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Executive summary

Survey context and methodology

The Voice of London Employers (VoLE) 2010 survey was commissioned by London First to explore the views and attitudes of London’s employers towards the London labour market. London First represents 250 of the capital’s leading businesses, universities and colleges.

This survey covered 2,000 businesses and other employers located in Greater London and was sampled to be fully representative by sector and business size. The work was undertaken from November 2009 through to early March 2010.

Telephone interviews were undertaken with senior decision makers with responsibility for their London operations. In smaller organisations this was typically the Managing Director, while for large organisations this was the typically the Head of HR.

Results are weighted by the number of employees per organisation, in order to make clear the extent of influence of the views over the London workforce. For this reason, results are described in terms of employers representing a percentage of the total employment in the capital.

Recruitment priorities

When recruiting for their organisations, employers most value general employability skills, together with literacy and numeracy. English language skills are also valued, reflecting London’s international labour pool. Qualifications, while important, are far lower down the list of employer requirements.

Most London employers recruit from workers already active in the labour market. Employers also actively recruit from those that are out of work, although the explanation probably lies in the rise in the numbers of workers who are between jobs in the current economic climate. However, fresh recruits into the labour market from universities, colleges and schools are likely to face difficulties accessing employment, as far fewer employers draw on these markets for the skills they need.

Employers select for interview primarily on the basis of work experience and quality of written application. Employers accounting for around half of employment, also rely on the level and subject of qualifications. 

In deciding who to recruit, the emphasis moves away from the above factors to focus primarily on tangible performance at interview with key factors being: attitude and motivation, communication skills, general performance, and performance at competency based interview. 

In deciding who to promote, employers rely on performance on the job and job related skills, rather than on professional or academic qualifications obtained.

Relatively limited numbers of employers – representing less than a fifth of employment in the capital - are currently experiencing significant difficulties recruiting suitable staff. Where they exist, these difficulties are mainly around shortages of specific or technical skills and lack of appropriate work experience. Shortage of general employability skills together with poor motivation or attitude are other factors of concern. Large (200+) employers are less likely to be experiencing difficulties recruiting appropriately skilled staff, but where they do this is in the area of specific or technical skills. This is in contrast to micro (2-10) and small-medium organisations that suffer particularly from lack of general employability skills.

Despite the challenging economic conditions, over the past three years organisations accounting for around a third of employment have employed significant numbers of young people as apprentices and/or interns. In the coming years, just under half of those that have recruited apprentices/interns anticipate growth in these areas. Amongst employers that have not recruited significant numbers, the main reason cited is lack of appropriateness for their business.

Staff retention

Very few employers face difficulties in retaining staff. For those that do – employers representing just 7 per cent of employment – the most important factors are work-life balance, motivation to work, lack of career progression and poor terms and conditions. There is variation by organisation size: beyond the universal issue of work-life balance, large employers (200+) are concerned about poaching, while micro (2-10) and small-medium (11-199) face issues around pay and conditions.

Employers have adapted to the difficult economic conditions by defensive staff management strategies to retain permanent staff. Around half have chosen to change or introduce new policies to retain key workers during the down turn. However, employers accounting for around a quarter of employment have chosen to redeploy staff to other areas of their business, and lay off casual or contract staff.

Future employment trends
Employers representing 83 per cent of employment expect their staffing levels to stabilise or expand over the next year. Amongst those employers who are expecting to make significant redundancies, the driving factors are the downturn in their income, and efficiency improvements resulting in fewer staff required.

London employers believe first and foremost that it is the quality of their people that drives their competitiveness. The majority of employers – representing 93 per cent of employment – believe that recruitment of the best staff is important or very important to their productivity and competitiveness. This is followed closely by the quality of management processes and decisions and investment in employee training and development.

Few employers anticipate significant difficulties recruiting key staff either in the immediate or longer term future – employers accounting for 13 per cent of employment foresee significant difficulties 12 months from now, and only 14 per cent expect difficulties 3 years from now.

Of the employers that are anticipating difficulties in the immediate or longer term future, the biggest area for concern by far is a shortage of experienced and specialist skills (reported by 78 per cent of employers foreseeing problems). This is followed by a shortage of intermediate skills (employers representing 32 per cent of employment). 

Staff training and development

Training and development are seen by the Capital’s employers as being of vital importance – 93% of London employers provide these services for their staff. 

Employers tend to rely predominantly on in-house provision and training delivered by private training providers, with fewer utilising FE colleges and universities. Satisfaction with the services that these employers have received is perceived to be greatest for in-house training departments, cited by employers representing 87 per cent of employment, followed closely by satisfaction with private training providers at 84 per cent. Satisfaction levels are lower, although still very positive, for universities and FE colleges.

Employer views on agencies and public policies

Our research has found that three quarters of employers engage with private sector agencies to recruit their staff, and they rate these agencies as being the most effective in meeting their needs. Slightly fewer employers make use of job centres and their satisfaction is lower. Significantly fewer employers recruit directly from universities, FE colleges and schools, in that order.

London employers were asked about their awareness of five named government programmes/initiatives. More than half of employers have heard of Train2Gain and Business Link whilst around a quarter have heard of Flexible New Deal, Sector Skills Councils and the Skills Pledge.

However those employers that were aware generally considered that these programmes had not made significant positive contributions to their business. 
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Introduction
This work explores the views and attitudes of London’s employers towards the London labour market 

and follows on from the research undertaken in 2007. This work has been commissioned by London First who campaign to improve and promote London as the leading city in the world in which to do business. They are a membership group who are supported by 300 of the capital’s leading businesses, universities and colleges.

The report describes the findings of a survey of 2,000 representative businesses and organisations located in Greater London. The work was undertaken in November 2009 through to early March 2010, and was designed to collect strategic and management information from senior decision makers.

The results are representative of businesses and organisational establishments in the capital. Findings are discussed by sector and firm size where appropriate.
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Experian would like to thank the employers of London who took part in this survey. We appreciate that time means money and thank you for sharing your views on how the challenges of London’s labour market can be tackled.

We would also like to thank John Attree of London First who provided project guidance throughout.

1 Methodology
1.1 Project process
This project was undertaken in two phases, as follows:

· Phase 1: Developing and identifying, with significant involvement from London First the key issues impacting on London businesses that are not identified by existing research and conducting statistically robust primary research amongst London’s employers.

