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Executive Summary

The theme for the event was that while today’s graduates should have a solid grounding in their subject specialism / discipline there should also be a stronger development of “softer employability skills” ie teamwork, flexibility, communication and interpersonal skills, as there is now a greater expectation on graduates to perform as an effective part of a team from the outset of their career.    
Further students should also have an awareness of the commercial, economic and project management elements of the business and an understanding of the wider issues and make-up of the Industry. 

During the event, generic employability skills were discussed in some detail and broadly accepted as relevant and sought by oil and gas employers.  To more accurately reflect industry needs and convey this important message to students, it was agreed that there would be benefit from explaining and developing employability skills using industry specific contexts and greater emphasis on the generic competencies in the workplace e.g., critical thinking, entrepreneurship, business/industry global context. 
Core academic values should remain at the centre of each course but developing employability skills need not be at odds with traditional academic values and practices nor should it jeopardise students’ enthusiasm for their subject.  The challenge therefore is how to make room in the curriculum for employability skills whilst mitigating risk to the subject specific / technical skills learning.  
As a way forward, there was common consensus that ‘employability skills’ should be included as an integral element within the delivery of the core curriculum and teaching methodology and principles.  In doing so students will learn through their chosen subject and develop and understand the relevance of employability skills in preparation for their chosen career in Industry. 
The level of significance given by HE institutions to developing employability skills varies widely and therefore some Academic participants felt they were already doing a great to deal to impart these skills throughout their course content and modular learning programmes.   
Similarly, representatives from some large employers felt that this was not an issue as the universities they recruited from provided graduates with already well developed softer skills.  
Notwithstanding this, it was felt there would be value for both industry and academia to establish a co-ordinated approach to accessing industry, such that there is greater collaboration and involvement in course design and delivery between the respective groups.  The examples of best practice that already exist in this area could be developed as the basis for a common approach.  There was also common consensus that any relationship between education and industry should be sustainable in the long term with an equitable commitment from both parties.   
Looking to the future it was generally agreed that there needs to be clear articulation of the relevant issues which will form the ‘agenda’ and a clear definition of the roles and responsibilities for academia and industry, recognising the areas where collective action will add value and where individual action by the respective groups is most appropriate. 
There was no common agreement that a collective industry / academia approach was actually achievable as such a partnership model would face major challenges both geographically and the availability of committed resources.  However, there was general consensus that some form of collective communication structure would be advantageous as it would aid the understanding of each party’s perspective and provide the opportunity for sharing best practice  

Industry Context
The UK offshore oil and gas industry is one of Britain’s most successful industrial sectors and has played a vital role in shaping the UK economy for the past four decades, generating billions of pounds in revenue and providing employment for a significant and highly skilled workforce.  
Furthermore, it has developed a reputation as a global centre of excellence for the provision of oil and gas field services providing billions of pounds of annual investment which contributes to the security of energy supply for 60 million people.  

The Oil & Gas Industry is and will remain an important contributor to the UK’s energy mix - with recent reports showing the potential for at least 25 billion barrels still to be produced.  Even without the potential for new developments in deep water sites and the emerging renewables industry, good management and best practice should see activity continuing in the North Sea for another 30 to 40 years – ensuring a healthy future lies ahead over the coming decades.  
The appropriate application of technology and a corresponding development of people with the skills and knowledge to apply this will be a defining feature of the industry’s continuing success.  
As a mature basin, however, the UKCS is facing immense technological and competitive challenges to optimise the operational and capital efficiency of the Industry to maximise resource recovery and ensure the UKCS remains competitive in the global market.  

The skills and competency of our current and future workforce will be a key element in achieving this.  The industry’s challenge is to continue to develop the current workforce while ensuring a large ‘talent pool’ of relevantly qualified and skilled future employees who can play an effective role within Industry from the outset of their careers.  
The development of a safe and effective workforce is an absolute priority for the Oil and Gas Industry and OPITO – the Oil & Gas Academy plays a key role in identifying and facilitating the industry skills and workforce development agenda.  
The Oil & Gas Industry and Higher Education Shared Agenda event highlighted the value and opportunity from this level of engagement and the development of a common approach to addressing current and future curriculum development issues, including the employability skills of the next generation of graduates.   
For the shared agenda model to add value and become effective then future matters for debate and discussion should be collaborative and where applicable be based on factual evidence.
In seeking to establish a shared agenda the aim is to consolidate and maximise current initiatives while facilitating collaboration between Industry and Academia.  This activity will be focused on teaching and learning and not funded research or recruitment as these are competitive and commercial arrangements. 

