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Purpose of the review

A This document presents a comprehensive review of the work and skills landscape across Greater Manchester (GM).

A It analyses the latest data on labour market change, skills demand and skills supply in GM and its ten Local
Authorities, comparing this with broader regional and national trends where possible, to set findings in context.

A The review seeks to provide an evidence base to inform the approaches of the Greater Manchester family of
organisations towards work and skills issues in the context of delivering the Greater Manchester Strategy (GMS)
00Our People, Our Placed and the production of the GM

A The review is also intended to inform the upcoming 0S

A The report provides a high level overview of the some of the latest policy responses to work and skills challenges in
the conurbation, as set out in the GMS Implementation Plan.

A This document is broadly comparable to previous versions of the GM Skills Analysis produced by New Economy on
an annual basis since 2014/2015, enabling progress tracking against a range of skills priorities.

Structure of the review

A An Executive Summary at the top of the document provides a succinct overview of the key points highlighted in the
review. This is followed by an overview of some of the headline national work and skills policies for context.

A The main body of the review begins with an overview of recent labour market trends in GM to set the scene and
provide context for the subsequent three sections, which present analysis of the latest data on key issues relevant
to the three GMS priorities most directly linked to work and skills, namely:

0 GMS Priority 1: Children starting school ready to learn

o GMS Priority 2: Young people equipped for life

o GMS Priority 3: Good jobs, with opportunities for people to progress and develop

A A summary slide at the beginning of each section draws out the key findings, implications and policy approaches.

A Data on Further Education and apprenticeships is presented separately for young people aged 16-24 (in section
relating to GMS Priority 2 1 Young People) and adults aged 25+ (section relating to GMS Priority 31 Good Jobs).

A For easier navigation around the document, please refer to the Contents page in the preceding slide.
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Executive Summary

GM Labour Market

GM is currently experiencing decade high levels of employment, with unemployment dropping to pre-recession levels, although there remain
smal | but apparently growing gaps in employment/ unempl oyment ndat
the national average on many work and skills indicators are a reflection of the relatively high level of deprivation in GM compared to the rest of
the country i GM was the third most deprived LEP area in England according to the 2015 Index of Multiple Deprivation.

The number of out-of-work benefit claimants in GM has reduced drastically, with nearly 100,000 fewer claimants than a decade ago.

However, with a raft of changes in the welfare system over this period it is difficult to tell with certainty the extent to which this is due to fewer
people being in need of out-of-work benefits, as opposed to the welfare system becoming less accessible. With continued roll-out of the
Universal Credit, more people will be required to look for work compared to previous systems, meaning claimant numbers will rise.

Employment trends post-recession have been geared towards self-employment, part-time work and temporary work, with these types of work
accounting for 90% of the new jobs created in GM since 2007 (equal to over 95,000 jobs). It is estimated that currently around a fifth of GM

wor kforce are in O6atypicald forms of work, however GM ddlesissome :
evidence to suggest that the prevalence of some of t he maybeaeddciag t
GMés broad and diverse | abour market has seen solid gr owthhinlarge er

sectors such as Business, Financial and Professional services (BFPS), Health & Social Care, and Retail. These sectors are also forecast to
see strong employment growth in the future, as are Construction, Hospitality and Tourism, and Digital & Creative industries.

However, comparatively low productivity continues to be an issue for GM labour market, with average GVA per job in GM only 88% of the UK
average. The employment share of low productivity sectors in GM (including Social Care, Hospitality and others) has been increasing in GM
over the last decade, while, equally importantly, some of the biggest productivity gaps with the UK average are in more productive sectors
such as BFPS and Digital & Creative industries.

Employment in GM is typically lower skilled than the UK average, and although employment in higher skilled occupations in GM has grown,
GM has also seen growth above the UK average in mid- to low-skilled occupations such as caring, leisure, and elementary occupations.
Trends in advertised vacancies in GM suggest increasing demand for talent in professional and associate professional occupations, although
sales, administration and caring/personal service occupations T being lower paid and more prone to automation - continue to account for a
significant proportion of vacancies.

Overall, GMé6s outwardly positive | abour market story on npgsadégrogving v
awareness of the difficulties of low job quality and stagnant wage growth, likely linked to the on-going expansion of work in low productivity
sectors. GMés Good Employersdé6 Charter, and programmes ai meaionat L

designed to address these issues.
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Executive Summary

GMS Priority 1: Early Years

A On average, children in GM are less likely than the England average to have reached a good level of development (GLD) by the end of
reception (seen as an indicator of school readiness), with a persistent gap since 2012/13, although the gap has slightly narrowed by
2016/17.

A The proportion of children achieving a good level of development varies considerably between GM districts and is affected by deprivation
levels. Nationally, more deprived areas typically have lower GLD attainment 1 although some London authorities buck this trend.

A GM policy on early yearsinvolves amult-s t r and programme of reforms covering yountg pe
natal support covered in the document o6l mproving Early Years an

GMS Priority 2: Young People

A School attainment at a GM level was slightly behind the England average at three of the main assessment points during education: early
years (end of reception class), KS4 (GCSE level) and KS5 (A Level) based on data from 2016/17. School attainment in GM has historically
lagged the England average by a small margin, although a more significant issue are the large disparities in educational performance
between schools in different GM districts. Average attainment tends to be lower in areas with higher levels of deprivation and
disadvantage.

A The disadvantage gap in attainment is significant due to the number of pupils it affects in GM (over one in three at KS4) and the difference
in attainment (one and a quarter of a grade).

AA slightly higher proportion of schools in GM are rat ed ragd withde q
secondary schools more |likely to be rated as O6inadequatm® or Or

A Following secondary school, the vast majority of 16 year olds in GM (92%) go on to further education, training or employment (with 88%
continuing their education) while 7% do not progress to any sustained activity. This compares somewhat less well to the England average.

A 3.4% of 16-17 year olds in GM were not in education, employment or training (NEET) at the end of 2017, while the status of a further 2.9%
of the cohort was not known. While the proportion of NEETs has remained relatively unchanged on the previous year in most parts of GM,
the proportion of those not known has fallen, particularly in some local authorities, suggesting that tracking has improved.

A Apprenticeship starts for 16-24 year olds in 2016/17 fell by 9% on the previous year i a dip likely to be linked to the introduction of the
Apprenticeship Levy, as numbers of starts have also fallen nationally. Although most SMEs will not be eligible to pay the Levy, they may
have been put off from taking on any new apprentices until the recent apprenticeship reforms have bedded in and settled. Therefore, the
wider uncertainty around the reforms is likely to be a bigger factor explaining the fall than a direct impact on the employers paying the Levy.
There is also evidence to suggest that employers are increasingly investing in higher level (and costlier) apprenticeships, which may have
meant taking on fewer apprentices.
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Executive Summary

GMS Priority 2: Young People (ctd.)

