) 59% N/A 11% N/A 31% N/A

Steps to Work (StW) 71% N/A 16% N/A 12% N/A

Study USA 100% N/A 0% N/A 0% N/A
% Other
Notes:
• �The breakdown of the eligible population was taken from the Labour Force Survey 2015 Quarter 1.
• �The occupancy figures are as at 31st March 2015 for all training and employment programmes.
• �Eligible Group figures for Services to Clients include only those who are ILO unemployed or economically inactive but 

who would like a job. Services to Clients service is also available to those who are employed but fewer will take up  
the service.

• �The ‘other’ category also included those with unknown marital status.
• �The denominator used to calculate percentages is the total number of participants on the programme.
Further Education:
• �For the academic year 2013/14 ‘regulated enrolments’ are regarded as those on courses that are at ‘level 3 or below’ 

and appear on the Register of Regulated Qualifications (RRQ), which contains qualifications on both Qualifications and 
Credit Framework and the National Qualifications Framework or part of the Department’s Prescribed list of Approved 
Qualifications (PLAQ/Access list) and Higher Education qualifications (‘level 4 and above’).

• �Non-regulated provision, are those enrolments which do not meet the definition of regulated provision.
• �Occupancy refers to a count of individuals. Individuals are determined by using student ID within each college.
• �The marital status field indicates the marital status supplied by the student at time of enrolment.
• �Married includes those co-habiting. ‘Other’ includes those separated/divorced; widowed and unknown.
• �Figures correct at 17th October 2014 and relate to the academic year 2013/14.
Essential Skills:
• �Occupancy refers to a count of individuals. Individuals are determined by using name and date of birth.
• �The marital status field indicates the marital status supplied by the student at time of enrolment.
• �Married includes those co-habiting. ‘Other’ includes those separated/divorced; widowed and unknown.
• �Figures correct at 17th October 2014 and relate to the academic year 2013/14.
Higher Education:
• �HE enrolments are taken over the academic year 2013/14. 
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Examples of some of the 
differences in the occupancy and 
eligible group figures regarding 
participation by marital status 
are given below:

• �The level of single participation 
on Employment Support (88%) 
is extremely high compared to 
the eligible group (36%);

• �The level of single participation 
on Workable NI is high (83%) 
compared to the eligible  
group (36%);

• �The level of married 
participation on Employment 
Support (11%) is extremely 
low compared to the eligible 
group (44%);

• �The level of married 
participation on 
Apprenticeships NI is 
extremely low (2%) compared 
to the eligible group (49%);

• �The level of married 
participation on Workable (NI) 
(13%) is low compared to the 
eligible group (44%);

• �The level of other marital 
status groups’ participation 
on Employment Support (0%) 
is very low compared to the 
eligible group (20%);

• �The level of other marital 
status groups’ participation 
on Apprenticeships NI is high 
(52%) compared to the eligible 
group (9%);

• �The level of other marital 
status groups’ participation 
on Workable NI is low (3%) 
compared to the eligible  
group (20%).

Participation by 
dependants and 
ethnicity

The breakdown of the eligible 
population by dependants 
is not possible for several 
reasons. The information on 
dependant children is derived 
from the household dataset to 
ensure that only the head or 
partner of a head of household 
are included as those with 
dependants. This avoids the 
problem of counting an adult 
sibling in a household with other 
younger dependant children 
as a person with dependants. 
Usage of the household dataset 
in this manner does not enable 
the required breakdown by the 
various eligibility criteria for the 
programmes.

The breakdown of the eligible 
population by ethnicity is not 
possible due to the small 
number of people classified as 
‘non-white’ of the total working 
age. As a result any further 
breakdowns such as those 
required render this estimate 
unreliable. 

The Department will continue 
to collect data on and monitor 
the occupancy of its main 
programmes and services in 
order to ensure that all of these 
are delivered on the basis of 
equality of opportunity and we 
will continue to publish the 
results in the Labour Market 
Bulletins. 

For further information contact:
Analytical Services
Telephone:  
028 9025 7609
Email:  
analyticalservices@economy-ni.
gov.uk

Key words: equality, monitoring, 
DEL programmes, Section 75, 
occupancy, eligible groups, 
measurable outcomes.

mailto:claire.hood@delni.gov.uk
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The Labour Force Survey 
(LFS) is a quarterly sample 
survey whereby some 4,000 
individuals aged 16 and 
over are asked about their 
personal circumstances and 
work. It is the largest regular 
household survey in Northern 
Ireland (NI) and provides a 
rich source of information 
about the labour force 
using internationally agreed 
concepts and definitions.  
Similar surveys are conducted 
throughout the European 
Union (EU) allowing cross-
country comparisons to be 
made.

Results obtained from the 
sample are ‘grossed-up’ to 
provide an estimate of the levels 
within the population as a whole.  
Each individual participating in 
the survey is given a weight or 
‘grossing factor’ which is related 
to that person’s age and sex.   
In this way the final grossed 
results reflect the distribution by 
age and sex of the population.
 
Individuals are classified into 
one of the following categories: 
in employment, unemployed or 
economically inactive.

The following charts show how 
each of these three major 
categories may be further 
sub-divided to produce LFS 
estimates for an entire spectrum 
of non-overlapping labour market 
groups ranging from full-time 
employee to economically 
inactive people who do not want 
a job.  The results have been 
provided separately for the 16+ 
and working age populations and 
the data relates to Quarter 4 
(October – December) 2015.

Please note that the definition 
of ‘working age’ used by the 
LFS changed in August 2010 to 
include those aged from 16 to 
64 for both men and women. 
Previously these rates were 
based on upper age limits of 
59 for women and 64 for men, 
reflecting the state pension 
ages in the United Kingdom 
(UK). However, between 2010 
and 2018, the state pension 
age for women is increasing (by 
one month every two months) 
from 60 to 65, thereby making 
a change to the definition 
necessary.
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Figure 1: Overall Labour Market Structure (16+ Population, thousands), Quarter 4 2015.

Notes:
This chart illustrates the structure of the private household population in relation to the key ILO defined 
categories of in employment, unemployed and economically inactive (see Technical Notes for definitions).

* Too small for a reliable estimate (this explains why a gender split for some categories is omitted)
Figures may not sum due to rounding.

Population  
Aged 16+
Total: 1449
Men: 705

Women: 744

Unemployed
Total: 52
Men: 30

Women: 22

In  
Employment
Total: 826
Men: 452

Women: 374

Economically 
Inactive

Total: 572
Men: 223

Women: 348

Self-Employed
Total: 107
Men: 80

Women: 27

Full-Time 
Employees
Total: 532
Men: 322

Women: 210

Part-time 
Employees
Total: 173
Men: 39

Women: 134

Of which 
Student
Total: 19
Men: 9

Women: 10

Not Wants job: 
Student
Total: 71
Men: 36

Women: 35

Not Wants job: 
Retired

Total: 280
Men: 114

Women: 166

Government 
supported 

training prog.
Total: *
Men: *

Women *

Looking for full-
time/no pref

Total: 33
Men: 23

Women: 11

Looking for 
part-time
Total: 16
Men: *

Women: 11

Wants job
Total: 54
Men: 24

Women: 30

Not Wants job:
Total: 518
Men: 199

Women: 318

Not Wants job: 
due to Sickness/ 

Disability
Total: 88
Men: 38

Women: 49

Not Wants job: 
Looking after 
Family/ Home

Total: 68
Men: 8

Women: 60

Didn’t want / 
not available
Total: 133
Men: 26

Women: 107

Could not find 
full-time job

Total: 39
Men: 13

Women: 26
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Notes:
This chart illustrates the structure of the private household population aged 16-64 in relation to the key  
ILO defined categories of in employment, unemployed and economically inactive (see Technical Notes  
for definitions).