Conclusions

While the debate and discussions at the event were wide and varied, all points were relative and connected in some way to the Industry and Higher Education agenda.  The following section summarises and condenses the themes and output from the event, as follows: 
· It is clear that establishing a common shared agenda to facilitate a collaborative approach across all factions of Industry and Higher Education on future curriculum development strategy and needs would be valuable.  However, this will present a number of challenges which will have to be addressed, if it is to be achievable and effective. 
· There would be value in establishing some form of communication forum between Industry and Academia to understand each other’s perspective and develop best practice.

· The demand for and relevance of employability skills is recognised, however there is no common approach to ensuring this is developed consistently between Higher Education and Industry. 
· There are some good examples of best practice between Employers and Academia which are continually driven by the competitive market place.
· Market forces will always drive a competitive agenda between universities and the collective Industry / Higher Education engagement model should not try and influence this process.
· Some of the issues discussed were best managed by individual universities and employers as a collective approach would add little or no value

In summary – the event identified a need for a focused, shared agenda to develop a strategy and common approach for future curriculum development, embedding employability skills and sharing of best practice.  
Attendees are invited to consider the following recommendations, made below, and respond with comments and feedback accordingly.  
Recommendations

Attendees should consider if the establishment of a long term and effective shared agenda model is achievable.  If so, how could this be achieved and what level of shared commitment needs to be demonstrated and actions taken forward ie.
· Establishment of a Joint Working Group 
· Creation of a shared agenda to develop strategy and actions
· Share existing best practice case studies  
· Identify means of communication 

OPITO will act as a focal point for receiving and disseminating responses and facilitate the ongoing development of this project; however a collaborative approach between Industry and Academia will be key to success of this initiative.  
Attendees are therefore requested to respond with recommendations on how the above can be progressed together with an indication of / or willingness to commit resources to this project. 
Summary Transcript of Workshop Discussions

Activity 1 - Creating an “employability” skills profile for the Oil & Gas Industry.  An articulation of the industry’s expectations of what a “good quality”, “work ready” graduate is.

The list of employability skills as discussed are valid but in the context of oil and gas need to recognise the following namely that graduates need to:

· Have the right skills: Balance between technical discipline and generic skills

· Have the right attitude 

· Be independent learners, but not self-centred

· Be flexible, problem solvers 

· Have currency – up on the latest techniques within their fields

· Have richer, all round experience not just within their fields

Skills for Employability in the Oil and Gas Industry.

· As part of employability graduates need to have specialism but they also need to have an awareness of the commercial, economic and project management elements in industry otherwise they were too specialised.

·  Graduates must be part of a fast moving team from the start and each team must have many facets as relating to the responses above e.g. project management skills 

· There is a need to understand the wider picture. Solid grounding required in their subject specialism as well as the “softer skills” – do they fit in with a team – are they flexible? 

· They need to have a blend of different disciplines and an understanding of other areas that make up the industry. 

· Graduate recruitment – although the discipline is important the trend is moving towards “How well will they integrate into the company?” – Do they fit? 

· The “whole picture” of the graduate is very important

· Technological skills are also very important

· Critical thinking must be imbedded within the degree and usually is but it is not always explicit. Perhaps this needs to be highlighted by universities.

· A standout issues is that of critical thinking – our industry requires the analysis and evaluation of both the tangible and intangible. Could collaboration be the answer?

· It was agreed that Employability Skills (ES) had to be very comprehensive and that there was a need to focus on “vital” ES with the aim of working towards those that were seen as being mandatory.

· Entrepreneurship / Intrapreneurship is not high enough on the agenda

· Missing-ability to think globally

· May be useful to have subsets of the competencies explained

· The skills are generic but need to be contextualised for oil and gas give specific examples of what it is an individual needs to have to be successful in oil and gas

· Technical competences need to be high on the list.
· “We have to be careful not to stifle individuality; a person who has his own mind is good.”  
· Graduates don’t have life skills or the softer skills by the time they leave school – these need to be integrated into the curriculum

· Need to develop a mindset for working in teams

· Not worked in professional environment before – don’t have business savvy so would be nice to have some introductory business management courses in schools

Developing Employability Skills

· It is how you teach the employability skills; employability skills can be part of the teaching pedagogy and cannot take time away from the traditional teaching area, challenge is for the teaching to reflect the employability.
· Need to make room in the curriculum for employability skills but mitigate risk to the technical skills learning.
· Core academic values should be at the centre of each course and not an attempt to teach employability – the way this is put across can be a turnoff for students and care needs to be taken.  