A Construction is the only subject area where apprenticeship starts have grown across all age groups. This may be due to additional need for
skills due to growth in commercial and residential development and large capital infrastructure projects in the pipeline such as HS2.

A Starts in further education and training were also down among young people. However, the fall in course starts does not necessarily imply
a fall in learners. In 2016/17 there were 176,500 course starts among 16-18 year olds and 37,700 starts among 19-24 year olds.

A Level 3 (KS5) attainment in GM is broadly in line with the England average, although differences persist between GM districts, with
Trafford and Wigan pulling up the average. The disadvantage gap in attainment is still clearly evident at L3, with disadvantaged pupils
much less likely to achieve a L3 qualification by age 19 than non-disadvantaged. While this gap has reduced somewhat over the last
decade in London and England as a whole, in GM it has slightly widened.

A More than half of KS5 leavers in GM go on to study at university, while one fifth go into employment, and 8% take up apprenticeships.

A Over 100,000 students were enrolled at GM HEIs (including RNCM), while around 33,000 students achieved a HE qualification in 2016/17.
Business, subjects allied to medicine, and engineering & technology remain most popular subjects at GM HEIs. Around 40% of qualifiers
from GM HElIs are working in GM 6 months after graduation (45% at Salford and Bolton unis). While the average graduate retention rate
has remained relatively unchanged in recent years, there has been some improvement in the retention of students who were not previously
resident in the conurbation. The retention of STEM graduates has remained at a similar level, with a small increase in retention of maths
and biological sciences graduates.

A The Implementation Plan for the GMS Strategy commits the city region to a diverse range of policies, programmes and reforms designed
to improve the education and life chances of young people. These include:

odevel oping and i mplementing a 6GM model for school i mpr oleme
competence;
odevel oping and embedding a 6Curricul-16m for Lifed from pri mar
odeveloping and i mplementing a Young P e roustof Brilge GM @ampregramse titadlinks a |
local employers and schools).

increasing the capacity and quality of technical education and apprenticeships;

o improving NEET monitoring and prevention;

o0 and developing targeted support for young people with complex needs.

(@)
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Executive Summary

GMS Priority 3: Good Jobs

AThe qualification profile of GM6s working age popul ati oin20t7ont i n
although GM continues to lag the UK average, and there are large variations in qualification profile between GM districts.

A Apprenticeship take-up for adults has remained relatively stable over the last few years. Health and social care and business admin are the
most popular areas for adult apprenticeships, while construction and digital & creative are also seeing positive growth. However, the
majority of provision is still concentrated at Levels 2 and 3. Adult further education take-up has grown a little on the previous year, although
itds below the | evel seen in 2014/15. The number of st aalthosghon ¢
digital & creative courses have seen a big fall. Participation in community learning courses has also fallen in the last couple of years.

A Average earnings in GM are yet to recover from the recession. Median pay in GM (adjusted for inflation) was over £1,500 a year less in
2017 compared to 2008. The gap in median pay between GM and the UK has generally grown since the recession and stood at £1,400 per
year in 2017. The GM-UK pay gap is largest at the upper end of the earnings distribution (12% gap for the top 10% highest earners in GM).

A About 10% of GM employees earned wages at the level of the legal pay floor in 2017 (the National Living Wage, currently £7.50/h for those
aged 25+), about the same as in the previous year. 21. 8 %luatfareyndp
living wage (£8.75 outside London), representing a fall on the previous years, although the data is provisional and may be revised.

A The gender pay gap in GM was 4% for full-time employees and 11.8% for all employees in 2017 i both below the UK average, which is
primarily due to fewer people (especially men) earning high wages, and a higher concentration of people at the lower end of pay spectrum.
Alllness and poor health significantly impact peopl e &ismaemnifectedoy t
poor health than the England average, measured by the incidence of fit notes issued per 100,000 GP practice population. Mental health

issues are by far the most common reason for fit notes being issued, followed by diseases of the musculoskeletal system.

A Findings from the national Employer Skills Survey and Employer Perspectives Survey suggest that GM employers are comparatively highly
satisfied with skills supply (with a lower than average density of skills shortage vacancies and skills gaps) as well as skills utilisation (with a
lower than average prevalence ofoverrqu al i fi cation), although this is based ative.t he

A Employer investment in workforce training is relatively low in the North West. On average, North West employers spend £250 less on
training per employee per year compared to the UK average, and £700 less than employers in London and the South East.

AAn i mportant contribution to supporting better work wi l ihtenkemtions h e
include skills-related programmes helping people access work and improve their skills once they have a job to progress to better paid
work. However, further policy development may be needed to encourage better work in GM given evidence of how many new jobs are
6atypi ctime,self-dmplayedand temporary).
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Policy Context

Early Years

A All three and four year olds in Britain are entitled to 15 hours free childcare a week. People in work are entitled to 30 hours a week.
Families who meet the criteria for free school meals i essentially those on low incomes and looked-after children - are also entitled to
childcare for two year olds. Policy has been directed to increasing the number of places available and also ensuring greater rigour in the
early years teaching workforce.

Young People

A Study Programmes: All students in full or part-time Further Education aged 16 to 19 are expected to follow a study programme,
ensuring continuation in some form of learning carries on until at least the age of 18.

A Apprenticeship Levy: Government policy remains to expand apprenticeship volumes to three million starts a year by 2020. From 7 April
2017 employers with a pay bill above £3million were liable to pay a levy of 0.5% on their total pay bill, which can be claimed back in
apprenticeship pay. Smaller employers do not have to pay the levy but can access some of the funds. The introduction of the levy is
widely believed to have led to a drop in apprentice numbers. The data contained in this report includes data to the end of the 2016/17
academic year (i.e. July 2017); thus, four months are directly impacted affected by the levy.

A GCSEs: New accountability measures, known as Attainment 8 and Progress 8, were fully introduced in 2016. These replace the five
GCSEs at grades A*-C that were the traditional means to track school performance. From August 2017 new GCSESs, beginning with
English, maths and English literature are being progressively introduced. A grading system running from grade 9, at the top, to 1 at the
bottom replaces traditional grades from A to E.

A T levels: From 2020 T levels will replace many vocational qualifications for 16-18 year olds to form the third learning route alongside A
levels and apprenticeships. T levels operate through 15 routes to skilled work and contain a substantial amount of work experience.

A Advanced Learner Loans: From the 2013/14 academic year, loans have been made available for learners aged 24 and above studying
courses at Level 3 and above, replacing grant funding for this group. The loan repayment threshold is £25,000.

A University Tuition Fees: Universities in England can charge a maximum of £9,250. Loan repayments start from the April after a student
completes and they are earning above £25,000. Graduates pay 9% of their income once they are earning this amount.