* Too small for a reliable estimate (this explains why a gender split for some categories is omitted)
Figures may not sum due to rounding. The definition of ‘working age’ is now based on 16 to 64 for both 
men and women (see last paragraph of introduction to article for further details).

Figure 2: Overall Labour Market Structure (16-64 Population, thousands), Quarter 4 2015.

Further Information
More detailed labour market analysis is 
published in the monthly report “Labour 
Market Report”.  
This can be obtained (free of charge) by;

Writing to:
�Economic and Labour Market Statistics 
Branch,  Room 110, Netherleigh, Massey 
Avenue, BELFAST BT4 2JP

Population  
Aged (WA)

Total: 1,167
Men: 577

Women: 589

Unemployed
Total: 52
Men: 30

Women: 22

In Employment
Total: 801
Men: 433

Women: 367

Economically 
Inactive

Total: 314
Men: 114

Women: 200

Self-Employed
Total: 98
Men: 72

Women: 26

Full-Time 
Employees
Total: 525
Men: 317

Women: 208

Part-time 
Employees
Total: 167
Men: 36

Women: 131

Of which  
students
Total: 19
Men: 9

Women: 10

Not Wants job: 
Students
Total: 71
Men: 36

Women: 35

Not Wants job: 
Retired

Total: 33
Men: 10

Women: 23

Government 
supported 

training  prog.
Total: *
Men: *

Women: *

Looking for full-
time/no pref

Total: 33
Men: 23

Women: 11

Looking for 
part-time
Total: 16
Men:*

Women: 11

Wants job
Total: 51
Men: 22

Women: 29

Not Wants job:
Total: 263
Men: 93

Women: 171

Not Wants job: 
due to Sickness/ 

Disability
Total: 84
Men: 36

Women: 48

Not Wants job: 
Looking after 
Family/ Home

Total: 64
Men: *

Women: 57

Didn’t want /not 
available

Total: 127
Men: 23

Women: 104

Could not find 
full-time job

Total: 39
Men: 13

Women: 26

Telephoning:
Belfast (028) 9052 9475   
[Fax (028) 9052 9658]

Textphone:
Belfast (028) 9052 9304  

Visiting the web site
www.statistics.detini.gov.uk

http://www.statistics.detini.gov.uk
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Table 1 provides a seasonally 
adjusted summary of the NI 
labour market position at 
October-December 2015 and 
an indication of change over 
the previous year.  The figures 
show that seasonally adjusted 
employment increased by 

This article outlines current 
trends in the Northern 
Ireland labour market using 
data from the Labour Force 
Survey (LFS), Quarterly 
Employment Survey (QES) 
and Claimant Count.  A major 
strength of the LFS is that it 
is a self-contained integrated 
source of information on 
employment, unemployment, 
economic activity and many 
other labour market topics.  
It is the largest regular 
household survey carried 
out in Northern Ireland 
(NI) and it uses concepts 
and definitions which are 
consistent with International 
Labour Organisation (ILO) 
guidelines.  This article is 
based on data from the latest 
LFS available at the time 
of writing - Quarter 4 2015 
(i.e. the three month period 
October-December 2015).

 
Level

Sampling 
Variability 
of level +/-

Change 
over 
Year

Sampling 
Variability of 
change +/-

ILO* employment 829,000 +/-26,000 15,000 +/-33,000

ILO* unemployment 51,000 +/-11,000 1,000 +/-15,000

Economically active 880,000 +/-23,000 16,000 +/-30,000

Economically inactive 569,000 +/-23,000 -8,000 +/-30,000

ILO*unemployment 
rate

5.8% +/-1.3pp 0.0pps +/-1.7pp

Economic activity rate 
(ages 16-64)

73.2% +/-1.8pp 1.1pps +/-2.3pp

an estimated 15,000 in the 
year to October-December 
2015. Seasonally adjusted 
unemployment showed an 
increase of 1,000, leading to 
a rise of 16,000 in the total 
number of economically active 
persons during the year.

Table 1: Summary of Labour Market Statistics October - December 
2015 (seasonally adjusted)

*Definition agreed by the ILO - taken from the lFS
#95% confidence interval   pp = percentage points
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71%

P/T Employee

9%

F/T Employee

18%

2%

Males

All Persons

Females

56%36%

7%

1%

64%
21%

13%

Other

2%

Self-employed
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Unadjusted 
Employment

The total number of persons 
in employment at October-
December 2015 was 826,000.  
Of these 532,000 (64%) 
were full-time employees, 
173,000 (21%) were part-time 
employees, 107,000 (13%) 
were self-employed and 14,000 
(2%) were on government 
employment and training 
programmes or were unpaid 
family workers.

Figure 1 shows how the relative 
size of these categories differs 
for men and women.  While 
self-employment accounts for 
18% of the total number of male 
jobs, it makes up just 7% of 
female employment.  Another 
feature of the NI labour market 
is the significant contribution 
which part-time work makes to 
female employment.  36% of all 
females in employment are part-
time employees, compared with 
just 9% of males.

Reasons for  
Part-time Work

Figure 2 shows that the 
reasons for part-time working 
also differ for men and women.  
While three quarters of female 
employees (71%) worked part-
time because they did not want 
a full-time job, the main reasons 
for males working part-time was 
more evenly spread across the 
categories.

 

22%

7%

33%

71%20%

40%

*

*

0% 20%10% 30% 50% 70% 90%40% 60% 80% 100%

Female

Male

Did not want full-time jobCould not find full-time job

Ill or disabledStudent or at school

Figure 1: Categories of Employment

“�Others” comprise those on government training and employment 
schemes and unpaid family workers.

* Too small for a reliable estimate.

Figure 2: Reasons for Employees Working Part-time

Other reasons comprise being ill or disabled.   
* Too small for a reliable estimate.
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Figure 3 shows the annual and 
quarterly changes in employee 
jobs.  Between June 2015 and 
September 2015 the number of 
employee jobs in NI remained 
relatively unchanged (330 jobs). 
This consisted of increases 
across three of the four sectors; 
in the manufacturing sector 

Male Female % change in total

Full
Time

Part
Time

Full
Time

Part
Time

Total since last 
quarter

since last 
year

Manufacturing 60,650 2,050 13,890 3,600 80,190 0.2% 5.0%
Construction 23,370 1,500 2,830 2,070 29,770 0.6% 3.0%
Services 187,890 60,210 174,410 172,220 594,720 0.0% 0.6%
Other1

9,640 8,300 2,150 1,950 22,030 -0.3% 0.5%
Total 281,540 72,060 193,270 179,840 726,720 0.0% 1.2%

0.5%
1.2%

 

Manufacturing Construction

0.2%Quarterly Change
(Jun-15-Sep-15)

Annual Change
(Sep-14-Sep-15)

0.6%
0.0%

-0.3%
0.0%

5.0%
3.0%

0.6%

-2% 0% 2% 4% 6%

Services Other All industries

Table 2: Employee Jobs, Full-time/Part-time split, September 2015 (unadjusted)

1 Covers Industry Sections A, B, D and E.

Employee Jobs

The other major source of 
employment information is 
the QES, which measures 
the number of employee jobs 
in NI. Table 2 shows the 

unadjusted breakdown of NI 
employee jobs at September 
2015.  Substantially more male 
employees are working full-time 
(281,540) compared to part-
time (72,060), whereas the 
female split in employee jobs is 

more evenly spread (193,270 
working full-time compared to 
179,840 working part-time).  
In September 2015 female 
employee jobs accounted for just 
over half (51.3%) of the NI total.