· Employability to be used to deliver the core curriculum.
· Universities are already including these elements but there was a feeling that they should be more integrated so as to be seen as an integral part of any role and not an extra.

· Academia imparts these skills throughout their course content and modular learning programmes.  

· Universities now recognise that universities who can offer an employer forum gain an advantage when recruiting students

· The language used to explain, describe these qualities and attributes is important-need to recognise that we need to ensure that we can sell these concept appropriately to both academic and business environments.

· E-learning is a concern. You can’t put a price on practical experience (reference geoscience/engineering) – to engage with younger generations in a young way (fun) – this needs to be gained by dynamic field trips which could be industry funded.
Activity 2 - Evaluation of the impact an understanding of Generation “Y” can have on:

· How the industry can develop constructive communication with Generation “Y” that also reflects the reality of how the industry works and is structured.

· How industry develops and retains them.

Engaging Generation “Y”

· Messaging is vital related to the values of generation Y

· Oil and Gas mission (security of supply and sustainable availability of energy) could be seen as a positive by Gen Y 

· Articulating that the industry is more than a job

· Understanding Gen Y -are our grad programmes reflecting their aspirations?

· Recruitment practices and their relevance for Gen Y

· Both industry and academia need to understand the fundamentals of the concept to be able to deal with the ‘attraction’ issues – new methods of communication and engagement will be key to addressing this. Tell stories with passion – these will inspire.

· Industry has a bad reputation - dirty, dangerous, un-ethical… needs to be addressed but it is a much wider issue and perhaps an unwinnable battle (sensationalist nature of media – media is the direct marketing tool for Generation Y) only real way to connect with younger generations is to take advantage of the technology and innovation we develop and use and showcase it to as wide an audience as possible.

· “Our industry’s hire and fire slash and burn mentality does nothing for its image or reputation.” 

· Industry has been experiencing graduates turning them down for a better offer – even when all has been agreed. Could the attributes of Generation Y put industry employers off and is it worth pursuing them in our current climate?

· Senior managers are often seen as remote and perhaps they should attend recruitment fairs as for Generation “Y” it is important that the “boss” is a part of the process. This would require some coaching of senior managers as they are often uncomfortable in these situations. 

· Technology – facebook, moodle, social networking. These are the sources of communication. Second Life - university buy space on this site and this link allows engagement with under graduates and graduates. This is a possible means of engagement as the advert / media approach is not part of the Generation “Y” scene. 

· Any E-Learning developments must be appropriate for Generation “Y” in Generation “Y” terms.

· Challenge, colleagues, motivation, brand – these are all vital to Generation “Y”. They must be an integral part of their job.

· There is a feeling that some graduates join the O&G industry in order to make a change from the inside from an environmental angle. However how many do not join the O&G industry on ethical grounds? This area is fundamental to many Generation “Y” graduates. 

· Culture of the Oil & Gas industry needs to change – the Oil & Gas industry agenda has to be sold to universities. In America this has been successfully approached through advertising and it was agreed that some companies in the UK were following this line.

·  There is a need to try and change the perception of teachers and career advisors about the truth of the future of the Oil & Gas industry. It was also felt that pupils in secondary schools need to get the correct message.

Impact on development and retention 

· Attrition rates early in the under grad programmes now appear to be problem

· How we construct our programmes is vital-need to reflect Gen Y

· Is this an Anglo-Saxon only issue?  We work in a global resourced industry

· Reverse is making sure grads understand that industry has expectations-need Gen Y to understand and change their behaviours

· Small companies well placed to take advantage of Gen Y could be their competitive edge 

· Understanding is vital- will companies want to change their policies to accommodate Gen Y 

· Generation Y’s attributes, if correctly channelled, could be fast racked to these positions. However, the attitudinal change from ‘time-served’ to ‘young and dynamic’ will be no smooth path.