Adults and Good jobs

A Benefits: Universal Credit was piloted in Greater Manchester from 2013 prior to nationalrollkout of the o6full ser v
replaces six means-tested benefits including Job Seekers Allowance, Employment Support Allowance, housing benefit and tax credits.

A National Minimum Wage/National Living Wage: From April 2018 the national living wage (applying to employees over the age of 25)
was set at £7.83 an hour. Workers aged between 21 and 24 were entitled to at least £7.38 an hour; 18-20 year olds were to receive
£5.90; under 18s £4.20; and apprentices at least £3.70 an hour. The NMW/NLW is a legal pay floor for earnings and is a completely
different concept from the living wage. The living wage is a voluntary scheme, supported by campaigners rather than legislation, under
which employers commit to pay staff (irrespective of their age as long as they are above 18 years old) at least £8.75 an hour (£10.20 in
London).

BOLTON MANCHESTER ROCHDALE STOCKPORT TRAFFORD
BURY OLDHAM SALFORD TAMESIDE WIGAN




GM Labour Market
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GM Labour Market T Issues and Implications

Issues
A Labour market outcomes in an area are considerably affected by deprivation levels. As a whole, GM is the third most deprived LEP in
Engl and, however there are some very prosperous areas 1| netobearinc o

mind that some areas of GM perform relatively well compared to the GM average on most labour market measures, while others fall below.

A In GM as a whole, unemployment is relatively low and benefit claimant rates appear to be falling, however some residents, particularly in
certain areas, still face barriers to participating in the labour market.

AThe economic downturn has affected the types of woselflemplopneent, patdimed o
employment, temporary work etc. - and there is a general trend towards increasingly flexible forms of work, although it is difficult to know the
extent to which this i s -hakng, or,conversaly, addckdofichdice @roptioost i ve choi ce

A GM has a diverse labour market and strengths in a range of sectors including manufacturing and private and public services, which supports
economic growth, resilience and competitiveness. However, relatively low productivity in GM compared to the national average continues to
pose a challenge for the future economic performance, living standards and inclusive growth in the conurbation.

A Skills are a large factor influencing the productivity gap in GM. Although the skills profile in the conurbation is improving, GM6's r es i d
less highly skilled than the national average, and less likely to be employed in high-skilled managerial and professional occupations.

A Employer demand for skills in GM (measured by numbers of job vacancies) quite closely reflects the occupational composition of the labour
market, with strong and growing demand for high-skilled occupations, although medium- and low-skilled occupations (particularly in areas
such as sales and customer service, administration, caring and personal services) also continue to be in demand.

Implications

A While the diversity of the labour market in GM is one of its strengths, the conurbation does suffer from issues of low productivity, low pay and
limited opportunities for progression in many of the sectors which employ large numbers of local residents, such as retail, hospitality and
some areas of health and social care, as well as having larger than average shares of employment in medium- and low-skilled occupations.
Even in the higher-value and growing sectors such as BFPS, Digital and Creative industries, and Science and R&D, productivity in GM is
lower than the national average, with the gap being higher than in lower-value industries.

A Achieving increased prosperity and inclusive growth across the city region will require a multi-pronged approach of encouraging growth in
high-value, high skilled work while addressing the productivity gap which still exists, as well as raising productivity in the low value and low
skilled work in which many residents are employed. Vital to this is ensuring that there is a good quality skills offer available to residents of all
ages to enable them to develop their skills (particularly digital and STEM skills) and adapt to the changing demands of work in the future. To
this end, we need to continue engaging employers to invest in skills and inform skills provision design to ensure it meets their needs.

AWhen work is becoming increasingly flexible and 6pr ecar i acticestacrass
all local employers through the Employment Charter and other mechanisms, as well as leading by example in this respect.

A Also important is to provide relevant and forward-looking careers advice to young people to prepare them for the fast changing nature of the
modern labour market, as well as supporting the existing workforce to adapt to such changes and gain the best possible outcomes.
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Employment in GM at highest point in a decade

Figure 1.1: Resident 16-64 population in GM and UK by economic activity;

Te/2ETa8 JUTE 2000=100 A Employment in GM is at its highest level in

180 the last 10 vyears, with 1,255,000 GM

residents of working age (16-64) in

160 employment in June 2017. This equates to

71.0% of the working age population, the

140 highest employment rate seen in the last
120 decade.

A Unemployment (measured according to the

100 International Labour Organisation definition)

in GM stood at around 75,000 residents in
80 = R, o June 2017. Equal to 5.6% of the

- I~ 0 0 o o @ — D 0 D = = = W0 W o W w w r~ M~
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GM Employed GM Unemployed GM Economically Inactive since June 2007.
= = = JK Employed = = = JK Unemployed = = = JK Economically Inactive A Around 438,000 working age residents in GM

Figure 1.2: Resident 16-64 population in GM by economic activity were economically inactive in June 2017
(nearly a quarter of the working age

2,000,000 population). The size of this group has
LELIILD remained relatively similar over the last
mggjggg = Economically decade, _and it includes_ the retired, t_he
1.200.000 Inactive temporarily or long-term sick, those looking
1,000 000 mUnemployed after the family or home etc.
800.000 The employment and unemployment rates in
600,000 mEmployed GM have followed a similar trajectory to
400,000 national rates during the economic downturn
200,000 and gradual recovery, although there remain
0

persistent and growing gaps in the GM and

5588883328202 IITIL2LLRE
e R R R Ry UK rates. InJupeZOO?theGMemplqyment
Sz<p L " as0=g853z<pLL " a=s0=25=3 rate was 2% points (pp) lower than nationally,
_ while unemployment was 0.4 pp higher, by
Source: Annual Population Survey, ONS 2017 that has widened to 3.2 pp and 0.9 pp
GM C A BOLTON MANCHESTER ROCHDALE  STOCKPORT  TRAFFORD respectively. This is a reflection of the
BURY OLDHAM SALFORD TAMESIDE WIGAN relatively high level of deprivation in GM

compared to UK as a whole.



224,000 GM residents claim out-of-work benefits i a fall of 100,000 in 10 years

Figure 1.3: Number of out-of-work benefit claimants in GM, 2008-2017
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Source: Nomis, StatXplore, Resolution Foundation, New Economy
Edwards, R., 2017. Hidden: Who
welfare support? New Economy.

Phillips, T., 2017. Falling through the cracks: the widening gap between unemployment and

benefit statistics. Resolution Foundation.

Universal Credit

6hi ddenbd

STOCKPORT

A The welfare system in the UK is changing drastically

with the introduction of Universal Credit (UC), which
replaces six means tested benefits with a single
payment. The previous benefits, now knownas 6 |1 e g
b enef induded Job Seekers Allowance (JSA),
Employment Support Allowance (ESA), Income
Support, Carers Allowance, Housing Benefit, Working
Tax Credit and Child Tax Credit.