(120), in the construction  
sector (170) and in the services 
sector (100). The other 
industries sector experienced  
a decrease (-60).

Between September 2014 and 
September 2015 the number 
of employee jobs increased by 

1.2% (8,330).  This consisted 
of increases across all sectors; 
in the manufacturing sector 
(3,790), in the construction 
sector (870), in the services 
sector (3,550) and in the  
other industries sector (110) 
over the year.

Figure 3: Annual and Quarterly Changes in Employee Jobs (unadjusted)
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Figure 4: NI Employee Jobs by Broad Industry Sector (unadjusted)

Figure 4 shows the unadjusted 
breakdown of male and female 
employee jobs by Broad Industry 
Sector as at September 2015.  
There are notable differences 
in the distribution of male and 
female employees across the 

broad sectors. Whilst some 
70.2% of male employee jobs 
are in the service sector, males 
are still well represented in 
Manufacturing (17.7%) and 
Construction (7.0%).  Female 

employee jobs however are more 
concentrated in the Service 
sector (92.9%), with only 4.7% 
involved in Manufacturing and 
1.3% in Construction.

Manufacturing Construction Services Other*

17.7%

7.0%

70.2%

5.1%

Males
3.0%

11.0%

4.1%

Females
1.1%

4.7%
1.3%

92.9%
81.8%

All Persons

0 

2,000 

4,000 

6,000 

8,000 

10,000 

12,000 

14,000 

16,000 

18,000 

20,000 

Male full time Male part time Female full time Female part time 

Figure 5: Change in NI Employee Jobs, September 2005-September 2015

Figure 5 shows the rise 
in employee jobs between 
September 2005 and 
September 2015 for male and 
female, full-time and part-

time jobs. The largest increase 
occurred in male part-time jobs, 
with an increase of 12,230.  The 
second largest rise occurred in 
female full-time jobs (10,990).

* Other industries include Agriculture, Hunting, Forestry & Fishing, Mining & Quarrying and Electricity,  
Gas & Water Supply.
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Unemployment

The unemployed, as defined 
by the ILO, are those who are 
without a job, available to start 
work within the next fortnight 
and have actively looked for 
work at some time in the 
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previous four weeks.  In the 
period October-December 2015 
seasonally adjusted figures 
estimate that there were 51,000 
persons unemployed in NI, which 
equates to an unemployment 
rate of 5.8%.  Figure 6 shows 
that unemployment rates in 
NI had been on a downward 

trend for a number of years, 
falling from 10.0% in October-
December 1995 to 3.6% in mid 
2007.  It is noticeable that the 
latest unemployment rate for 
males (6.2%) is considerably 
higher than the equivalent rate 
for females (5.3%).

Figure 6: Seasonally Adjusted Unemployment Rates

Figure 7: Duration of Unemployment 

Excludes those who did not state the length of time they had been unemployed.

Duration of 
Unemployment

Unadjusted data show that in 
the period October-December 
2015, 27,000 (52%) of the 

unemployed had been out of 
work and seeking employment 
for one year or more.  The 
proportion of unemployed males 
that had been unemployed for 
one year or more was higher 

at 58%. The proportion of 
unemployed females that had 
been unemployed for one year  
or more was 44% (Figure 7).
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Claimant Count 
Unemployment

The seasonally adjusted claimant 
count rate as a percentage of 
the workforce for NI in January 
2016 (4.2%) has decreased 
by 1.2 percentage points 
since January 2015. The rate 
has been steadily decreasing 

since December 2012. The 
claimant count rate for NI has 
been consistently higher than 
the United Kingdom (UK) rate 
throughout the past ten years 
while maintaining a similar 
pattern. The gap between the 
UK rate and the NI rate started 
to widen in 2009, after several 
years of maintaining very similar 
rates. Then from 2013 the gap 

remained relatively consistent 
before starting to contract in 
recent months. It currently 
stands at 2.0 percentage points 
(January 2016). The smallest 
differential occurred during 2007 
when the difference was 0.1 
percentage points over nine of 
the twelve months (Figure 8).

Figure 8: Seasonally adjusted claimant count rates for NI and the UK, January 2006 to January 20161

7 
 

differential	
  occurred	
  during	
  2007	
  when	
  the	
  difference	
  was	
  0.1	
  percentage	
  points	
  over	
  
nine	
  of	
  the	
  twelve	
  months	
  (Figure	
  8).	
  
	
  
Figure	
  8:	
  Seasonally	
  adjusted	
  claimant	
  count	
  rates	
  for	
  NI	
  and	
  the	
  	
  
	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  UK,	
  January	
  2006	
  to	
  January	
  20161	
  
	
  

	
  
1Data	
  correct	
  as	
  of	
  17th	
  February	
  2016	
  

	
  
Sub-­‐regional	
  analysis	
  
	
  
Claimant	
  count	
  rates	
  for	
  Council	
  Areas	
  are	
  also	
  available	
  (unadjusted	
  numbers	
  as	
  a	
  
percentage	
  of	
  the	
  resident	
  working	
  age	
  population).	
  The	
  highest	
  rates	
  at	
  January	
  2016	
  
were	
  in	
  Derry	
  and	
  Strabane	
  (6.4%),	
  Belfast	
  (4.4%)	
  and	
  Causeway	
  Coast	
  and	
  Glens	
  (3.7%).	
  
All	
  11	
  Council	
  Areas	
  showed	
  a	
  decrease	
  over	
  the	
  year,	
  with	
  the	
  largest	
  decreases	
  in	
  Mid	
  
Ulster	
  (27.1%),	
  Newry,	
  Mourne	
  and	
  Down	
  (26.8%)	
  and	
  Armagh,	
  Banbridge	
  and	
  Craigavon	
  
(26.0%).	
  	
  
	
   	
  

0.0	
  

1.0	
  

2.0	
  

3.0	
  

4.0	
  

5.0	
  

6.0	
  

7.0	
  

8.0	
  

NI	
  

UK	
  

1Data correct as of 17th February 2016



71

Labour Market Statistics
Economic and Labour Market Statistics, Department of Finance

Sub-regional analysis

Claimant count rates for 
Council Areas are also available 
(unadjusted numbers as a 
percentage of the resident 
working age population). The 
highest rates at January 2016 
were in Derry and Strabane 
(6.4%), Belfast (4.4%) and 
Causeway Coast and Glens 
(3.7%). All 11 Council Areas 
showed a decrease over the 
year, with the largest decreases 
in Mid Ulster (27.1%), Newry, 
Mourne and Down (26.8%) 
and Armagh, Banbridge and 
Craigavon (26.0%). 