· Phase 2: Present conclusions to London First and document findings in a format that is suitable for dissemination and which provides actionable findings for strategy development.

A telephone survey was chosen as one of the most robust value-for-money methodologies for obtaining quantitative survey information and follows on from the methodology utilised in the 2007 research.

1.2 Sampling

1.2.1 Sample design

A sample of 2000 employers was considered large enough to provide robust results
, yet could be achieved within the tight project timescales. Overall, 2028 interviews were completed.

In terms of the sampling point, one of London First’s key stipulations was that survey information should be collected from a senior strategic viewpoint and therefore that the survey should be conducted at employer level, as opposed to establishment
 level. For example, in the instance of a large retailer, we would have interviewed a senior regional HR manager or director rather than individual store managers.

A key element of this project was to ensure that the sample of businesses interviewed was representative of both the business and employment pattern within London. However, we also had to ensure that we have a large enough sample in each of the sub groups for which we needed to obtain results. These included different groups based on industry, size of company and London sub region. 

To ensure the sampling method used was both robust, representative and comparative to the 2007 research, we drew on data on the make-up of London’s business and employment profile from the LDA’s Annual Business Survey and the Annual Business Inquiry (ABI). This data was used to set minimum (or in some cases maximum) quotas for the number of interviews to be conducted by industry, size of company and sub-region.  

The 16 industry sectors used in the VoLE survey are mostly based on the standard sectors set out in the Standard Industrial Classification (SIC) code structure. In addition we pulled out three sectors that are key to the London economy and which cut across the SIC structure; ICT (both Manufacturing and Services), Property Management & Services and the Creative sectors. Definitions for cross cutting sectors are consistent with LABS and were provided by the LDA/London First.

Size of company follows official EU definitions of micro, small, medium and large based on the number of employees in the company. Within the micro businesses category we interviewed only organisations with two or more people (i.e. excluded sole traders) in line with the methodology and definition of ‘employers’ used in the government’s National Employers Skills Survey NESS.

1.2.2 Sample source

Experian’s National Business Database (NBD) was used to source the business records. The NBD is the UK’s largest and most detailed database of commercially active organisations compiled from sources including Companies House, Thomson directories and Yellow Pages. As well as contact details, it contains information on the industry, size, location and structure of companies.

London First suggested it would be useful to draw on the database of VOLE2007 respondents who said they would be happy to be contacted for follow up research. The advantages of this include:

· All definitions/classifications would be consistent with the previous research 

· Businesses would not have to answer classification questions they had already been asked and instead we could spend more time getting to the bottom of the issues under investigation

· Cross tabulations could be produced from the results of the two surveys, providing more detailed information

1.2.3 Target respondent

Within micro organisations we targeted the Managing Director, owner or Chief Executive of the organisation. However, within larger organisations, our main point of contact was the most senior person in the whole of the organisation responsible for Human Resources or Personnel issues specifically in London. In some relevant instances and in extremely large companies, we interviewed this individual’s deputy.

1.2.4 Weighting

In order to truly reflect the views of London’s employers we have weighted the results. Weighting corrects for sample bias in the survey and ensures that results are reflective of the business composition in London, taking into account size and industry.

The findings reported in this document use employment weighting meaning our analysis focuses on the influence of business in terms of workforce size rather than giving equal weight to establishments regardless of whether they employ 2 or 2,000 staff. As the purpose of this report is to support policy development, this ensures that policy decisions are based on the scale of people affected. However, establishment weights are available on the data set to enable analysis by employer establishments.

The Office of National Statistics’s Annual Business Inquiry (ABI) was the source for statistics on business distribution by geography. These were adjusted to account for the fact that interviews were only undertaken with organisations with more than 1 employee. 

The weighting systems used was a ‘RIM weighting’ system, and the sample was weighted to reflect the distribution of establishments in London by:

· 4 size-bands (see Tables 1 and 2 below)

· 16 Industries (see Table 3 below)

1.3 Distribution of responses

The tables below show the distribution of the survey responses by size of employer and industry.

Table 1: Responses by employer size within London
	Number of employees in London
	Count

	2-9
	567

	10-49
	732

	50-250
	457

	251+
	272

	Total
	2,028

	Voice of London Employers Survey 2010


Table 2: Responses by employer size within organisation
	Number of employees in organisation
	Count

	2-9
	503

	10-49
	623

	50-250
	431

	251+
	471

	Total
	2,028

	Voice of London Employers Survey 2010


Table 3: Responses by industry sector
	Number of employees in organisation
	Count

	Primary and utilities
	23

	Manufacturing
	55

	Construction
	112

	Retail and wholesale
	302

	Hotels and catering
	202

	Transport, logistics & post
	109

	Banking and finance
	123

	Business and professional services
	320

	ICT
	51

	Central and local government
	71

	Education, health and social work
	226

	Creative
	116

	Voluntary and community
	119

	Other services
	29

	Property management/services
	74

	Leisure and recreation
	96

	Total
	2,028

	Voice of London Employers Survey 2010


2 Recruitment priorities 
2.1 The importance of employability

In pursuit of greater skills and employability the Government focus has been largely on qualifications as a proxy for skills, in part because qualifications can be quantified. Findings from VoLE, however, highlight the importance employers place on broad employability skills which are in part, but not wholly, captured by the qualifications held by employees.

Across a range of criteria which employers were asked to rate – shown in Figure 1 - it is general employability skills that employers most value in their workforce. Employers representing 92 per cent of the London workforce cite this as either very important or important. Basic literacy and numeracy (employers representing 81 per cent of employment) are also high on the agenda. Language skills remain highly relevant to the London labour market, reflecting the continued role and influence of foreign-born workers: the importance of English fluency for speakers of other languages is cited by just over three-quarters of employers. 

Beyond the trilogy of employability, literacy/numeracy and English language skills, there is a marked fall off in the importance attached to wider skills attributes by employers. Specialist/technical skills and specialist/technical qualifications are important to employers representing 48 per cent and 40 per cent of the workforce respectively. Management skills are cited as important by employers accounting for just 35 per cent of workers.