The implementation of UC began with first time
claimant, single job seekers, therefore the majority of
UC claimants in Figure 1.3 are from this group. As of
late 2017, most new benefit claimants will be eligible
for UC so numbers will rise dramatically, and the job
seeking proportion of UC claimants will decrease. In
November 2017, job seekers accounted for just over
half of UC claimants.

Since the initial roll out in 2014, UC claimants have
increased and JSA claimants have decreased. By
November 2017, there were twice as many job seeking
UC claimants as there were JSA claimants in GM
(40,854 to 19,617). These numbers are set to rise
dramatically with the roll out of full service UC.

There has been a significant reduction in the numbers
of people claiming the main out of work benefits in GM
over the last decade, with 99,300 fewer people
claiming the main out of work benefits.

There is some evidence to suggest that some of the
drop in benefit claimant numbers can be explained by
people falling out of the welfare system, which has

y o u n hecprae lpssqgenerots everythealast few yeays. I this ise

the case it applies mostly to young people, who are
more likely to be discouraged from claiming due to the
less generous regime, and more likely to find

TRAFFORD alternative sources of support.
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12.4% of working age residents in GM claiming benefits

A

Overall in GM 12.4% (221,000)

Figure 1.4: Number and share of out-of-work benefit claimants by GM LA and type of benefit, May 2017 of the working age population

50,000
45,000
40,000
35,000

25,000
20,000

Number of claimants

Trafford

30,000 O 98% O 1o

Wigan

2op © 11.3% O 120

Bury Stockport Manchester

® Employment Support Allowance m Universal Credit

Income Support

Bolton Oldham Tameside

m Job Seekers Allowance

0 % of working age population

059 O 13.0% O 13.0% O 135% O 136%

Salford

ON4.7%

15,000
10,000
5,000

Rochdale

Figure 1.5: Claimant count and share of working age population by GM LA, November 2017
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GMCA

Oldham

A

were claiming the main out-of-
work benefits in May 2017. 60%
(132,000) of these were ESA
claimants.

Figure 1.4 relates to everyone
claiming benefits due to very low
or no income. This does not
include housing benefit.
Rochdale had the highest
proportion of residents claiming
in May 2017, and Trafford the
lowest.

The claimant count in Figure 1.5
refers to JSA claimants plus
those Universal Credit claimants
who are required to look for
work. Oldham had the highest
claimant rate in November 2017,
followed by Bolton, and Trafford
the lowest.

The total claimant count for GM
was 45,545 in November 2017.
Benefit claimant rates tend to
reflect the context of inequality
between the GM boroughs.

More people are required to look
for work under Universal Credit
than the previous system.
Therefore, as more people move
onto the new benefit, the
claimant count will rise and any
area with a larger proportion of
UC claimants will likely have a
higher claimant count.



Self-employment, part time work and temporary work on the rise in GM

Figure 1.6: Types of employment in GM, 20716 (indexed; 2007 level = 100)
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Over the past decade, levels of full-time
employment have recovered to above
pre-recession levels in GM, with 10,500
more people in full-time employment in
2017 than in 2007.

Full-time employment remains the most
common type of employment in GM in
2017 (with 946,400 residents working in
full-time employment), followed by part-
time employment (306,200), self-
employment  (158,700), and non-
permanent employment (which includes
agency, temporary, casual and fixed term
work (73,700)).

The less common types of employment
have all seen significant increases in the
number of workers post-recession in GM.
Self-employment in particular has risen
by 26% since 2007 (or 33,100 people)
and non-permanent employment has
risen by 19% (or 11,700 people).

Only 10% of all the new jobs created
since 2007 have been in full-time
employment, while part-time employment
accounted for nearly half, self-
employment accounted for just under a
third, and non-permanent employment
for 10%. Just over 96,000 new jobs have
been created in the less-typical types of
employment since 2007 in GM.



About a fifth of work I n Greater M

Figure 1.7: Share of different employment forms, 2017 A Quantifying 6 a t y woricisanotériously difficult.
The various categories of 6 a t y pvorlciasblé

trading, freelancing, fixed-term contracts, zero
hours contracts, agency, self-employment and
the gig-economy, to name but a few T often
overlap, creating the risk of double-counting.

5.9%(73,700)

12.6%
(158,700

A Here we define atypical work as the sum of self-
employment, temporary work and zero hours
contract work. Using this definition, about 21%
of the labour force in GM are in these forms of
work i sometimes identified with6 f | eord b b
c ommi t typesof @nployment.

A GM differs from UK patterns in having lower
rates of self-employment and fractionally higher
= Permanent employees = Self-employed = Temporary rates of employee jobs and temporary work.
. . ; Both forms of atypical work have grown very
CAIdzNBE mMdyY t NAYOALI £ F2NRE6/EHT W Ue LA Qllg}ftlﬁbetﬁe%ri\'i)ﬁ/&&fand)1@/17. Gvaran p
atypical work is slightly lower in GM than in the
UK overall (22.2%).

160,000 2

140,000 A The evidence presented here confirms other

120,000 s o ONS data in finding that the prevalence of zero

100,000 ,\0,?’0 ,\0;\\0 hours contracts (ZHC) may have peaked in

80,000 2016.

60,000 S {9@ \;90

40,000 > R A Self-employment and temporary work refers to

20,000 . - . . workers aged between 16 and 64. However,
0 data about ZHC and agency workers refers to

Self-employed Temporary Zero Hours Contract Agency* all age groups (ie. 16+).

O O
180,000 & S

Sources: APS; QLFS; BRES ® Jul 2015-Jun 2016 ®Jul 2016-2017 A *Temporary Employment Agency data from the
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Total GM Employment

GM labour market is broad-based and diverse

Figure 1.9: Employment levels, share of total employment, and location quotient

(O ey IFewsTy seeior T Gl 2006 A Greater Manchesterds econ

variety of industries well represented, and not relying

m Total Employment @LQ
1.40 too much on any one sector for employment.

300,000

22.1%

1.20 A Business, Financial and Professional Services is the
(] 1.20 sector employing most people in GM and accounting
for nearly a quarter of total employment. Health and
® 104 102 1.03 Social care is the next largest sector, accounting for
® o097 1.00 over 13% of employment, followed by Retail and
® Manufacturing. Together these sectors account for
0.84 over half of total employment in GM.

250,000 1.10

200,000

0.80
0.690.700.70

A Figure 1.9 demonstrates the location quotients (LQs)
for each of G M6 imdustries. A location quotient is a
measure of employment concentration, comparing an
i n d u sshareyoftatal employment in an area (such

® as GM) to its share of employment nationally. An LQ

0.40 of 1 or above indicates that employment in that

industry is more concentrated in GM than in Great
Britain. Conversely, an LQ of below 1 indicates a

0.20 lower level of employment concentration than the

national average.