Figure 9: Northern Ireland claimant count council area rates – January 2016

Analysis by duration

In January 2016, the structure 
of long-term claimants in NI was 
similar to UK, however there 
were some notable differences. 
The proportion of claimants who 
were short-term unemployed 
(claiming unemployment-related 
benefits for less than one year) 
was lower in NI (62.9% in NI 
compared to 72.8% in the UK), 
NI also had a smaller proportion 
of new claimants of duration 
four weeks or less than the UK 
(10.3% compared with 15.7% 
respectively). NI had a lower 
proportion of claimants who had 
been claiming over five years, 
compared to the UK, 0.7% and 
4.4% respectively (Figure 10).
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Figure 10: Proportion of claimants by duration: January 201637.0% of all claimants in NI 
were long term claimants (those 
individuals who have been 
claiming unemployment related 
benefits for over a year). 

The council area with the highest 
concentration of long term 
claimants occurred in western 
parts of NI – 50.2% of claimants 
in Derry and Strabane were 
long term claimants at January 
2016, followed by Causeway 
Coast and Glens with 40.5% of 
claimants. Mid Ulster had the 
lowest percentage of long-term 
claimants with 26.1% claiming 
for one year or more. Nine of 
the 11 council areas had a long 
term percentage of claimants 
greater than 30% (Figure 11).

Figure 11: Concentration of long-term claimants by District Council Area: January 2016

9 
 

Analysis	
  by	
  duration	
  
	
  
In	
  January	
  2016,	
  the	
  structure	
  of	
  long-­‐term	
  claimants	
  in	
  NI	
  was	
  similar	
  to	
  UK,	
  however	
  
there	
  were	
  some	
  notable	
  differences.	
  The	
  proportion	
  of	
  claimants	
  who	
  were	
  short-­‐term	
  
unemployed	
  (claiming	
  unemployment-­‐related	
  benefits	
  for	
  less	
  than	
  one	
  year)	
  was	
  lower	
  
in	
  NI	
  (62.9%	
  in	
  NI	
  compared	
  to	
  72.8%	
  in	
  the	
  UK),	
  NI	
  also	
  had	
  a	
  smaller	
  proportion	
  of	
  new	
  
claimants	
  of	
  duration	
  four	
  weeks	
  or	
  less	
  than	
  the	
  UK	
  (10.3%	
  compared	
  with	
  15.7%	
  
respectively).	
  NI	
  had	
  a	
  lower	
  proportion	
  of	
  claimants	
  who	
  had	
  been	
  claiming	
  over	
  five	
  
years,	
  compared	
  to	
  the	
  UK,	
  0.7%	
  and	
  4.4%	
  respectively	
  (Figure	
  10).	
  
	
  
	
  
Figure	
  10:	
  Proportion	
  of	
  claimants	
  by	
  duration;	
  January	
  2016	
  
	
  

	
  
	
  
	
  
37.0%	
  of	
  all	
  claimants	
  in	
  NI	
  were	
  long	
  term	
  claimants	
  (those	
  individuals	
  who	
  have	
  been	
  
claiming	
  unemployment	
  related	
  benefits	
  for	
  over	
  a	
  year).	
  	
  
	
  
The	
  council	
  area	
  with	
  the	
  highest	
  concentration	
  of	
  long	
  term	
  claimants	
  occurred	
  in	
  
western	
  parts	
  of	
  NI	
  –	
  50.2%	
  of	
  claimants	
  in	
  Derry	
  and	
  Strabane	
  were	
  long	
  term	
  claimants	
  
at	
  January	
  2016,	
  followed	
  by	
  Causeway	
  Coast	
  and	
  Glens	
  with	
  40.5%	
  of	
  claimants.	
  Mid	
  
Ulster	
  had	
  the	
  lowest	
  percentage	
  of	
  long-­‐term	
  claimants	
  with	
  26.1%	
  claiming	
  for	
  one	
  
year	
  or	
  more.	
  Nine	
  of	
  the	
  11	
  council	
  areas	
  had	
  a	
  long	
  term	
  percentage	
  of	
  claimants	
  
greater	
  than	
  30%	
  (Figure	
  11).

0%	
   20%	
   40%	
   60%	
   80%	
   100%	
  

NI	
  

UK	
  
4	
  weeks	
  or	
  less	
  

5-­‐8	
  weeks	
  

9-­‐26	
  weeks	
  

27-­‐52	
  weeks	
  

53-­‐104	
  weeks	
  

105-­‐156	
  weeks	
  

157-­‐260	
  weeks	
  

over	
  260	
  weeks	
  

Causeway Coast & Glens

Derry & Strabane

Fermanagh & Omagh

Mid Ulster

Newry, Mourne & Down

Armagh, Banbridge and Craigavon 

Mid & East Antrim

Belfast

Antrim & Newtownabbey

Lisburn & Castlereagh

Ards &
North 
Down



73

Labour Market Statistics
Economic and Labour Market Statistics, Department of Finance

Jobs Density 
Indicator

The Jobs density measure is 
equal to the total number of 
filled jobs in an area divided 
by the resident population of 
working age in that area. It 
provides an indication of the 
relationship between the supply 
of jobs in an area and the 
population from that area e.g. if 
the jobs density estimate equals 
1.0, the number of jobs in the 
area would equal the working 
age population from that area. 

The total number of jobs is a 
workplace-based measure of 
jobs and comprises employees, 
self-employment jobs, 
government-supported trainees 
and HM Forces (see Box 1 for 
details of sources). The number 
of jobs in an area is composed 
of jobs done by residents (of any 
age) and jobs done by workers 
(of any age) who commute into 
the area.

The working-age population 
comprises residents of working 
age who work in the area plus 
workers of working age who 
commute out of the area to work 
in other areas and those who 
are unemployed or economically 
inactive of working age.

Employee jobs (excluding Agricultural 
employees)

By far the largest component, employee jobs accounts for 82.5 
per cent of the total number of jobs at a NI level. Estimates were 
obtained from the Quarterly Employment Survey, at December each 
year.

Agricultural employees

Estimates are obtained separately from the Agricultural Census, 
which is carried out by the Department of Agriculture and Rural 
Development. Data are for June of each year. Agricultural employees 
account for 1.5 per cent of the total number of jobs.

Self-employed jobs (including Agriculture)

The second largest component accounting for 12.9 per cent of the 
NI total is self-employment data from the annual local area LFS. 

Government-supported trainees

The Department for Employment and Learning provides this data, at 
June of each year.  Government-supported trainees account for just 
over 2.4 per cent of the total number of jobs.

HM Forces

Estimates of armed forces personnel are produced by the Defence 
Analytical Services Agency as at 1 July of each year. Adjustments are 
made for military personnel serving overseas or whose location is 
unknown. They account for under 0.6 per cent of the NI total.

Population estimates

Latest official mid-year population estimates, for persons of working 
age (16-64), produced by the NI Statistics & Research Agency are 
used as the denominator.  2013 Job density indicators are based on 
2013 mid-year population estimates.