Employers accounting for around a third of the London workforce view a postgraduate/degree, A levels, and GCSEs (grades A-C) as being of importance to the skills of their workforce and there is a steep fall off in employer value attributed to the lower level qualifications of GCSEs (D-G), with 21 per cent deeming it important or very important.

Figure 1: Importance of qualifications and skills in relation to the overall composition of employees in London
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Source: Voice of London Employers 2010 & 2007
The ranking of recruitment criteria by employers is broadly consistent between 2007 and 2010, but the overall levels of importance have declined for some criteria over the time period. The explanation is likely to lie in the changes within the labour market context. The slight fall off in the number of employers citing the importance of specialist technical skills and qualifications and management skills is likely to reflect the fact that less recruitment is occurring for these types of job role (with the associated skills gaps), and therefore that they are lower on employers’ radars. In addition, as fewer employers are recruiting, amongst those that are available, there is likely to be greater availability of applicants that are appropriately skilled and experienced.
The importance of academic qualifications to an organisation has fallen short of 2007 levels, and again this is likely to reflect current labour market conditions. As the pool of recruits grows, the market value of lower level qualifications appears to be declining with a marked fall off in employers interested in GCSE grades D-G. Interestingly there is also a fall off in the importance attributed to degrees, though the value of A levels and GSCE grades A-C appears to be more consistent in the tight labour market conditions.

2.1.1 The pool of labour

The importance of general employability skills to an organisation is reflected in where employers recruit their workforce from. Figure 2 on page 10 shows employer responses to the question of which pools of labour they recruit from for their London operations. Employers representing a massive 90 per cent of London employment recruit from labour already employed in the capital. This indicates that a large component of recruitment is not about expanding the pool of workers in employment but a shifting amongst the existing labour pool. Some of this shift will be voluntary as workers seek out alternative employment for a change of scene, career development, or additional monies; and some of this shift will be through employer poaching of the more highly skilled workforce. 

Employers accounting for 77 per cent of London’s employment recruit from those that are unemployed. On the surface this is a positive sign that there is life after redundancy for many workers. However, given the well documented difficulties of the long term unemployed accessing employment this is likely to reflect the expanding pool of skilled labour that is ‘in between jobs’ during the economic downturn. 

Fewer employers choose to recruit from the pool of young people or graduates, and this in turn reflects employer desires for employability skills and experience, and the fact that in this respect young people entering the labour market cannot effectively complete with those already in the labour market. Graduates and college leavers make up the recruitment pool for employers representing 53 and 52 per cent of employment respectively, while school leavers are considered by far fewer - employers accounting for 37 per cent of employment. 

Figure 2: Which of the following groups does your organisation recruit from for its London operations?
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Source: Voice of London Employers 2010
Focussing on employers who are recruiting from those that are unemployed, there are some variations between businesses in different sectors and of different sizes. Sector such as Central and Local Government and Hotels and Catering tend to be more likely to recruit from this group (employers accounting for 88 and 87 per cent of employment respectively) whilst other sectors are far less likely to recruit from this pool - such as Banking/Finance and ICT (employers accounting for 65 and 66 per cent of employment respectively).

Large businesses (200+) are the most likely to recruit from the unemployed (businesses accounting for 86 per cent of employment) whilst micro businesses (2-10) are the least likely (businesses accounting for 58 per cent of employment).

2.1.2 Selection for interview

Various factors are taken into consideration when employers decide which applicants to select for interview, and the relative importance of these factors is shown in Figure 3.

Work experience remains the most important factor when sifting applicants for interview, cited by employers representing 71 per cent of employment. This reflects the value employers place on general employability skills in the functioning of their organisations. This other key factor in selecting applicants is the quality of the written application, deemed to be very important or important by employers representing 67 per cent of employment. Given the importance employers place on basic literacy/numeracy skills for the functioning of their organisations it suggests that employers are using the application letter as an indicator of such skills.

The level and subject of qualifications is cited as important by employers accounting for 50 per cent and 46 per cent of employment. Despite the importance attached to work experience (employers accounting for 71 per cent of employment), there is less concern about where the experience came from with considerable fewer ranking as important the reputation of a candidates previous employer, cited by employers representing 45 per cent of employment. While many employers do value life experience, it is clearly no substitute for work experience, with employers representing 40 per cent of employment citing it as very important or important.  

Figure 3: Importance of factors in deciding which applicants to interview
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Source: Voice of London Employers 2010 & 2007
The pattern of responses in the 2010 VoLE survey is broadly consistent with that of 2007 with the ranking of factors being exactly the same as in 2007. The marginally lower percentages returned in 2010 is likely to reflect the tightening of the labour market with recruitment less likely to be on the forefront of employer’s minds compared to 2007 when better economic conditions would have meant recruitment would have been at the forefront of employers’ thoughts. It is also worth noting that with longer trend data, it would be easier to asses this further.   

2.1.3 Securing employment

In respect of which candidates an employer chooses to employ it is clear that employers are evidence-based in their selection, focussing on tangible performance indicators rather than relying on prior qualifications attained to make a judgement about likely performance in their organisations.

The importance employers attach to a range of factors in deciding which applicants to employ are shown in Figure 4. Attitude and motivation at interview, together with communication skills and general interview performance are the main criteria on which employers hire, cited by employers representing 94, 93 and 91 per cent of employment respectively. Performance at competency based interviews is also key to selection, being important to employers representing 81 per cent of employment. 

The other main factors that contribute to a decision to hire are work experience (employers representing 69 per cent of employment), the results of tests or exercises at interview (63 per cent) and the quality of the written application (62 per cent).

Other factors, although still important, are cited by employers representing less than 45 per cent of employment and include: level of qualification, reputation of previous employer, life experience, qualification subject, and education institutions attended. 

Figure 4: Importance of factors in deciding which applicants to employ
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Source: Voice of London Employers 2010 & 2007
Findings for VoLE 2010 are broadly in line with those of 2007. Although some of the figures are marginally lower than they were in 2007, this is in part explained in the same way as the marginally lower percentages returned in relation to importance of factors in deciding which applicants to interview. 

There is some interesting variation in the fall off of importance attached to the level of qualifications (though the fall is marginal) and subject of qualifications. With only 2 points of reference we cannot see this as a trend, but it possibly reflects the greater availability of candidates with employment histories and experience because of employment contraction, enabling employers to fish in experienced labour pools. This is in comparison to the uptake of new recruits, which tends to occur in tight labour markets, and for whom their qualification is their main offer.