150,000

0.60

Location Quotient

100,000

50,000

S X
© ©
=
H = A A high LQ can be an indicator of agglomeration, as
. GLEe firms benefit from co-location (e.g. by skills matching,
%, sharing of infrastructure, and knowledge spill-overs).
/)

0’\& A Very few industries in GM have an LQ significantly
%, %% '880 G, above 1, and mosti n d u s LQ howers around 1,

o, e suggesting that the distribution of employment by
%, industry in GM is relatively in line with the national
- picture. GM economy is notably broad-based, rather
Sl BlREE, g than having pronounced and distinctive sectoral

specialisms.
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Strong recent job growth in employment in business and professional

services as well as in retail and hospitality

Figure 1.10: Employment levels and employment change by industry in GM, 2010-2015

and 2015-2016
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A Many of G M6 largest sectors have seen

steady growth in employment numbers
over the last few years, including
Business, Financial and Professional
Services (which added 42,500 jobs since
2010), Health and Saocial Care, and Retail.
Although employment in  Manufacturing
remained relatively flat between 2010 and
2015, it has increased notably between
2015 and 2016. A similar trend can be
seen for employment in Education in GM,
which added 11,500 jobs between 2015
and 2016.

Employment in Public Administration and
Construction in GM contracted between
2010 and 2015, however it has seen
strong growth between 2015 and 2016
(particularly in Public Administration).
Employment is also growing in Hospitality,
Tourism and Sport, and Science and R&D.
Meanwhile, employment in Digital &
Creative  Industries, Logistics, and
Wholesale grew between 2010 and 2015,
but decreased slightly between 2015 and
2016. Digital and Creative Industries did
see a net gain of 3,000 jobs since 2010
though, while Logistics and Wholesale saw
a loss. Motor Trades and Personal
Services also saw a net loss since 2010.
Note: These employment trends should be
interpreted with caution, as they are based on a
relatively short period of time, particularly when
looking at employment change from 2015 to
2016.



Future employment growth forecast for BFPS, construction and hospitality

Figure 1.11: Projected employment change (% change) by sector in GM and UK, According to the Greater Manchester Forecasting

201636

Total e
Science and R&D - HiHA 31% A
Business, financial & professional services 0
Construction %
Hospitality, tourism & sport — 15%
Digital & Creative 0 A
Wholesale  — 12%
Retail _— 11%
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Personal services _—
Logistics -
Education 20 m A
Motor trades 20 -
Public administration 1y
Manufacturing  _1go, mai A
Primary industries and utilitieg o, T
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Source: GMFM 2017 LISLSLIC
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Model, employment in GM is projected to grow by
9% (equal to 125,000 additional jobs) over the next
couple of decades (2016 i 2036). It will outpace
employment growth in the UK as a whole, which is
projected to be 8% over the same period.

In relative terms Science and R&D is expected to
see the highest level of employment growth in GM
over this period (also exceeding the national
average for the sector) although the sector will
remain relatively small in employment terms in GM.

Continued growth is forecast for one of G M 6largest
sectors, Business, Financial and Professional
services, which is expected to grow by nearly a
guarter and add 67,000 new jobs. Construction and
Hospitality, Tourism and Sport are also expected to
see strong employment growth, adding 16,000 and
18,000 new jobs respectively. Digital & Creative
Industries will also grow, but slightly below the rate
that the sector is projected to grow nationally.

Other sectors forecast to grow are Wholesale and
Retail (growing above the national average) and
Health & Social Care and Personal Services
(growing slightly below the national average).

A small decrease in employment is forecast for
Education and Motor Trades in GM, although on a
UK level a slight increase is forecast.

Employment in Public Administration, Manufacturing
and Primary Industries & Utilities is expected to
continue to contract significantly both in GM and
nationally (though the rate of decline is forecast to
be slightly larger in GM than in the UK).



GM lags UK productivity levels by 12%

CA3dNBE mMomHY D+! LISNI SYLX 28YSyd Ay Daqa SOMOY 2s¢ire ‘”é%'\@é?@g@sz H
productive (as measured in GVA

£90,000 120% per employment) than the national
111% uGM @% average for those sectors.

100% 101% A GVA per employment in GM is

98% 99% 9
97% o .0 - ® 100% 88% of UK. If GM were as
£70.000 o 92% 9% @ goo PY productive as the UK it would have
’ o [ ] ’ nearly £8bn more output.

829 84% o

o 78%
® ° ’ 80%

£80,000

£81,143 [ )

A The most productive sector in GM
is Primary Industries and Utilities,
although this is primarily driven by
Utilities where GVA per
employment exceeds £100,000.
Other sectors with high productivity
are Manufacturing (£63,000 GVA
per employment) and Business,
Financial and Professional
Services (£53,500).

£60,000 73%

£63,042

£50,000

£53,522

60%

£49,444
£49,231

£40,000

£42,642
£40,518
£39,996

£30,000 40%

GVA per employment

£32,418

£20,000

£27,969
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A The biggest productivity gap
e compared to the UK average is in
Business, Financial and
Professional Services, where GM
productivity is only 73% of the UK
average. There is a significant
& & productivity gap of 18% in Digital
& & S o and Creative Industries too.

GM productivity as % of UK average

£22,816

£10,000

0%

¢ = A The  sectors  with  lowest
L O(_)Q{@ productivity are Hospitality,
Tourism and Sport, with £22,800
GVA per employment, and Retail

GMC A BOLTON MANCHESTER ROCHDALE  STOCKPORT TRAFFORD and Health & Social Care (at

Source: GMFM, 2015

BURY OLDHAM SALFORD TAMESIDE WIGAN £27,200 and £28,000 respectively).




Low productivity sectors account for growing share of employment in GM

Figure 1.13: Employment share of low productivity sectors in Greater Manchester, 2005

100%

A Low productivity sectors are
defined as sectors with lower
than £30,000 GVA per
employment (at 2013 prices).

90%

80%
A The share of low productivity
sectors in GM has increased
from 37.7% in 2005 to 41.8%

in 2015. The employment
share of each of the low
employment  sectors  has

= Human health and increased over this period,
socalort except for Retail, where it has

remained at the same level.

= Low productivity

70% sectors

m Other sectors
60%

50%

40% Retail

A The increase in employment
share has been highest in

30% Health and Social Work (1.9

m Arts, entertainment an

recreation percentage points) and in
Administrative and  Support

20% .
= Administrative and Se.rV'CeS (1.5 percentage

support points).