Box 1



74

Labour Market Statistics
Economic and Labour Market Statistics, Department of Finance

Key Points

In 2013 job density estimates 
show there are 0.71 jobs per 
person of working age in NI, 
compared to a figure of 0.80 
for Great Britain (GB).

Government Office Region 2007 2008 2009 2010 2011 2012 2013

North East 0.69 0.69 0.67 0.66 0.67 0.67 0.68

North West 0.76 0.75 0.74 0.73 0.74 0.75 0.77

Yorkshire and The Humber 0.76 0.76 0.74 0.74 0.74 0.73 0.74

East Midlands 0.77 0.75 0.73 0.74 0.75 0.75 0.76

West Midlands 0.77 0.76 0.73 0.73 0.74 0.75 0.76

East 0.78 0.77 0.76 0.75 0.76 0.77 0.78

London 0.89 0.89 0.86 0.86 0.89 0.92 0.93

South East 0.82 0.81 0.79 0.80 0.81 0.81 0.83

South West 0.82 0.81 0.82 0.82 0.82 0.81 0.83

England 0.80 0.79 0.77 0.77 0.78 0.79 0.80

Wales 0.71 0.70 0.70 0.69 0.70 0.71 0.72

Scotland 0.80 0.80 0.78 0.76 0.76 0.76 0.76

Great Britain 0.79 0.79 0.77 0.77 0.78 0.78 0.80

Northern Ireland 0.74 0.75 0.72 0.74 0.72 0.71 0.71

United Kingdom 0.79 0.79 0.77 0.76 0.78 0.78 0.79

Of the 12 UK regions, NI 
(0.71) has the second lowest 
Jobs Density. The UK average 
at 2013 was 0.79 jobs per 
person.

Table 3: Jobs Density Indicator (JDI) by Government Office Region 2007-2013

Council Area 2013

Antrim and Newtownabbey 0.74

Ards and North Down 0.46

Armagh, Banbridge and Craigavon 0.64

Belfast 1.10

Causeway Coast and Glens 0.54

Derry and Strabane 0.64

Fermanagh and Omagh 0.69

Lisburn and Castlereagh 0.71

Mid and East Antrim 0.66

Mid Ulster 0.60

Newry, Mourne and Down 0.58

Northern Ireland 0.71

Table 4: Jobs Density Indicator by council area 2013

The council area that had 
the highest JDI in 2013 was 
Belfast (1.10). This indicates 
that a considerable amount of 
the workforce commutes into 
Belfast from surrounding council 
areas. Ards and North Down 
had the lowest JDI (0.46) in 
2013 suggesting that residents 
in Ards and North Down travel 
out of the council area to work.

Of the eleven council areas only 
Belfast (1.10) and Antrim and 
Newtownabbey (0.74) had a  
JDI greater than Northern 
Ireland (0.71). 
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Figure 12: Jobs Density Indicator by District Council Area 2013

Further Information
Claimant Count data at ward level is available via the 
Department of Enterprise, Trade and Investment’s website 
www.detini.gov.uk/articles/claimant-count and the NOMIS 
website www.nomisweb.co.uk. 

Economic Activity

The economically active (ILO 
employed + unemployed) are 
those participating in the labour 
market either by working or 
looking for work.  Economic 
activity rates express the 
number economically active as 
a percentage of the population 
aged 16 and over.  In the period 
October-December 2015, there 
were 877,000 economically 
active people in Northern Ireland 
– equating to an overall activity 
rate of 60.5%.

Activity rates

Figure 13 shows how economic 
activity rates are relatively low 
during the ages associated with 
full-time education, rise during 
the ‘prime’ working years (18-49 
years of age) and begin to drop 
again near retirement age.  For 
women this trend is slightly more 
moot, largely because many 
females of working age have 
family commitments which make 
it difficult for them to actively 
participate in the labour market.

Figure 13: Economic Activity Rates by Age

* Too small to provide a reliable estimate
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Qualification Levels

Figure 14 shows the 
qualification levels of the 
16-64 population at October-
December 2015, with separate 
estimates for the economically 
active and inactive populations.  
Overall 21% of the working age 

Figure 14: Qualification Levels of the 16-64 population by Labour Market status  
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population were qualified to at 
least ‘degree’ level, while 16% 
had no formal qualifications.  
However, there were stark 
differences in these figures for 
the economically active and 
inactive populations. While 
26% of the economically active 
population held a degree 

or equivalent qualification, 
the figure for the inactive 
population was much lower at 
8%.  Likewise, while 10% of the 
economically active population 
had no formal qualifications,  
the equivalent figure for the 
inactive population was much 
higher at 32%.

Economic Inactivity

People aged 16 and over who 
are not in employment and are 
not unemployed according to 
the ILO definition are classified 
as economically inactive.   In 
the period October-December 
2015 there were 572,000 
economically inactive persons in 
NI – a decrease of 8,000 from 
one year earlier.  

The economically inactive can 
be divided into two main groups; 
those who do not want a job 
(90%) and those who do want 
a job but fail to satisfy the ILO 
unemployment requirement 
for active job-search (10%).  
A breakdown of the former 
category is shown at Figure 
15.  Overall, the main reason 
for not wanting work was 
retirement; 57% of men and 

52% of women who did not 
want a job were retired.  The 
other reasons for not wanting 
work varied according to the 
gender of the respondent, with 
men more likely to cite sickness 
or disability (19%) as their 
reason and women family/home 
commitments.  Indeed, 19% of 
women gave ‘looking after family 
home’ as their reason.
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Figure 15: Reason for not Wanting Work, 16-64

* Too small to provide a 
reliable estimate.
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At October-December 2015 
there were 54,000 economically 
inactive who did want a job, but 
for a variety of reasons were not 
actively seeking work.  The main 
reason given by these people for 
not seeking or being available for 
work was sickness or disability 
(40%).  

Households

Separate datasets specifically 
designed for analyses at 
the household level are also 
available from the LFS. At April-
June 2015 there were 758,000 
private households in NI. There 
were 1,830,000 persons living 
in these households, giving 
an average of 2.41 persons 
per household. This compared 

with a UK average of 2.37 as 
a whole. Indeed, NI (2.41), 
South East (2.43) and London 
(2.62) were the regions with the 
highest number of persons per 
household. 

Figure 16 looks at household 
types according to the 
relationships between the 
persons living in them, for 
both NI and the UK. The most 
common type of household in 
NI consisted of a couple with 
children, which accounted for 
30.4% of all households. The 
other two main household types 
were one person households 
(28.6%), followed by couples 
with no children (24.0%). Lone 
parents amounted to 13.9% 
(105,000) of all households.  

The main difference between 
the distribution of household 
types in NI and the UK is the 
lower proportion of households 
composed of couples with no 
children in NI (24.0% compared 
with 27.8% in the UK). This 
is partly balanced by a higher 
proportion of households in 
NI composed of couples with 
children than in the UK (30.4% 
compared with 28.2%).

28.6%

24.0%
30.4%

13.9%

3.1%

NI UK

10.5%

4.8%

28.6%

27.8%

28.2%

One person

Couple no child

Couple with Child

Lone parent

Other

Figure 16: Household Types, NI and UK, April-June 2015

“Others” comprise households with two or more people in all different family units, two or more family units 
and same sex couples.