2.1.4 Promotion and development

Employers’ views on the factors that influence progression or an employee being considered for further responsibility or promotion are shown in Figure 5.

When employers assess the potential of individuals to progress the dominant 2 factors are improvement in their performance and improvement in their skills on the job, both cited by employers representing 88 per cent of employment. Industry/professional qualifications (47 per cent), length of service (39 per cent) and government approved qualifications (30 per cent) are cited by less than half of all employers. Industry/professional qualifications are of greater relevance in securing advancement than government approved qualifications hence the policy imperative of aligning government approved qualifications to employer-recognised professional standards. 
Figure 5: Importance of factors when deciding whether an employee has progressed in their role and should be considered for further responsibility, or promotion?
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Source: Voice of London Employers 2010 & 2007
The pattern of responses in the 2010 VoLE survey is generally consistent with the findings of 2007.

2.2 Skills shortages and gaps
In the current labour market, the majority of employers are not experiencing difficulties in recruiting suitable staff for their organisations. The findings are shown in Figure 6 on page 14.

Employers accounting for 82 per cent of employment in London are not facing difficulties recruiting staff. However, of the 18 per cent that are, there are sector and size variations.
Figure 6: Do you currently have significant difficulties in recruiting suitable staff for your organisation?
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Source: Voice of London Employers 2010
The employers experiencing difficulties (that is employers accounting for 18 per cent of employment) were asked about the factors that contributed to this difficulty. The results are shown in Figure 7.

The main factors contributing to the recruitment difficulties are the shortage of specific or technical skills and a lack of appropriate work experience, reported by employers accounting for 61 and 60 per cent of employment respectively. Other key factors are a shortage of general employability skills and poor motivation/attitude amongst applicants, cited by 52 and 54 per cent respectively. 

Figure 7: Importance of factors in contributing to the significant difficulties that you encounter in recruiting suitable staff for your organisation?
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Source: Voice of London Employers 2010
There are some notable differences in the recruitment difficulties faced by industries: 
· Specific/technical skills shortages are particularly problematic for Construction, Banking & Finance, Business and professional services, and Central & Local Government.

· Lack of appropriate work experience is an issue for Construction, Banking & Finance, Property management services, Leisure & recreation, and Retail & wholesale. 

· A shortage of general employability skills is a large contributor in Property Management/Services, Manufacturing, and Retail & Wholesale.
· The poor motivation of recruits is a particular concern for manufacturing.

· Restrictions on the flow of immigrants to London does not figure highly for most sectors, however, it still has resonance for two sectors in particular, Construction and Hotels and Catering where businesses accounting 45 and 40 per cent of employment cite immigration policy as a significant inhibitor to recruiting key staff.

There are also variations by organisation size, displayed in Table 4 on page 16, with notable differences being:

· Of the large employers (200+) experiencing recruitment difficulties, this is mainly in the area of specialist/technical skills.

· With the above exception, large employers report less recruitment issues across the board, reflecting the investment they are able to make in the recruitment process, and their associated ability to attract higher calibre candidates.

· Shortage of general employability skills contributes to the recruitment difficulties of micro (2-10) and small-medium organisations (11-199) more so than large organisations (200+), possibly reflecting the demands on employees in smaller organisations to be broadly skilled.

Table 4: How important are the following factors in contributing to the difficulties that you encounter in recruiting suitable staff for your organisation? 

(% employers who responded important or very important, weighted by employment, base = all who have had significant difficulties in recruiting suitable staff)
	
	2-10
employees
	11-199
employees
	200+
employees

	Shortage of general employability skills
	63%
	68%
	40%

	Shortage of specific/technical skills
	61%
	56%
	67%

	Poor motivation/attitude amongst applicants
	63%
	59%
	44%

	Restrictions on the flow of immigration into London
	20%
	19%
	22%

	Cost of recruitment
	38%
	40%
	21%

	Too many applicants
	24%
	26%
	17%

	Low number of applicants
	37%
	46%
	49%

	Lack of qualifications
	44%
	38%
	35%

	Lack of work experience
	64%
	58%
	59%

	Other
	10%
	6%
	13%

	Voice of London Employers Survey 2010


2.3 The recruitment of apprentices and interns

2.3.1 Prevalence of apprenticeships and internships

The current economic climate has raised widespread concerns about the opportunities for young people to get a foothold in the labour market. Equally, employers have long argued that academic qualifications leave young people inappropriately skilled for the demands of employment. A solution to both concerns lies in the availability of apprenticeships and internships. Apprenticeships in particular are at the heart of current government policy to offer alternative vocational routes to learners, whilst meeting employer needs for general employability and specific technical skills.
Figure 8 shows the proportion of employers that have recruited significant numbers of young people as apprentices and/or interns over the past 3 years (in other words this covers the period preceding the economic downturn). While we do not have a benchmark with which to compare these findings - the fact that employers representing approximately a third of London employment recruit apprentices and/or interns - seems positive. However, there remains more than half (employers representing 54 per cent of employment) that do not recruit significant numbers of either/or apprentices/interns.

Figure 8: Has your organisation recruited significant numbers of young people in the past three years as apprentices and/or interns?
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Source: Voice of London Employers 2010
Looking forward, even though the economic climate is tough, employers are generally bullish about the expansion of apprenticeships over the coming years. The results are shown in Figure 9 on page 18. Employers representing 49 per cent of employment expect apprenticeships to grow, compared to 5 per cent that anticipate a decline. The picture for internships is similar, with employers representing 44 per cent of employment expecting growth compared with 5 per cent expecting decline. The anticipated growth of apprentices and interns may reflect the policy push of this agenda and the availability of public funds to encourage employer uptake.

Figure 9: Development of these programmes in the coming years
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Source: Voice of London Employers 2010
Table 5 opposite shows the sector breakdown of employers in relation to the recruitment of apprentices and interns, the main differences highlighted are:

· Employers in Central & local government, Construction, Hotels & catering, and Leisure & recreation are most likely to have recruited substantial numbers of apprentices.

·  Interns are mainly recruited in the Creative industry, Central & local government, Hotel and catering, and ICT.