10%
11.1% 13.2% m Accommodation and
food
0%
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sectors sectors sectors
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Source: GMFM 2015
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Employment in GM is typically lower skilled than the UK average

Figure 1.14: Share of employment in high-, medium- and low skilled occupations

in GM and UK, 2007 and 2017
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2007 33% 28%
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x
>
2017 30% 25%
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Figure 1.15: Change in employment by occupational group in GM and UK, 2007-2017
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Over the last decade the share of high-
skilled occupations (managerial,
professional and technical) in the GM
workforce has increased (from 39% to 42%),
while the shares of medium-skilled and, to a
lesser extent, low-skilled occupations have
fallen. While this is an improvement in GM
labour ma r k eotcdpational profile, it still
lags behind the UK in the share of high-
skilled occupations, and this gap has grown
from 2% points in 2007 to 3% points in 2017.
Professional and associate
professional/technical occupations have
seen strong growth in GM in the last decade,
although below the level of growth seen
nationally.

Medium-skilled  occupations such as
admin/secretarial and skilled trades have
seen a decline both in GM and nationally,
although caring, leisure and other service
occupations have seen a significant
increase 1 particularly in GM, where their
growth rate has outstripped the growth in
any other occupational group.

Low-skilled occupations have typically seen
a decline (including sales occupations and
machine operatives) although employment
in elementary occupations has grown i and
particularly so in GM.

These trends suggest that GM still has some
way to go to close the gaps in the
occupational profile of its workforce
compared to the UK average.



Professional, managerial, sales and admin occupations most in demand

Figure 1.16: Job vacancies in GM byigit SOC code (2017)

A

SOC Number of Risk of Mean Advertiseq
Occupation Title Job Postingy
Code 2017 Automation Salary
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SCIENCE, RESEARCH, ENGINEERING AND TECFH

PROFESSIONALS 55,50( LefRL S
BUSINESS AND PUBLIC SERVICE ASSOCIATE .
PROFESSIONALS 36,20( Ry £30,38¢
BUSINESS, MEDIA AND PUBLIC SERVICE PROFE 35,80C Low Ris £40,662
SALES OCCUPATIONS 27,70C High Ris £26,011
ADMINISTRATIVE OCCUPATIONS 25,80C Medium Ris £22,15:%
CORPORATE MANAGERS AND DIRECTORS 24,20C Low Ris £41,60:
CARING PERSONAL SERVICE OCCUPATIONS 19,80C Low Ris £19,18¢
HEALTH PROFESSIONALS 18,40C Low Ris £38,77¢
TEACHING AND EDUCATIONAL PROFESSIONAL. 17,90C Low Ris £30,86:
SCIENCE, ENGINEERING AND TECHNOLOGY AS . . A
PROEESSIONALS 16.90¢ Medium Ris £30,54¢
CUSTOMER SERVICE OCCUPATIONS 11,70C Medium Ris £20,42(
OTHER MANAGERS AND PROPRIETORS 10,80C Low Ris £39,05¢
ELEMENTARY ADMINISTRATION AND SERVICE . .

OCCUPATIONS 9.90¢ Medium Ris £18,11(
SKILLED METAL, ELECTRICAL AND ELECTRONI( 8,00C Medium Ris £28,34¢
TRANSPORT AND MOBILE MACHINE DRIVERS A . . J
OPERATIVES 6.90C High Ris £24,917 A
SECRETARIAL AND RELATED OCCUPATIONS 5,80C High Ris £19,84¢
TEXTILES, PRINTING AND OTHER SKILLED TRAI 5,50C High Ris £22,61:
CULTURE, MEDIA AND SPORTS OCCUPATIONS 5,20C Low Ris £29,44¢
HEALTH AND SOCIAL CARE ASSOCIATE PROFE 4,20C Low Ris £26,87¢
LEISURE, TRAVEL AND RELATED PERSONAL SE .

Y C
OCCUPATIONS 3.20¢ Low Ris £19,28¢
SKILLED CONSTRUCTION AND BUILDING TRADE 2,90C High Ris £30,23¢
PROCESS, PLANT AND MACHINE OPERATIVES 2,70C Medium Ris £26,26¢
ELEMENTARY TRADES AND RELATED OCCUPA 1,90C High Ris £20,721
PROTECTIVE SERVICE OCCUPATIONS 700 Low Ris £34,66:
SKILLED AGRICULTURAL AND RELATED TRADE 200 Low Ris £23,31:

Source: Labour Insight
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Labour Insight is an online database of live job
postings which provides job vacancy data that can be
analysed by occupation type, skills requirements and
other characteristics.

Job vacancies for roles in Professional and Associate
professional & technical occupations were the most
common in GM in 2017, accounting for 36% and 18%
of all vacancies respectively. The distribution of job
vacancies across broad occupational groups in GM is
very similar to the UK average, except for a slightly
higher share of vacancies in Sales and customer
service occupations in GM (11%) than in the UK
(9%).

The share of vacancies for roles in Professional
occupations increased by 5 percentage points (pp)
between 2013 and 2017 in GM, demonstrating
increased demand for these types of roles, while the
share of sales and customer service occupations
dropped by 3 pp. This is similar to the national trend
over the same period.

Looking at more detailed occupational groups, the
highest number of vacancies in GM in 2017 was for
science, research, engineering and technology
professionals with over 55,000 vacancies. Other
types of professional roles as well as managerial
roles are also well represented. However, lower paid
occupations such as sales occupations and
administrative occupations continue to account for a
large share of vacancies. In addition to being low
paid, these occupations are at a medium to high risk
of automation in the future. Caring personal service
occupations also account for a significant number of
vacancies, which are some of the lowest paid
occupations, although less at risk of automation.



Continued demand for programmers, sales workers and nurses in GM

Figure 1.17: Job vacancies in GM byligit SOC code (2018017)

0 2,000 4,000 6,000 8,000 10,00012,00014,00016,00018,00020,000
Programmers and software developers
Sales related occupations 18,100
Nurses 11,400
Customer service occupations | 0,400
Marketing and sales directors 9,300
Other administrative occupations 8,600
IT business analysts, architects and systems designers 8,600
Human resources and industrial relations officers — E————————— 3,300
Web design and development professionals 8,100
Managers and proprietors in other services 7,100
Chartered and certified accountants |EE——— /00
Care workers and home carers 6,700
Secondary education teaching professionals 6,300
Teaching assistants 6,300 DZhby
Book-keepers, payroll managers and wages clerks 5,900 2016
Figure 1.18: Specialist skills most in demand in job vacancies in GM in 2017
0 5000 10,000 15000 20,000 25000 30,000 35000 40,000
Customer Service | 2 6500
Sales | 36,100
Teamwork / Collaboration I — N ) 3 600
Teaching I 6,300
Budgeting IE— ) | 100
Project Management HIEE___— 1,200
Business Development IEEEEEEE———— 15 400
SQL 14,600
Accounting NG 14 300
Key Performance Indicators (KPls) m——— 13,900

Source: Labour Insight
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Programmers and software developers,
sales, and nurses topped the list of
occupations most in demand in GM in
2017 based on the number of advertised
vacancies. Customer service,
administration, business services, social
care and teaching occupations were also
in high demand.