78

Labour Market Statistics
Economic and Labour Market Statistics, Department of Finance

Table 5 shows the proportions 
of working age households 
according to the economic activity 
of their members. (A working 
age household is defined as 
a household with at least one 
person aged 16 to 64 in it). The 
most common type of household 
in NI was one where all persons 
were employed (referred to as a 
workrich household), accounting 
for 48.8% of all working 
age households. Note these 
households may contain only 
one person who is employed, 
or several persons, all of whom 
are employed. There is a seven 
percentage point difference 
between the proportion of 
workrich working age households 
in NI and the UK. In fact, NI has 
the lowest proportion of working 
age households of all UK regions 
in this category (the UK average 
was 55.9%). The other two main 
categories of households were 
those containing employed and 
economically inactive persons 
(25.1%) and those where all 
persons were economically 
inactive (18.0%). Both of these 
proportions were higher than the 

Table 5: Working age Households by Combined Economic Activity, 
April-June 2015

Type of Economic Activity NI UK

1) All Employed 48.8% 55.9%

2) Employed and Economically Inactive 25.1% 23.5%

3) All Economically Inactive 18.0% 12.8%

4) �Employed, Unemployed and Econ. 
Inactive

1.4% 1.5%

5) Employed and Unemployed 2.0% 3.3%

6) All Unemployed 2.3% 1.7%

7) Unemployed and Economically Inactive 2.3% 1.3%

All households (100%) 581,000 20,682,000

Note that the proportions in these household categories are affected by 
the number of persons in a household.  Consequently the fact that NI 
has a larger average number of persons per household and a smaller 
proportion of one person households than the UK, means that there 
is more likely to be a combination of economic activity states within 
households than all persons of one activity state.    

Table 6: Regional Summary (seasonally adjusted) October-December 2015

Total aged 
16 and over  

(000’s)

Activity 
rate (%)
16-64 

Unemployed 
(000’s)  

Unemployment 
rate (%)

LTU as % 
of total 

unemployed*

Employment 
Rate (%) 
 16-64

North East 2,144 76.7% 107 8.1% 35.3% 70.4%
North West (inc 
Merseyside) 5,781 76.9% 174 4.9% 31.1% 73.1%

Yorkshire and 
Humberside 4,338 76.6% 165 6.1% 29.6% 71.8%

East Midlands 3,748 77.9% 106 4.5% 30.0% 74.3%
West Midlands 4,578 75.5% 145 5.2% 35.3% 71.4%
Eastern 4,836 81.3% 124 3.9% 26.8% 78.0%
London 6,782 77.8% 294 6.3% 24.4% 72.9%
South East 7,111 80.8% 179 3.9% 21.6% 77.6%
South West 4,422 80.6% 103 3.7% 22.0% 77.5%
Wales 2,521 75.4% 80 5.3% 39.4% 71.2%
Scotland 4,391 79.5% 162 5.8% 30.0% 74.8%
Northern Ireland 1,449 73.2% 51 5.8% 51.7% 68.8%
United Kingdom 52,102 78.2% 1,690 5.1% 29.3% 74.1%

LTU = Long-term unemployed (1 year or more).  * Not seasonally adjusted.

equivalent figures for the  
UK as a whole.

A workless household is 
defined as a household where 
no one of working age is in 
employment and comprises 
types 3, 5 and 6 from Table 
5.  In April-June 2015, there 

were 132,000 workless working 
age households, or 22.7% of 
all working age households in 
NI. This compared with 15.8% 
in the UK as a whole and was 
the second highest proportion 
among the UK regions (the 
North-East being the highest  
at 22.9%).
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Regional and 
International 
Comparisons

One of the strengths of the LFS 
is the availability of comparable 
socio-economic data for other 
UK regions and European Union 
(EU) member states.  Table 6 
provides a Labour market profile 
of each region of the UK at 
October-December 2015.  

This shows that the NI economic 
activity rate for those of working 
age (73.2%) is lower than any 
of the other UK regions. The 
unemployment rate in NI (5.8%) 
is the joint fourth highest among 
the UK regions, with the highest 
rate (8.1%) occurring in the 
North East. 

Figure 17 shows how the 
unemployment rate in NI 
compares to others in the 

EU.  For the period October-
December 2015, the NI rate 
(5.8%) was 3.3 percentage 
points lower than the EU  
average (9.1%).  It was also  
3.0 percentage points below the 
rate in the Republic of Ireland 
(RoI) (8.8%).

Figure 17: International Unemployment Rates (seasonally adjusted)
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More	
   detailed	
   labour	
  market	
   analysis	
   is	
   published	
   in	
   the	
  monthly	
   report	
   “Labour	
  Market	
  
Report”.	
  This	
  can	
  be	
  obtained	
  (free	
  of	
  charge)	
  by;	
  
	
  
Writing	
  to	
   	
   Economic	
  and	
  Labour	
  Market	
  Statistics	
  Branch,	
  Room	
  110,	
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  Avenue,	
  BELFAST	
  BT4	
  2JP	
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Source: Eurostat

Further Information
More detailed labour market analysis is published in 
the monthly report “Labour Market Report”. This can be 
obtained (free of charge) by;

Writing to Economic and Labour Market Statistics Branch, 
Room 110, Netherleigh, Massey Avenue, BELFAST BT4 2JP

Telephoning
Belfast (028) 9052 9475   
[Fax (028) 9052 9658]

Textphone
Belfast (028) 9052 9304         

Visiting the web site
www.statistics.detni.gov.uk
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This article details the 
results of the 2014 Research 
Excellence Framework 
(REF), with particular focus 
on Northern Ireland (NI) 
results. The REF 2014 was 
undertaken by the four 
United Kingdom (UK) higher 
education funding bodies: 
the Higher Education Funding 
Council for England (HEFCE), 
the Scottish Funding Council 
(SFC), the Higher Education 
Funding Council for Wales 
(HEFCW) and the Department 
for Employment and Learning, 
Northern Ireland (DEL). The 
exercise was managed by the 
REF team based at England 
(HEFCE) and overseen by 
the REF Steering Group, 
consisting of representatives 
of the four funding bodies.

The 2014 Research Excellence 
Framework (REF 2014) is the 
system that was used to assess 
the quality of research in UK 
Higher Education Institutions 
(HEI).  Its primary purpose 
was to assess research output 
and identify which universities 
produced the highest quality 
research in each discipline. 
The results were used in the 
following ways:

• �to provide accountability for 
public investment in research 
and produce evidence of the 
benefits of this investment;

• �to provide benchmarking 
information and establish 
reputational yardsticks; and

• �to enable the four UK higher 
education funding bodies to 
use the REF 2014 results to 
inform the selective allocation 
of their research funding to 
HEIs, with effect from  
2015-16.

Details of the 
Process

The REF 2014 was undertaken 
by the four higher education 
funding bodies for England, 
Scotland, Wales and NI. 
Submissions of data were made 
by 154 UK HEIs in 36 REF 
Units of Assessment (Annex 
A). In general terms, a Unit of 
Assessment is a grouping of 
similar subjects under which 
universities submitted research 
for assessment. Expert sub-
panels for each of the 36 Units 
of Assessments carried out 
the evaluations, working under 
the leadership and guidance 
of four main panels. Detailed 
information on each of the 
four panels is available at: 
www.ref.ac.uk/pubs/2012-
01/#contents.