· The sectors least engaged in recruitment of apprentices/interns are Manufacturing and Transport, logistics and post. 
Table 5: Has your organisation recruited significant numbers of young people in the past 3 years as apprentices and/or interns? 

(% of employers: weighted by employment, base = employers that have recruited a significant number of young people in the past three years)

	
	Manufacturing
	Construction
	Retail and Wholesale
	Hotels and Catering
	Transport, Logistics & Post
	Banking & Finance
	Business & Prof.  Services
	ICT
	Central & Local Govt.
	Education, Health & Social Work 
	Creative
	Voluntary & Community
	Property Management/Services
	Leisure/Recreation

	Apprentices 
	24
	45
	29
	40
	21
	31
	28
	33
	48
	30
	30
	16
	33
	40

	Interns 
	11
	29
	34
	43
	13
	36
	34
	43
	47
	31
	48
	39
	34
	34

	NO
	74
	45
	55
	44
	74
	54
	53
	51
	44
	57
	47
	56
	52
	53

	Voice of London Employers Survey 2010


In addition to sector difference, there is variance by organisation size, shown in Table 6. The main difference is that:

· Large (200+) organisations are the most likely to have recruited apprentices/interns with employers representing 48 per cent of employment reporting that they do not, compared to employers accounting for 66 per cent of employment in micro businesses (2-10).

Table 6: Has your organisation recruited significant numbers of young people in the past 3 years as apprentices and/or interns? 

(% of employers: weighted by employment, base = employers that have recruited a significant number of young people in the past three years)

	
	2-10

employees
	11-199

employees
	200+

employees

	Apprentices or equivalents 
	21
	29
	38

	Interns 
	25
	33
	39

	NO
	66
	55
	48

	Voice of London Employers Survey 2010


2.3.2 Factors affecting the take-up of apprentices and interns

Employers that had not recruited young people in the past three years were asked about the factors that prevented them from doing so. The findings are shown in Figure 10 on page 20. The overwhelming reason for why employers do not recruit apprentices and interns is because they do not feel they are ‘appropriate for our business’, reported by employers representing 65 per cent of employment. This indicates that far more is required from policy makers to tailor such programmes to meet business needs and convince employers that the recruitment of apprentices and interns is in their business interests. The challenge will be even greater given the tough economic conditions, with employers representing almost a quarter of London employment indicating that they are not recruiting apprentices/interns because they are not expanding.

Figure 10: What are the main factors that inhibit you from recruiting apprentices and interns?
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Source: Voice of London Employers 2010
The results by sector cannot be analysed in detail due to low sample size, however, the results illustrate that there is interplay between appropriateness for business needs, coupled with the economic fortunes of the sectors. For example:

· Manufacturing and Construction employers are more well-disposed to the business appropriateness of apprentices and interns but are struggling with contraction in their sectors.

· The benefits of apprentices and interns are least clear for employers in Banking & finance, and Business and professional services (traditionally sectors that recruit highly skilled labour). 

Table 7 displays the organisation size breakdown of factors that influence employers apprentice and intern recruitment decisions the results show that:

· Irrespective of size, employers representing around two-thirds of employment in organisations of all sizes do not believe that apprentices and interns are appropriate to their business.

· In addition to this belief, micro organisations (2-10 employees) are more likely to highlight the fact that they are not expanding, the lack of clear benefits, the complexity of employment legislation and the high costs as inhibiting factors.

Table 7: What are the main factors which inhibit you from recruiting apprentices and interns? 

% of employers: weighted by employment, base = all that have not recruited young people in the past 3 years) 

	
	2-10

employees
	11-199

employees
	200+

employees

	Not appropriate for our business
	64%
	66%
	66%

	Costs are too high
	20%
	10%
	7%

	Employment legislation complexity
	12%
	8%
	9%

	No clear benefits
	23%
	17%
	14%

	Not currently expanding
	38%
	27%
	15%

	Voice of London Employers Survey 2010


3 Staff retention

3.1 Retention 
Unsurprisingly in the current economic climate, the majority – employers representing 93 per cent of employment - do not report significant difficulties in retaining staff, shown in Figure 11. 

Figure 11: Do you currently have significant difficulties in retaining staff within your organisation?
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Source: Voice of London Employers 2010
For the small proportion of employers (those representing 7 per cent of London employment) that do experience difficulties in retaining staff, the main factor reported is work/life balance (employers representing 54 per cent of employment), followed by motivation to work (48 per cent), lack of career progression prospects (47 per cent) and poor terms and conditions. These findings are shown in Figure 12. While travel to work difficulties feature lower, it is likely that the longer travel to work reach of the London labour market plays a factor in employees work/life balance.

Figure 12: How important are the following factors in relation to difficulties in retaining staff?
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Source: Voice of London Employers 2010
Due to small sample size, we cannot reliably analyse retention factors by sector. However, Table 8 on page 24 shows the factors influencing retention by organisation size, in particular the uphill struggle for micro organisations to hold onto staff:

· Work/life balance is an important factor for over half of all organisations, regardless of size.

· In addition to work/life balance, large employers (200+) believe that lack of career progression prospects and poaching by competitors are the main challenge to retention. 

· In addition to work/life balance, small-medium organisations (11-199) report poor terms and conditions and motivation as key factors affecting retention.

· Micro businesses report the same challenge as their small-medium counterparts, namely motivation and poor terms and conditions, but lack of career progression prospects are also a problem. 

Table 8: How important is the following factor in relation to difficulties in retaining staff? 

(% of employers responding important or very important: weighted by employment, base = all with significant difficulties in retaining staff within your organisation; weighted by employee)
	
	2-10

employees
	11-199

employees
	200+

employees

	Poaching by competitors
	40
	26
	48

	Lack of career progression prospects
	48
	41
	50

	Poor terms and conditions (i.e. pay) offered
	50
	56
	34

	Working environment
	36
	29
	26

	Motivation to work
	55
	50
	44

	Work/life balance
	52
	51
	56

	Travel to work difficulties
	38
	35
	33

	Voice of London Employers Survey 2010


3.2 Retention policies
London employers were asked about the policies they have introduced or expanded to retain key skilled people during the downturn. The findings are shown in Figure 13. In line with the fact that employers are overwhelmingly not experiencing retention problems the majority (employers accounting for 47 per cent of employment) have not introduced any policies. The other policies reported show a defensive behaviour by businesses as they seek to rein in payroll costs while avoiding layoffs of permanent and key staff in anticipation of economic recovery:

· Redeployment of staff (reported by employers representing 27 per cent of employment).