· Generation “Y” require and expect personal mentoring. Managers also need increased mentoring to understand Generation “Y”. At Xco they have a system in-place that seems to be very effective and valuable. Under graduates are “recruited” in their final academic year and they are mentored by young graduates (2/3 years experience) in the company.  

· Benefit in mentoring managers and graduates. Managers seem to fall into 2 categories – up to mid 30’s or over 50. There is a lack of managers in the middle age bracket so the need for understanding is very important otherwise communication can break down.

Activity 3 - Possible ways for the industry and HE to work together to enhance, support or provide different or innovative initiatives to developing ‘employability’ skills.  Assessment of current initiatives and practice to produce a set of prioritised interventions that is appropriate and deliverable through action by the Oil & Gas Industry and HE.

Referring to the wish list – in an ideal world we would do it all.  In reality however, we need to make choices.  If this is an issue how do we get this done and what networks should we become engaged with. Industry versus Company; Need to work at a strategic level; Sharing best practice; What are all the partners good at - company, academy and universities.  All universities have employability strategies -looking for a high level involvement from industry

Students make choices based on a universities ability to deliver employability skills as well as high quality subject learning.  Adaptability and flexibility has to be a 2-way process

Work Experience and Work Based Learning - What we decide to do collectively as the industry has to recognise the limitations of geography and resources 

· Define the capacity the industry has for work experience.
· Other commitments companies have put pressure on the resources to support placements.
· Companies tend to take only engineering students there is value in engaging other disciplines.
· Earlier placement of students between year 2&3; USA experience- placements from year one and all the way through.
· Need to offer placements earlier in the academic process.
· Problem of trying to convince line managers that there is value in offering placements.

· Students can get bad experiences; Need to prepare well for the student placement both company and university, need for effective negotiation with employers.
· Danger that good programmes may lead to students not completing their degree programme-attracted to work.
· Snowballs as students go to different places – universities need to put in place a department that deals with workplace learning, not just summer jobs. This department would also ask the students for honest feedback on their work experience and if they have, for example, just photocopied files for six months, then this needs to be reported back to the employer.
· Reflective Logs are also useful and can be used through a person’s working life – people set goals and achievements and record experience in a log book – ensures quality of experience.
· Work Experience was seen as being very important for making contact with future employees but more companies need to get actively involved. This applies equally for schools and universities and placements while attending the latter were seen by industry as of great importance. Students applying for posts with no industry experience regardless if it was relevant or not were perceived as being at a disadvantage. However industry has to play its part in offering placements for under graduates.

Workplace learning

· Workplace learning needs to have an accurate count or records to ensure that university responsibility, safety issues and keeping the client and student happy are recorded and fed back into transcripts.
· There is no substitute for experience but have to accelerate the process – work place experience and gap years do this.
· Time needed to achieve currency is a question of “growing up”.
· Industry has to be committed to hosting students and maximizing their opportunities.
· Large multinationals have campaigns in place and dedicated personnel, but SMEs might not have time or the space to contribute and yet it is them that need the people.
· Workplace experience doesn’t need to be too focused – graduates pick up skills in all areas when they come into a company.

Graduate recruitment

“Remember that Xco has different expectations than Yco, for instance.  Xco has people who have may have been “spat out” by Yco.

Understanding different company’s expectations – develop a UCAS type agency with matrix for sharing information – graduates can pick their top two to apply to and employers can share their spectrum of opportunity.
Mentoring

· There are line managers that are not equipped to be mentors and a lot of them don’t have time – time has to be dedicated to mentoring otherwise it doesn’t get done properly, in flatter organisations this is especially true. 

· Company A pairs up a grad with a technical mentor and a personal mentor so that all issues of the grad’s development are covered – however, the time problem is prevalent again.  Hiring mentoring supervisors is perhaps the answer so that the process gets sufficient attention versus cost implications.
· At University the question was asked – Are these types of talks relevant when the emphasis is clearly on passing exams? However at MSc level the relevance is much more evident. Message from schools is confusing. What do they really need and what is the best way to support them? Help and guidance is asked for.

· Planned industry talks – they must be relevant and an integral part of the curriculum – not bolted on as an extra. In the school situation it was agreed that such talks must enhance the curriculum.

Working with Compulsory Education

· It was felt that there is a distorted perception that technology/chemistry/physics are seen as male subjects. This is reinforced by parent’s views and it can be difficult to break down the barriers.