Each submission was assessed 
in terms of three elements, 
which were combined to produce 
an ‘overall quality profile’ 
awarded to each submission:

a.	� The quality of research 
outputs. A variety of 
different output types 
were accepted, including 
printed academic work, 
artefacts, patents, exhibits 
and events. This contributed 
65 per cent of the overall 
quality profile; 

b.	� The social, economic and 
cultural impact of research. 
Impact was defined as 
“an effect on, change or 
benefit to the economy, 
society, culture, public 
policy or services, health, 
the environment or quality 
of life, beyond academia”. 
This contributed 20 per cent 
of the overall quality profile. 
This was a new feature in 
the assessment framework; 

c.	� The research environment. 
The research environment 
assessed research facilities, 
research strategy, research 
metrics and career 
development opportunities. 
This contributed 15 per cent 
of the overall quality profile. 

The weightings of the three 
elements in the assessment 
(outputs, impact and 
environment) were determined 
following the conclusion of a 
pilot exercise, the results of 
which can be found at www.ref.
ac.uk/pubs/2011-01/#exec.

Submissions were comprised 
of multiple forms of evidence, 
including:

• �Details of publications and 
other forms of assessable 
outputs;
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All sub-panels applied generic assessment criteria to each sub-profile to result in an 

overall ranking.  Each of the three sub-profiles had separate assessment criteria and 

definitions for the starred levels (Annex B). 

A summary of the definitions for the overall quality profile is set out as follows: 

4* - Quality that is world leading; 

3* - Quality that is internationally excellent; 

2* - Quality that is recognised internationally; 

1* - Quality that is recognised nationally; 

U - Quality below the standard of nationally recognised work or work that is not 

eligible for the REF. 

 
An example of an overall profile and contributing sub-profiles is shown in Figure 1. 
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• �Information on staff chosen  
by the institution; 

• �Data on research doctoral 
degrees awarded and  
research income; 

• �A completed template 
detailing examples of Impacts 
achieved by the research;

• �A completed template 
describing the research 
Environment. 

 
All sub-panels applied generic 
assessment criteria to each 

Figure 1: Example of a Profile and Contributing Sub-Profiles

sub-profile to result in an 
overall ranking.  Each of the 
three sub-profiles had separate 
assessment criteria and 
definitions for the starred  
levels (Annex B).

A summary of the definitions for 
the overall quality profile is set 
out as follows:

4* - Quality that is world leading;

3* - �Quality that is internationally 
excellent;

2* - �Quality that is recognised 
internationally;

1* - �Quality that is recognised 
nationally;

U - �Quality below the standard 
of nationally recognised work 
or work that is not eligible for 
the REF.

An example of an overall profile 
and contributing sub-profiles is 
shown in Figure 1.

The overall quality profile is 
comprised of the aggregate 
of the weighted sub-profiles 
produced for outputs, impact 

and environment

Overall 
Quality 
Profile

65% 20% 15%

Outputs Impact Environment
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Changes between 
Research 
Assessment Exercise 
2008 (RAE 2008)  
and REF 2014

The REF 2014 replaced the 
Research Assessment Exercise 
(RAE), last conducted in 2008.  
A number of changes were 
introduced as part of the REF 
2014 including: 

• �the reduction in the number  
of Units Of Assessment;

• �the replacement of the sub-
profile Esteem with the new 
sub-profile Impact; 

• �substantial changes to the 
sub-profile Environment; and

• �changes to the percentage 
weightings given to each  
sub-profile.  

Some of these changes 
limit the ability to draw 
direct comparisons between 
performance in the REF 2014 
and RAE 2008. However, 
despite the caveats, some broad 
conclusions can be made on the 

relative performance between 
RAE 2008 and REF 2014.

Results

UK Results

Table 1 shows the average 
overall quality profile and 
average sub-profiles for all 
submissions made to the  
REF 2014.

Table 1: Average overall quality profile and average sub-profiles for all submissions

4* 3* 2* 1* U

Overall quality 30% 46% 20% 3% 1%

Outputs 22% 50% 24% 3% 1%

Impact 44% 40% 13% 2% 1%

Environment 44% 40% 14% 2% 0%

The results of the REF 2014 
demonstrate the high quality and 
enhanced international standing 
of research conducted in UK 
HEIs, with 30% of the Overall 

submitted work judged to be 
world-leading (4*) and 46% to 
be internationally excellent (3*) 
(Figure 2).

Figure 2: Average Overall quality profile for all submissions

� � � � 30% world-leading (4*)

� � � 46% internationally excellent (3*)

� � 20% recognised internationally (2*)

� 3% recognised nationally (1*)
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Across all submissions, 22% 
of Outputs were judged to be 
world-leading (4*), with a further 
50% judged to be internationally 
excellent (3*). The comparable 
figures for the RAE 2008 
were 14% (4*) and 37% (3*), 
demonstrating that the quality of 
submitted research Outputs had 
improved significantly since the 
last research exercise. 

On average across all 
submissions, 44% of Impacts 
were judged outstanding (4*) 
and a further 40% were judged 
very considerable (3*). The 
inclusion of the sub-category 
Impact for the first time 
displayed the diverse range of 
impacts arising from university 
research.  For example, research 
by Queen’s University Belfast 
(QUB) into the prescribing of 
inappropriate medication in 
nursing home residents has 
informed health and policy 

practice in NI. Another example 
is that National Aeronautics and 
Space Administration (NASA) 
has changed how it models the 
effect of radiation forces on 
several types of space vehicle 
after research by University 
College London (UCL) improved 
methods for determining  
their orbit.

In terms of the sub-profile 
Environment, on average,  
85% of submissions were  
judged to be conducive of  
producing world-leading or 
internationally excellent quality 
(3 and 4 star level).

Given that Impact was only 
introduced as a sub-profile 
in the REF 2014, and due to 
substantial changes introduced 
in relation to Environment, 
results from these sub-profiles 
are not directly comparable with 
any from the RAE 2008.

Overall, 25% of QUB’s 
submitted work was judged 
to be world-leading (4*) and 
52% internationally excellent 
(3*), whilst the comparable 
proportions for UU were 24% 
(4*) and 48% (3*). In all of the 
Units of Assessment that QUB 
and UU submitted to, at least 
50% of their overall research 
was assessed as being of a 
world leading or internationally 
excellent standard in terms of 

Northern Ireland 
Results

Submissions from NI HEIs to the 
REF 2014 were made by QUB, 
Ulster University (UU), Stranmillis 
University College and  
St Mary’s University College.  
The number of submissions and 
the average overall quality profile 
for each university is shown in 
Table 2.  There were 15 Units  
of Assessment that QUB and  
UU both independently 
submitted under. 

The Open University has its 
administrative centre in England, 
but has national centres 
throughout the UK, including NI. 
However, the Open University 
submitted to REF 2014 as a 
single institution so no results 
were directly attributable to  
the Open University in NI. 