· Laying off of casual/contract staff (24 per cent)

· Reduction in working hours (19 per cent)

· Secondments (18 per cent) 

· Voluntary redundancies (17 per cent)

The other factors supporting retention of key personnel in the downturn are factors that support the work/life balance, in addition to reducing the drain on payroll, for example job sharing (employers representing 16 per cent of employment), career breaks (12 per cent) and sabbaticals (10 per cent).

Given the relative freeze on pay, few employers are responding with increased incentives and benefits (employers accounting for 3 per cent of employment) and it seems that the trade-off for employees is reduced threat of redundancy with very few employers undertaking compulsory redundancies (reported by employers representing 2 per cent of employment).

Figure 13: What policies have you introduced or expanded in order to retain key skilled people in your organisation during the downturn?
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Source: Voice of London Employers 2010
Table 9 on page 26 displays the sector variations in employer deployment of retention policies:

· Banking and finance and ICT businesses appear to be less likely to be experiencing retention problems in comparison to other sectors. 

· Central and local government appear to be doing more than other sectors to retain key skilled people although, they also appear to be the most likely to offer voluntary redundancies.

· Redeployment of staff appears to be taking place across the board as businesses channel staff into more productive areas of their business. 

Table 9: What policies have you introduced or expanded in order to retain key skilled people in your organisation during the downturn? 

(% of employers: weighted by employment, base = all)
	
	Manufacturing
	Construction
	Retail and Wholesale
	Hotels and Catering
	Transport, Logistics & Post
	Banking & Finance
	Business & Prof.  Services
	ICT
	Central & Local Govt.
	Education, Health & Social Work 
	Creative
	Voluntary & Community
	Property Management/Services
	Leisure/Recreation

	None
	51
	43
	52
	42
	52
	54
	39
	54
	29
	52
	51
	50
	37
	58

	Reduction in working hours
	15
	17
	22
	37
	19
	9
	18
	4
	23
	17
	12
	19
	17
	20

	Sabbaticals
	3
	11
	5
	5
	6
	3
	15
	13
	23
	11
	11
	11
	16
	9

	Job sharing
	2
	9
	11
	18
	12
	9
	13
	3
	50
	19
	12
	14
	15
	14

	Career breaks
	1
	8
	14
	10
	6
	5
	13
	10
	35
	10
	9
	6
	9
	8

	Redeployment of staff
	10
	22
	26
	26
	26
	21
	31
	27
	57
	24
	16
	27
	40
	21

	Secondments
	4
	14
	9
	8
	13
	15
	18
	15
	60
	19
	12
	17
	21
	12

	Laying off casual/contract staff
	26
	41
	17
	20
	24
	18
	28
	27
	42
	19
	22
	22
	33
	19

	Voluntary redundancies 
	16
	20
	12
	13
	23
	11
	23
	18
	29
	15
	14
	16
	22
	12

	Voice of London Employers Survey 2010


Table 10 displays the organisation size breakdown of policies that have been introduced or expanded in order to retain key skilled people, and the key findings by organisation size for not changing policies are:

· Micro organisations are the least likely, by size, to amend policies to retain key skilled personnel

· Large organisations seem to be the most adaptable, with two-fifths citing that they have not made any policy changes

· Over half of all small-medium organisations have not amended policies in the downturn, in an attempt to retain key skilled personnel.

Table 10: What policies have you introduced or expanded in order to retain key skilled people in your organisation during the downturn? 

(% of employers: weighted by employment, base = all)
	
	2-10

Employees
	11-199

employees
	200+

employees

	None
	61%
	52%
	39%

	Reduction in working hours
	14%
	18%
	21%

	Sabbaticals
	4%
	6%
	16%

	Job sharing
	11%
	11%
	22%

	Career breaks
	5%
	6%
	19%

	Redeployment of staff
	9%
	19%
	40%

	Secondments
	4%
	9%
	29%

	Laying off casual/contract staff
	17%
	20%
	30%

	Voluntary redundancies (of other staff)
	8%
	13%
	24%

	Voice of London Employers Survey 2010


4 Future employment trends

4.1 Future staffing levels

In the context of the challenging economic climate, London employers were asked whether they anticipated a change in employment levels over the coming year. Employers representing 17 per cent of employment in the capital anticipate a contraction in staffing levels. These employers anticipating contraction were then asked about the importance of a range of factors influencing these expectations. Findings are shown in Figure 14.

The majority of employers (representing 70 per cent of employment) cite the downturn in their incomes as leading them to reduce their staffing levels. This is followed by employers representing half of employment, citing efficiency improvements leading to the need for lower staffing levels. 

Figure 14: How important have each of the following factors been in contributing to the fall in staffing levels that you expect over the next year?
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Source: Voice of London Employers 2010
These same employers that report a contraction in their employee levels over the coming year were also asked whether they were currently implementing a significant redundancy programme in their organisations. Findings are shown in Figure 15 on page 28. Employers accounting for 17 per cent of those with a contraction in staffing levels report operating a redundancy programme. This suggests that employers representing around four-fifths of employment are reducing their workforce through other means such as natural wastage. 

Figure 15: Are you currently carrying out a significant redundancy programme within your organisation?
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Source: Voice of London Employers 2010
Although we can’t analyse these results by size and sector due to low sample sizes, micro (2-10) businesses appear to be suffering more than small to medium (11-199) and larger businesses (200+) with micro organisations representing nearly a third of employment carrying out a significant redundancy programme.

4.2 Factors affecting organisational effectiveness

London employers were asked about the main factors that influence their productivity and competitiveness. The results are shown in Figure 16 and indicate that employers believe that first and foremost it is the quality of their people that drives competitiveness. 

The majority of employers (employers representing 93 per cent of employment) believe that recruitment of the best staff is very important or important to their productivity and competitiveness, followed by the quality of management processes and decisions (employers representing 87 per cent of employment), investment in employee training and development (employers accounting for 81 per cent of employment). HR policies and investment in technology are seen to be important for employers accounting for 77 per cent and 70 per cent of employment. 