Most of these occupations have seen an
increase in the number of vacancies
compared to the previous year*. Demand
for chartered accountants and book-
keepers/payroll managers increased the
most in relative terms.

Trends in the types of occupations most
in demand in GM are similar to the
national picture.

The types of skills requirements that
employers most commonly specified in
job vacancies correspond with the types
of occupations most in demand, with
customer service, sales, teaching,
business skills and digital skills all
ranking highly on the list of skills that
employers need most often.

Transferable skills such as
communication skills and organisational
skills also continue to be very important
for employers.

*Note: changes over time need to be
interpreted with caution as data may be
subject to changes due to improved
aggregation and reporting methodologies.



Increasing demand for digital skills in GM

Figure 1.19: Top 30 digital skills most in demand in job vacancies in GM in 2017
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Measured by the number of job
postings that specify a particular
digital skill requirement, the demand
for digital skills in GM increased
between 2016 and 2017 across
nearly all types of digital skills*.
Only one of the top 30 most in-
demand digital skils in GM
experienced a small decline in job
postings over this period,
compared to six in the UK as a
whole.

In 2017, Microsoft Office
applications  (particularly  Excel)
continued to be most in-demand
digital skills in GM, while the most
in-demand specific software
development skills were SQL,
JavaScript, Microsoft C#, .NET,
Java, SAP, SQL Server and others.
Of the 30 most in-demand digital
skills in GM, those which saw some
of the biggest relative increases in
demand were Python (with nearly
double the number of vacancies in
2017 than in 2016), Git, AngularJsS,
CRM (customer relationship
management), jQuery, and HTMLS5.

*Note: changes over time need to be
interpreted with caution as data may be
subject to changes due to improved
aggregation and reporting
methodologies.



Skills supply well balanced with demand i but some sectors have gaps

Figure 1.20: Skills demand and supply by sector in Greater Manchester
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This chart measures the supply of skills
against the anticipated jobs ( 6 d e mann
each broad sector.

The exercise comes with significant caveats.
Sector definitions from the qualifications
system and the economy do not match
exactly; learning a course does not
necessarily entail a career in a particular
sector; employers are often seeking
experienced staff rather than newly qualified
people; and no allowance is made for skill
level. Graduates are also not included.
There is no such thing as perfect balance.
The rule of thumb used is that if supply of
combined FE and apprentices in 16/17 is
between 70% and 130% of jobs that is a
reasonable conception of balance. Only
sectors with big gaps have been labelled.
The presence of a label should not be taken
to indicate an automatic mismatch without
further examination of the labour market and
skills context.

Some sectors with apparently low supply, for
example, hospitality and retail, have very
high labour turnover and casualisation which
may affect results.

The reason behind the apparently high
supply in the digital sector is likely to be the
volume of people on relatively low skilled
courses i for example, basic computer skills.

Ao pGhe; relatively high , supply . in, S B €703
retiremdldt s aed ¢ Huypicalb ddven py haisdresgiag i .

is  well-known. However, hairdressing
courses often involve transferable skills and
many people who do them are already in
work.



Skills shortage vacancies less problematic for employers in GM

d he Employer Perspectives Survey (EPS) runs
every two years and interviews 18,000 UK
employers regarding their attitudes towards
recruitment and people development.

Figure 1.21: Incidence and density of skills shortage vacancies, selected areas, 2&1

30%

26.7%

A For employers, inability to recruit skilled staff can
25% 24.6% o379,  result in loss of business or orders; quality
22.6% issues; delays in developing new products and
21.2% services; increased operating costs and

additional workload for other staff.
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A About 2,800 employers in GM said they had
vacancies where they had found it difficult to find
15% 14.4% workers with the right skills (a 6 s k shbriage
vacan¢p\y) in 2015. However, the
incidence of SSVs was relatively low, affecting
L0 just 4% of all employers i slightly below the
° England average, at 6%, and below the
7% 7%
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5% 5% A

- incidence in comparator city regions.
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and Solihull A There can also be deficiencies in the skill levels

of the existing workforce T known as a 6 s k i
g a pSkills gap density refers to the number of
staff judged to lack proficiency as a proportion of
all staff. The density of skills gaps in GM is also
relatively low, at 4%, compared with 5.1% in
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Another way to look at how significant the
problem of SSVs is locally is to measure SSVs
as a proportion of all vacancies i the 6 d e naf
S S V.slid 2015, the SSV density in GM was
14.4%, also below the averages in other areas.

m Incidence of SSV m Density of SSV

Source: Employer Perspectives Survey, 2016




GMS Priority 1: Early Years

CHILDREN STARTING SCHOOL READY TO
LEARN
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Early Years i Issues and Policy Priorities

Issues

A On average, children in GM are less likely than the England average to have reached a good level of development (GLD) by the end of
reception (seen as an indicator of school readiness), with a persistent gap since 2012/13, although the gap had slightly narrowed by
2016/17.

A The 32.5% of children in GM who have not achieved GLD by the end of reception in 2016/17 represents over 12,100 children. If GM
were to close the gap with the England average, then the number of children not achieving a GLD would be reduced by 1,200.

A The proportion of children achieving a good level of development varies considerably between GM districts and is affected by
deprivation levels. Nationally, more deprived areas typically have lower GLD attainment i although some London authorities (e.g.
Lewisham) buck this trend.

Policy Priorities

A Greater Manchester Strategy O0Our People, Our Pl aced s ehoslreadyto
learn, through delivering high-quality and highly integrated early years services, providing children with excellent places to play,
develop and learn, and supporting parents to give their child a healthy start in life and nurture their early development.

To achieve these ambitions, some of the actions proposed in the GMS Implementation Plan include:

develop and roll out a new, consistent antenatal care package across GM

ensure that mobile devices are available for Health Visitors across GM and secure investment for wider digital solutions

develop and implement integrated support services for those with complex needs

provide access to high quality speech, language and communication support to all children who need it

design a new package of support for early years providers, supporting all to achieve Good or Outstanding Ofsted ratings

develop and roll out a consistent workforce development programme for early years settings

scope out a leadership role for schools within the GM early years model

These proposed actions aim to support the delivery of high quality and consistent early years services across GM, although there is
scope to develop additional actions designed to engage and support parents and carers, which is important to ensure improved take-up
of early years services on offer, and to ensure that children can be supported in their learning and development at home as much as in
other early years settings.