· The content and method of teaching school science is out dated and out of touch with the young generations. Opportunities to change were lost in recent curriculum developments. The content needs to be totally overhauled and methods to be brought into line with the 21st century.

· Vocational scholarships and summer internships – most companies are involved in this to some degree or another however they are unsure how to engage with school pupils in order to get them interested in these focused types of experience. 
· It was also suggested that at present it was felt that the scholarships and internships were very haphazard and that in order to raise its profile there is a need for it to be more systematic, better organised and coordinated.

· Message from schools is confusing. What do they really need and what is the best way to support them? Help and guidance is asked for.

· Planned industry talks – they must be relevant and an integral part of the curriculum – not bolted on as an extra. In the school situation it was agreed that such talks must enhance the curriculum.

Continuous PDP

Start a personal development plan (PDP) at a young age and continue through career – continuous PDP provides an auditable trail of achievement.
Career development is fundamental to Generation “Y” and therefore they are very demanding regarding their PDP. In some disciplines PDP is seen as an integral part e.g. Medics but in other disciplines the relevance is not clear.  Industry needs to work with universities to rectify this.  Reflection is not seen as important but it is in industry. Development needed to raise awareness. In Charted Engineering / HR / Accounts – process could include reflection in the course.

Other

· Use university students to work in university departments in exchange for credits or to gain business experience.
· Access to update technologies that ensure teaching reflects current technology applications.
· It was noted that top-up graduate courses are expensive so in the present financial climate and the debts being incurred by students, MSc qualifications are not so attractive and many are not continuing their studies. Therefore it is perhaps more important to have industry access to students during their degree course. There is a need for a conversation between Universities and industry regarding scholarship support studies. Resources and demographics must be global.
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Industry – Higher Education Shared Agenda Setting – Employability and Skills

The Marcliffe Hotel & Spa, Aberdeen

6 & 7 November 08

Thursday 6 November – Invery Room

6.30pm
Arrival and refreshments

7.00pm
Welcome and Introduction



David Doig, Chief Executive, OPITO - The Oil & Gas Academy

7.10pm
Overview of UK Oil and Gas 

Professor Alex Kemp; Schlumberger Professor of Petroleum Economics; Aberdeen University.


7.25pm
Starter served

7.40pm
Higher Education Perspective
Professor Mike Pittillo, 

Principal & Vice Chancellor, The Robert Gordon University

7.55pm
Main course served

8.45pm
Online facilitation tool – overview of concept

Sam Howard



Project Manager, OPITO – The Oil and Gas Academy

9.00pm
Dessert and coffee

10.00pm 
Formal Close of evening

Friday 7 November – Courtyard Suite

8.30am

Welcome and Introduction



Mike Horgan 

UK Resident Manager; Marathon Oil & Chairman of OPITO - The Oil and Gas Academy.

08.35am
Working with Higher Education



Annette Thomas

08.50am
Engaging Generation “Y” 

Professor Paul Redmond; 
Head of Careers and employability; University of Liverpool

09.20am
Skills for Employability 

Professor Brent MacGregor; Chair of the Higher Education Academy’s Employability Network


10.00am
Coffee:   Prototype of online facilitation tool available for demonstration

10.30am
Facilitated Workshop:

Activity 1:
Creating an “employability” skills profile for the Oil and Gas Industry

Activity 2:
Evaluation of the impact an understanding of Generation “Y” can have on industry engagement e.g. recruitment, development and retention.

Activity 3:   
Assessment of current initiatives and practice to produce a set of prioritised interventions that industry and academia are appropriate and deliverable

12.00pm
Feedback and Agree Draft Action Plan

12.30pm
Close of Business
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Delegate List
	First Name
	Surname
	Company