Table 2: Number of UOAS, submissions1 and average overall quality profile for all submissions by NI HEIs

University No. of 
UOAs

No. of 
submissions1

4* 3* 2* 1* U

QUB 27 28 25% 52% 21% 2% 0%

UU 18 19 24% 48% 24% 3% 1%

Stranmillis 1 1 20% 24% 28% 28% 0%

St. Mary’s 1 1 0% 0% 20% 67% 13%
1 �In some circumstances it was accepted that it was appropriate to submit multiple submissions to 
individual units. 

originality, significance  
and rigour.  

Of the 27 units they submitted 
research under, Queen’s 
University Belfast was above 
the UK average 3 and 4 star 
assessment proportion in 14 
units and equalled the average 
3 and 4 star assessment in a 
further unit. Of the 18 units 
they submitted research under, 
University Ulster was above 

the UK average 3 and 4 star 
assessment proportion in 6  
units and equalled the average 
3 and 4 star assessment in a 
further unit.

Both QUB and UU performed to 
an exceptionally high standard 
in a number of areas, with some 
top 5 and top 10 positions in a 
UK context. Of particular note, in 
terms of Overall assessment at 
4* level:
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• �QUB scored highest (42%) 
in Anthropology and 
Development studies; 

• �UU scored 4th highest (47%) 
in Art Design: History, Practice 
and Theory;

• �QUB was 5th highest (44%) 
in Agriculture, Veterinary and 
Food Science;

• �UU was 5th highest (45%)  
in Law.

Further key areas of strength  
for QUB and UU are shown  
in Figure 3. 

Figure 3: Key Areas of Strength in QUB and UU

Queen’s University Ulster University

Agriculture, Veterinary and Food Science Law

Pharmacy Biomedical Sciences

Anthropology Nursing and Health Science

Modern Languages Art and Design

English Language and Literature Business and Management Students

Electrical and Electronic Engineering, Metallurgy and 
Materials

Electrical and Electronic Engineering, Metallurgy and 
Materials

In terms of the proportions 
assessed as either 3* or 4* 
within the Outputs element, 
QUB scored at least 50% in all 
units submitted. This was also 
the case for all but two of the 
units that UU submitted under. 

There was evidence of 
improvement in Outputs in both 
universities in a number of areas 
relative to the previous RAE 
2008. Queen’s University Belfast 
improved the percentage of 
Outputs with a 3 or 4 star score 
across almost all the REF 2014 
categories (25 out of 28),  
whilst UU similarly improved  
in a majority of categories  
(14 out of 20).

With regards to the sub-profile 
Impact, the research from 
QUB and UU was assessed 
as having outstanding or very 
considerable Impact in terms of 
reach and significance in more 
than half the areas in which 
they submitted.  The proportions 
assessed as 3* and 4* within 
this sub-profile were very high 
across both QUB and UU. In 14 
of the 28 units they submitted 

under, QUB scored 100% at 
the combined 3 and 4 star 
level, whilst UU similarly scored 
100% in 10 of the 18 units they 
submitted under.

Within the Environment 
element, in terms of the 
proportions assessed as either 
3 or 4 star, QUB scored at 
least 50% in all but one unit 
they submitted under, while 
the majority of units that UU 
submitted under had at least 
50% assessed as either a  
3 or 4 star.

Stranmillis University College 
and St. Mary’s University College 
submitted under one Unit of 
Assessment each.

Stranmillis University College 
also achieved impressive results, 
with 20% of their submitted 
research being assessed as 
‘world leading’ and a further 
24% as ‘internationally 
excellent’. 

St Mary’s University College, 
which submitted to a research 
excellence assessment for 

the first time, had a fifth of its 
submitted research ranked as 
‘recognised internationally’ (2*). 

Summary

The results of the REF 2014 
confirmed that NI Universities 
are continuing to carry out 
accomplished and internationally 
excellent research, with 
continued improvement in many 
areas over previous assessment 
exercises.  

Overall, the results of the REF 
2014 have demonstrated the 
world leading quality of research 
conducted in UK Universities, 
and has highlighted the real 
benefit that research brings to 
the economy and society. 

Further information on the  
REF 2014 can be found on the 
REF website www.ref.ac.uk.

http://www.ref.ac.uk/
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Annex A: 

Units of Assessment

UOA REF 2014 UoA name

1 Clinical Medicine

2 Public Health, Health Services and Primary Care

3 Allied Health Professions, Dentistry, Nursing and Pharmacy

4 Psychology, Psychiatry and Neuroscience

5 Biological Sciences

6 Agriculture, Veterinary and Food Science

7 Earth Systems and Environmental Sciences

8 Chemistry

9 Physics

10 Mathematical Sciences

11 Computer Science and Informatics

12 Aeronautical, Mechanical, Chemical and Manufacturing Engineering

13 Electrical and Electronic Engineering, Metallurgy and Materials

14 Civil and Construction Engineering

15 General Engineering

16 Architecture, Built Environment and Planning

17 Geography, Environmental Studies and Archaeology

18 Economics and Econometrics

19 Business and Management Studies

20 Law

21 Politics and International Studies

22 Social Work and Policy

23 Sociology

24 Anthropology and Developmental Studies

25 Education

26 Sports and Exercise Sciences, Leisure and Tourism

27 Area Studies

28 Modern Languages and Linguistics

29 English Language and Literature

30 History

31 Classics

32 Philosophy

33 Theology and Religious Studies

34 Art and Design: History, Practice and Theory

35 Music, Drama, Dance and Performing Arts

36 Communication, Cultural and Media Studies, Library and Information Management
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Annex B: 

Assessment Criteria and Level Definitions

Output

The criteria for assessing the quality of outputs are ‘originality, significance and rigour’.

Four star  Quality that is world-leading

Three star Quality that is internationally excellent 

Two star Quality that is recognised internationally 

One star Quality that is recognised nationally 

Unclassified Quality that falls below the standard of nationally recognised work. Or work which does 
not meet the published definition of research for the purposes of this assessment.

Impact 

The criteria for assessing impacts are ‘reach’ and ‘significance’.

Four star  Outstanding impacts 

Three star Very considerable impacts

Two star Considerable impacts 

One star Recognised but modest impacts 

Unclassified The impact is of little or no reach and significance; or the impact was not eligible; or the 
impact was not underpinned by excellent research produced by the submitted unit.

 

Environment 

The research environment will be assessed in terms of its ‘vitality and sustainability’. 

Four star  Environment that is conducive to producing research of world-leading quality

Three star Environment that is conducive to producing research of internationally excellent quality

Two star Environment that is conducive to producing research of internationally recognised quality

One star Environment that is conducive to producing research of nationally recognised quality

Unclassified An environment that is not conducive to producing research of nationally recognised 
quality.

For further  
information contact:
Kerry McColgan
Analytical Services
Department for the Economy
Adelaide House
39/49 Adelaide Street
Belfast
BT2 8FD

Telephone: 028 90257753
Email: Kerry.mccolgan@economy-ni.gov.uk



Further information:
Research and Evaluation Branch
Department for Employment and Learning
Adelaide House
39/49 Adelaide Street 
Belfast
BT2 8FD

telephone: 028 90257686
email: analyticalservices@delni.gov.uk
web: www.delni.gov.uk/

THE DEPARTMENT:
Our aim is to promote learning and skills,
to prepare people for work and to support
the economy.

This document is available in other
formats upon request.

mailto:hepolicy.branch@delni.gov.uk
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