Figure 16: Can you rate the following factors according to their importance in contributing to your organisation's productivity or competitiveness with other organisations?
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Source: Voice of London Employers 2010 & 2007
The pattern of responses between VoLE 2010 and 2007 are in line. Taxation and regulation appears to have become marginally less of an issue over time, and the scale of the change is significant. However, further time periods of data are needed to determine whether this is a trend, and its relationship with the changes to public policy. 

4.3 The recruitment outlook

In light of the importance that employers attached to the recruitment of the most skilled and able staff for their organisational competitiveness, very few employers foresee significant difficulties recruiting key staff in either the immediate or longer term future, as shown in Figure 17 on page 30.

In the forthcoming 12 months, employers accounting for 13 per cent of employment foresee significant difficulties, while employers accounting for 83 per cent of employment report none. Looking out over the next 3 years, few employers report a concern that their recruitment difficulties will worsen: employers representing 14 per cent are concerned compared to 74 per cent that report none. (The fall in employers reporting no significant difficulties is reflected in the fact that more employers report ‘don’t know’ as we ask them to look forward over a longer time period, reflecting greater uncertainty). 

Figure 17: Do you foresee any significant difficulties in recruiting key staff in the future?
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Source: Voice of London Employers 2010
There are some stark differences in response by sector, and shown in Table 11. These are that: 

· Employers in Central and Local Government are massively more likely to report expectations of future recruitment difficulties (employers representing 53 per cent of employment in the sector)

· Education, Health & Social work are also more likely to anticipate future significant recruitment difficulties (employers representing 19 per cent of employment).

· The fact that it is the large public sectors that anticipate recruitment difficulties may in part reflect political uncertainty around the election, and the change that may come thereafter.

Table 11: Do you foresee any significant difficulties in recruiting key staff in the future?
(% of employers: weighted by employment, base = all who envisage significant difficulties in recruitment of key staff in the future)
	
	Manufacturing
	Construction
	Retail and Wholesale
	Hotels and Catering
	Transport, Logistics & Post
	Banking & Finance
	Business & Prof.  Services
	ICT
	Central & Local Govt.
	Education, Health & Social Work 
	Creative
	Voluntary & Community
	Property Management/Services
	Leisure/Recreation

	Yes
	9
	14
	11
	11
	15
	14
	11
	3
	53
	19
	16
	16
	14
	15

	No
	91
	86
	89
	89
	86
	86
	89
	97
	47
	81
	84
	84
	86
	85

	Voice of London Employers Survey 2010


Analysis by size of organisation also shows a distinct pattern, shown in table 12. Anticipation of difficulties in recruitment in future rises in line with organisation size. Employers accounting for 21 per cent of employment in large (200+) organisations expect significant difficulties, in contrast to employers accounting for 11 per cent of employment in micro (2-10) organisations

Table 12: Do you foresee any significant difficulties in recruiting key staff in the future? 

(% of employers: weighted by employment, base = all who envisage significant difficulties in recruitment of key staff in the future)
	
	2-10

employees
	11-199

employees
	200+

employees

	Yes
	11
	14
	21

	No
	89
	87
	79

	Voice of London Employers Survey 2010


The minority of employers that expect significant recruitment difficulties over the coming 12 month and/or 3 year period were then asked where the skills shortages were likely to be. The findings are shown in figure 18 on page 32. The biggest area for concern by far is a shortage of experienced and specialist skills.
Figure 18: Where do think that the shortages will lie, that may cause significant difficulties in recruiting key staff in the future?
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Source: Voice of London Employers 2010
5 Staff training and development

5.1 Provision of training and development

The majority of London employers provide training and development services, with employers representing just 7 per cent of employment reporting that they offer none. The results are shown in Figure 19.

Employers primarily rely on in house training provision and that delivered by training providers, employers accounting for 80 per cent and 61 per cent of employment respectively. Far fewer utilise FE colleges and university institutions (29 per cent and 21 per cent respectively).

Figure 19: Which of the following sources does your organisation use to provide training and development services?
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Source: Voice of London Employers 2010
The patterns of responses between VoLE 2010 and 2007 are in line.

Employers that had used the sources to supply training and development services were asked about their satisfaction with the services they received. The results are shown in Figure 20. Across all providers satisfaction levels are very positive.

Satisfaction (employers agreeing they are satisfied or very satisfied) is greatest for in house training departments, cited by employers representing 87 per cent of employment, followed closely by satisfaction with private training providers (84 per cent). Satisfaction is lower, but still very positive for universities and FE colleges.

Figure 20: How satisfied were you with the quality of the following sources used to provide training and development services?
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Source: Voice of London Employers 2010 & 2007
The pattern of responses between VoLE 2010 and 2007 are broadly comparable.
6 Employer views on agencies and public policy

6.1 Satisfaction with agencies and providers
Figure 21 shows the extent to which employers have engaged with providers and agencies supplying new recruits, and for those that have engaged with these bodies, the extent to which they view them to be effective or very effective in providing suitably skilled people for their organisations.

The majority of employers engage with private sector agencies for recruitment purposes (employers representing just a quarter of employment have not had dealings with private sector agencies) and also rate these agencies as being amongst the most effective in meeting their needs for skilled recruits (employers representing 40 per cent of employment). Slightly fewer employers make use of job centres (employers representing 29 per cent of employment do use job centres) and satisfaction is lower, with employers accounting for 19 per cent of labour rating them as effective or very effective. Far fewer employers make use of third sector agencies, and effectiveness is lower still amongst those that do.

Looking at employer use of the education institutions to provide skilled labour, employers look mainly to universities, with employers representing just 29 per cent of employment not making use of the body, while comparable figures for FE colleges are 46 per cent and for schools, 55 per cent. Of those that make use of universities and FE colleges for recruitment purposes, effectiveness is higher for universities (rated as effective of very effective by employers representing 28 per cent of employment compared to 17 per cent for FE colleges). 

Figure 21: How do you view the effectiveness of each of the following bodies in providing suitably skilled people for your organisation to recruit?
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Source: Voice of London Employers 2010
6.2 Awareness of programmes and initiatives

As part of this research, we asked London businesses about their awareness of five names government programmes/initiatives and the results were very much mixed. More than half of businesses have heard of Train2Gain and Business Link whilst around a quarter have heard of Flexible New Deal, Sector Skills Councils and the Skills Pledge. A fifth of businesses have not heard of any of these (see Figure 22).