	Ruth
	Tulloch
	Aker Solutions

	Paula
	Smith
	BG Group

	David
	Campbell
	BP

	Rick
	Cohagan
	Chevron Upstream Europe

	Richard
	Davies
	Durham University

	Brent
	MacGregor
	Edinburgh College of Art

	Mike
	Bowyer
	Halliburton

	Neville
	Browne
	Maersk Oil North Sea Limited

	Mike
	Horgan
	Marathon Oil UK Limited

	David
	Parker
	Newcastle University

	David
	Doig
	OPITO - The Oil & Gas Academy

	Sam
	Howard
	OPITO - The Oil & Gas Academy

	John
	Ramsay
	OPITO - The Oil & Gas Academy

	Annette
	Thomas
	OPITO - The Oil & Gas Academy

	Maureen
	Traquair
	OPITO - The Oil & Gas Academy

	Tricia
	Wilson
	OPITO - The Oil & Gas Academy

	John
	Scrimgeour
	Petro-Canada

	Phil  
	Murray
	Petrotechnics

	Lynne
	Duncan
	PSN

	Brad
	Vigers
	Shell U.K Exploration & Productions

	Katrina
	Sharp
	Technip

	Alan
	Tait
	The Open University

	Mike
	Pittilo
	The Robert Gordon University

	Laura
	Cliffe
	TOTAL E&P UK

	Dominic
	Houlihan
	University of Aberdeen

	Alex
	Kemp
	University of Aberdeen

	Paul
	Redmond
	University of Liverpool

	Jim
	Andrews
	University of Southampton

	Philip
	Wyn
	University of St Andrews

	Lesley
	Birse
	AMEC

	Jackie
	Mann
	Subsea 7

	Gordon
	Walkden
	University of Aberdeen


Appendix 3
Activity 1

Employability Skills

“a set of achievements – skills, understandings and personal attributes – that make graduates more likely to gain employment and be successful in their chosen occupations, which benefits themselves, the workforce, the community and the economy”

What are employers looking for:

 “Despite concerns that some graduates are not work-ready, employers repeatedly say that they do not want ‘trained’ recruits.  They want intelligent, rounded people who have a depth of understanding, can apply themselves, take responsibility and develop their role in the organisation.  Employers want graduate recruits who are educated and can demonstrate a wide range of attributes, not least the traditional high-level academic abilities of analysis, reflection, critique and synthesis.  Employers do not want graduates trained for a job, not least because jobs change rapidly”.

An employable graduate will have:

· A ‘good’ degree (first or upper second)

· A life outside of university (interests, activities, responsibilities)

· Work experience, preferably in high quality employment

· The qualities and skills employers are looking for (such as communication skills, teamwork, initiative, business awareness, enthusiasm, etc.)

· The ability to articulate their talents

· Skills in career planning and management

· Self-awareness and direction

What skills and attributes do employers want?

(a) Top ten competencies required in current employment in the UK;


(b) Ten most common shortfalls in competencies between what employers 

want and what graduates offer.

	(a) Top ten competencies required in current  employment in the UK.
	(b) Ten most common shortfalls in competencies between what employers want and what graduates offer.

	1. Working under pressure
	1. Negotiating

	2. Oral communication skills
	2. Taking responsibilities

	3. Accuracy, attention to detail
	3/4/5. Planning, co-ordinating and organising; Assertiveness, decisiveness, persistence; Time Management

	4. Working in a team
	

	5. Time management
	

	6. Adaptability
	6. Applying rules

	7. Initiative
	7/8. Computer skills; Leadership

	8. Working
	9. Oral communication Skills

	9. Taking responsibility and decisions
	10. Working under pressure

	10. Planning, co-ordinating and organising
	


‘Higher-level’ academic attributes/knowledge
· Analysis, critique, synthesis and lateral thinking 

· Subject-related professional knowledge  

Key Skills

· Interpersonal skills and emotional intelligence – getting along with other people, tact, diplomacy and being aware of other people’s views and concerns.

· Team-working – the ability to take appropriate roles in different situations and to develop and progress a project through discussion, negotiation and leadership.

· Written and oral communication skills – formal presentations at conferences and in meetings to informal communication with colleagues, negotiation and the ability to ‘network’.

· Numeracy – handle, display and interpret numerical data accurately and appropriately.  

· ICT proficiency – competence in word-processing, file maintenance, spreadsheets, presentation, e-mail and web-use.

Career management skills

· Self-awareness – graduates need proficiency in articulating what they have to offer and in selecting areas for further professional development.
· Self promotion – the capability to define and promote one’s own agenda and strengths.
· Opportunity taking – the ability to identify, create, research and seize opportunities.
· Planning – the ability to identify, implement, monitor and evaluate the steps needed to reach a goal.
· Networking – includes making and maintaining links with people through face-to-face, written, electronic and telephone communication.

Personal attributes/’soft’ skills

· Self-confidence, self-reliance and self-management, including time management Flexibility, adaptability, initiative and risk-taking 

· Being able to respond to change is essential and being able to anticipate change is even more useful.  