The implications of this lack of/awareness are that employers need to be aware of such programmes to be able to utilise them to their own advantage.  Better targeted marketing may be required by the programmes and the government bodies involved to ensure that programmes are fully utilised by the users that they have been developed for. However the proportion of employers that cite the impact of these programmes for their business is positive to quite low.

Figure 22: Awareness of Government programmes and the impact of the programmes on their business
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Source: Voice of London Employers 2010 
The awareness and impact of the programmes varies by sector and size of business. The main differences are identified in the points below:

· Sector Skills Councils provided the most positive impact for Manufacturing and ICT businesses; however, awareness is greatest for Central and Local Government.

· Central & Local Government and Voluntary & community sectors cited the most positive impact from Train2Gain.

· Property Management/Services and Hotels & Catering have gained most from Business Link, whilst awareness is greatest for businesses in Manufacturing and Transport, Logistics and Post.

· The Skills Pledge was favoured most by Hotels & Catering and the Education, Health & social Work sectors.

· The flexible New Deal did not display any particular favourable results, although it was most popular with Education, Health & Social Work.

· A quarter of large (200+) organisations saw a positive impact from Train2Gain, with this being the most popular program within this size band.

· Micro (2-10) organisations favoured business link.

· Around a fifth of small-medium (11-199) organisations saw a positive impact from Train2Gain and Sector Skills Councils. 

Businesses were also asked an open ended question about which single change they would like the government to make in their employment and skills policies to improve the operation of their organisation. These open responses were then grouped and coded. The results are shown in Table 13 on page 38. 

The greatest proportion of businesses would like to see more funding being made available for training programmes (22 per cent). This was followed by a reduction in tax and cost relating to employment and a reduction in bureaucracy/red tape (both at 12 per cent) and positive improvements to the schooling system (9 per cent). 

Table 13: If you could ask the government to make one change in their employment or skills policies to improve the operation of your organisation, what would it be? 

(% of employers: weighted by employment, base = all employers that have identified an area of improvement)

	
	

	More funding for training programmes
	22%

	Tax and costs of employment
	12%

	Bureaucracy/red tape
	12%

	Improve school education
	9%

	Immigration
	5%

	Jobcentre Plus and benefits
	4%

	Employment laws
	3%

	Basic skills
	3%

	Expand Higher/Further Education
	3%

	Efficiency/flexibility of existing programmes
	3%

	Equal opportunities
	2%

	Apprenticeships
	2%

	Minimum wage
	2%

	Internships
	2%

	Small business support
	2%

	Childcare
	1%

	Congestion charge
	1%

	ESOL
	1%
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Statistical reliability
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The Voice of London Employers Survey statistical reliability

The respondents to the Voice of London Employers are only samples of the total ‘population’, so we cannot be certain that the figures obtained are exactly those we would have if all employers in London had been interviewed (the ‘true’ values).  We can, however, predict the variation between the sample results and the ‘true’ values from knowledge of the size of the samples on which the results are based and the number of times that a particular answer is given.  The confidence with which we can make this prediction is usually chosen to be 95% - that is, the chances are 95 in 100 that the ‘true’ value will fall within a specified range.  

The confidence interval for the Voice of London Employers survey results, which draws on the views of over 2000 employers, is between ±1 and 2% depending on the percentage of respondents giving each particular response. For example, where 30% give a particular answer, the chances are 95 in 100 that the ‘true’ value (which would have been obtained if all employers in London had been interviewed) will fall within the range +2 percentage point from the result (i.e. we are 95% confident that the true value lies between 28% and 32%).

The table below illustrates the predicted ranges for various percentages results as well as other relevant sample sizes at the ‘95% confidence interval’.

	Approximate sampling tolerances (±%)

	
	Percentage of respondents giving particular response

	
	10% or 90%
	30% or 70%
	50%

	Size of sample
	±
	±
	±

	100 interviews
	6
	9
	10

	200 interviews 
	4
	6
	7

	500 interviews
	3
	4
	4

	1,000 interviews
	2
	3
	3

	2,000 interviews
	1
	2
	2
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Experian

Experian is a global leader in providing information, analytical and marketing services to organisations and consumers to help manage the risk and reward of commercial and financial decisions.

Combining its unique information tools and deep understanding of individuals, markets and economies, Experian partners with organisations around the world to establish and strengthen customer relationships and provide their businesses with competitive advantage.

For consumers, Experian delivers critical information that enables them to make financial and purchasing decisions with greater control and confidence.

Clients include organisations from financial services, retail and catalogue, telecommunications, utilities, media, insurance, automotive, leisure, e-commerce, manufacturing, property and government sectors.

Experian Group Limited is listed on the London Stock Exchange (EXPN) and is a constituent of the FTSE 100 index. It has corporate headquarters in Dublin, Ireland, and operational headquarters in Costa Mesa, California and Nottingham, UK. Experian employs around 15,500 people in 36 countries worldwide, supporting clients in more than 65 countries. Annual sales are in excess of $3.8 billion (£1.9 billion/€2.8 billion). 

For more information, visit the Group's website on www.experiangroup.com 
The word 'Experian' is a registered trademark in the EU and other countries and is owned by Experian Ltd and/or its associated companies. 
Experian Public Sector

Experian has been working with the public sector for over 20 years. We specialise in delivering cost benefits and efficiencies across a broad range of public services. We help the public sector meet its transformational objectives using a powerful mix of insight and delivery technology that accelerates costs savings and service improvement. Our capabilities include:

Strategic insight
Formulate policy

We provide policymakers with accurate information on economic performance and the behaviour of citizens and their demand for services now and in the future.

Understand citizens and businesses

We provide a detailed understanding of customers and their needs, to optimise the delivery of services and improve social outcomes.

Operational efficiency

Optimise communication

We improve contact data management to help you create a single customer view, understand channel preferences, target communication and optimise response.

Maximise service delivery

We enable government to transact securely and efficiently with customers by minimising fraud and risk, improving the quality of service provision, reducing operating costs and increasing revenues.

For more information please visit our website, www.experian.co.uk/publicsector 
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� Information on confidence intervals associated with this data can be found in Appendix A.


� A building or site where work is carried out. An employer may have multiple business establishments.
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