· Knowing when to show initiative and take risks and when to play safe is also valuable.
Business Awareness

· Organisational awareness – understanding how an organisation operates and how it is influenced by local, national and global circumstances.
· Commercial awareness – appreciating financial and resource constraints and being comfortable in working with budgets.
· Political awareness- awareness of the locus of power and influence.
· Entrepreneurship and intrapreneurship – the art of developing a business or working within an organisation to effect change and innovation in products or processes.
· Sustainable development - environmental awareness and the growing interest in corporate social responsibility (CSR), an area of professional life likely to assume increased importance in the future.
Activity 3 – Possible Interventions 

Delivering Employability and Learning through Work

· Professional-level work experience can significantly enhance students’ employability.

· It can also help to clarify career aspirations and plans as relatively few students have a view of the job(s) they want.

· There are many different forms of work-based learning (WBL), which can be considered for inclusion in the curriculum.  One of the most common is the WBL module.

Work Experience

· Work experience can have a positive impact on student’ academic performance, particularly if it is subject-related 

· Students report that work experience significantly benefits their skills, abilities and personal development.

· Employers increasingly prefer graduates with work experience, particularly if this if of professional quality.

· Students are more likely to be successful in obtaining employment if they have previously had good quality work experience.

· Work experience can act as a driver for innovation and helps connect learning and teaching, research and ‘third stand’ activities.

Guest speakers and workplace visits:  Learning about the workplace and how business, industry and organisations operate
Practitioners and employers from business, industry and other organisations can be used to provide an insight into the nature of their work.  When operating successfully, guest speakers can make the curriculum more relevant.  They can inform and motivate students and provide a forum in which they can ask questions.  Opportunities for using guest speakers to add an applied dimension to module delivery are not always taken.  However, although potentially valuable, guest speakers are not always well received by students who can see them as a ‘bolt on’ and of marginal relevance to the module and especially its assessment.

Workplace visits, like guest speakers, can be a useful complement to typical module delivery.  They provide an experience of ‘real-world’ environments and activities normally involve practitioners speaking to students in their working environment.  As with guest speakers, site/workplace visits can suffer from the tendency to be bolted-on to delivery rather than embedded.  To get the most out of site visits, they should clearly link to module learning outcomes, subject content and assessment.  Field courses can provide useful opportunities for these kinds of activity.

Careers Management and Workplace Understanding

An understanding of careers management and ‘transition skills’ (CVs, interviews etc.) is important both in helping students to obtain their first position and in underpinning their subsequent professional development.

Employability and Personal Development Planning (PDP)

· Since September 2005 it has been UK higher education policy that all students should have opportunities for PDP.  This is an area closely related to employability because PDP can be used to help students reflect on their career goals and their personal preparedness for the world of work (or post graduate study).

· Some students do not warm readily to the reflective learning and personal action planning which lie at the heart of PDP.  Making explicit the links with employability can help.  For example, PDP has much is common with the staff appraisal and performance management systems widely used in professional life.  PDP can, therefore, be an important ally for employability, while at the same time employability can be used to strengthen student and staff commitment to PDP.
What is PDP?  Personal Development Planning (PDP) is defined by the QAA (2000c) as:

‘a structured and supported process undertaken by an individual to reflect upon their own learning, performance and/or achievement and to plan for their personal, educational and career development’.

More specifically, PDP is:

· concerned with learning in an holistic sense (both academic and non-academic);

· something that an individual does with guidance and support: the support needed is likely to decrease as a person’s capacity to manage their development grows;

· a process that involves self-reflection, the creation of personal records, planning and monitoring progress towards the achievement of personal objectives;

· intended to improve the capacity of individuals to communicate their learning to others who are interested in it (e.g. academic staff and employers)

Through a process of monitoring, building and reflecting on their personal development 

PDP is intended to help learners:

· become more effective, independent and confident;

· understand how they are learning and relate their learning to a wider context;

· improve their general skills for study and career management;

· articulate their personal goals and evaluate progress towards their achievement;

· develop a positive attitude to learning throughout life.

How does PDP relate to enhancing employability?

PDP contributes to the enhancement of an individual’s employability in three key ways.  It assists students in:

· developing professionally the initial refinement of their career goals / career planning;

· actually getting a job – the recruitment process; and subsequently with their career.