MO O O O O O O I

BOLTON MANCHESTER ROCHDALE STOCKPORT TRAFFORD
BURY OLDHAM SALFORD TAMESIDE WIGAN




Chil dr en

n

GM

| ess |

k el

y

t han

average t

Figure 2.1: Proportion of children achieving a good level of development by the end of reception, 2016/17
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Figure 2.2: Proportion of children reaching GLD by the end of reception, 2012/13-2016/17

80

70

60 | 4.4 %pp
50

40
2012/13

Eng-GM gap =

—

Eng-GM gap =
3.2 %pp

2013/14 2014/15 2015/16 2016/17
Greater Manchester North West England
Source: Department for Education (DfE), 2016, EYFS Profile: EYFS Profile statistical series
BOLTON MANCHESTER ROCHDALE STOCKPORT TRAFFORD
BURY OLDHAM SALFORD TAMESIDE WIGAN

GMCA

A In the Greater Manchester Strategy, priority

one is to ensure all children start school
ready to learn. The average level of
c hi | dsckoal deadiness in an area is
typically measured by the proportion of
children who have achieved what is termed
aldgolewl ofdevel opg@.B)nby the
end of their reception class (typically aged
5).

The proportion of GM children achieving a
good level of development by the end of
reception rose from 47.3% in 2012/13 to
67.5% in 2016/17. Over this period, GM®6
performance has lagged behind the England
average, although the gap has reduced from
4.4 to 3.2 percentage points.

The 32.5% of children in GM who have not
achieved GLD in 2016/17 represents over
12,100 children.

If GM were to close the gap with the
England average, then the number of
children not achieving a GLD would be
reduced by 1,200, and the GM total would
stand at 10,900.

There is a significant amount of variation in
the achievement of GLD across the GM
districts, ranging from 64% in Oldham and
Rochdale (7 percentage points behind the
England average) to 72% in Stockport and
73% in Trafford (both above the England
average).



Deprivation affects levels of school readiness

Figure 2.3: Good level of development by Index of Multiple Deprivation (IMD) 2015 score e
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Nationally, there is a clear inverse
relationship between the level of
deprivation (as measured by the
Index of Multiple Deprivation) and
school readiness. As deprivation
increases, the percentage of
children achieving a good level of
development tends to decrease.

The trend line in Figure 2.3 shows
the national average GLD rate given
any level of deprivation. Trafford,
Stockport, Wigan, Salford and
Manchester are close to the trend
line indicating their GLD rates are
close to the national average given
their respective levels of deprivation.
The remaining five districts (below
the line) are underperforming based
on their IMD scores.

Other districts with similar IMD
scores (notably, a number of London
authorities)  have  considerably
higher GLD rates. Lewisham, for
example, has a similar IMD score to
Bolton and Tameside but the
highest GLD rate in the country.
Nationally, the GLD attainment gap
between children eligible for Free
School Meals (FSM) and those not
eligible is 17 percentage points.
This gap is slightly lower in GM, at
16 pp.

Across GM districts, the size of the
FSM GLD attainment gap varies
from 10 percentage points in Bury
and Manchester to 27 pp in Trafford.



GMS Priority 2: Young People

YOUNG PEOPLE EQUIPPED FOR LIFE
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Young People i Issues and Policy Priorities

Issues

A

A

A
A

A

A

Demographic change forms an important background to the data presented in this section. The population of 16-18 year olds fell between
2014 and 2018 (from 100,400 young people in 2014 to 93,500 in 2018 (a difference of 6,800 young people)). It is projected to fall further in
2019 (to 92,900) before rising steadily to 107,500 16-18 year olds in 2024.

In 2016/17 school attainment figures show a lag to the English national average in early years, at GCSE and at A level. Primary school
performance is slightly higher, by contrast. Underlying these statistics are relatively high rates of disadvantage i well over a third, and in
some areas about half, of children are from disadvantaged backgrounds. That said, London has higher rates of educational disadvantage, but
achieves significantly higher scores, most notably at GCSE.

The rates of young peoplebs progression into further edunilarttoithe n,
England average, with small gaps of 1-2 percentage points. However, with local authorities now only required to track the participation of 16
and 17 year olds, there is limited support available for young people to navigate the transitions from school to further education and
employment in their early adulthood; the options and possibilities outside the academic mainstream at age 16 can be especially bewildering
to navigate.

Apprenticeship starts for 16-24 year olds in 2016/17 fell by 9% on the previous year. Although most SMEs will not be eligible to pay the Levy,
they may have been put off from taking on any new apprentices until the recent apprenticeship reforms have bedded in. Therefore, the wider
uncertainty around the reforms is likely to be a bigger factor explaining the fall than a direct impact on the employers paying the Levy. There
is also evidence to suggest that employers are increasingly investing in higher level (and costlier) apprenticeships, which may have meant
taking on fewer apprentices.

Apprenticeship achievement rates in GM match the NW and England averages, and the apprenticeship offer is relatively well-matched to
labour market demand. Construction is the only sector subject area where apprenticeship starts have grown across all age groups. This may
be partly explained by additional need for skills due to growth in commercial and residential development and large capital infrastructure
projects in the pipeline such as HS2.

In FE, there was an encouraging degree of alignment in general between high growth sectors and skills course starts. Large volumes of
courses continue at relatively low skill levels.

From 2020, the government aims to introduce T levels T new two-year study programmes that will lead to qualifications at level 3 and include
a large element of work experience. These will replace many vocational and technical qualifications offered at level 3. A programme of
activity to ensure GM is prepared for the introduction of T levels is currently under way.

The disadvantage gap in attainment is still clearly evident at age 19, with disadvantaged pupils much less likely to achieve a L2 or L3
gualification by age 19 than non-disadvantaged. While this gap has reduced somewhat over the last decade in London and England as a
whole, worryingly, this has not been the case in GM.

More than half of KS5 leavers in GM go on to study at university. Around 40% of graduates from GM HElIls are working in GM 6 months after
graduation, a rate which has been very stable in recent years.
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Young People i Issues and Policy Priorities

Policy Priorities

A Priority 2 of the GM Strategy outlines the ambition for all children in GM to have a good primary and secondary education, and to have a
successful transition out of compulsory education, well prepared for the workplace and for adult life more broadly; while ensuring appropriate
support is provided to children and families with complex needs. The actions proposed in the GMS Implementation Plan to help achieve

these ambitions include:

develop and implement a GM model for school improvement, including raising attainment of English, maths and digital

develop and embed a Curriculum for Life from primary education to post-16

devel op and i mpl ement a Young Peoutsf®dmgesGMCar eer s Portal; expand r 0

increase the capacity and quality of technical education and apprenticeships provision

design and deliver a consistent offer for care leavers across GM, launch a GM Early Intervention and Prevention Strategy, improve NEET

monitoring, develop targeted support for young people with complex needs

The GMS Implementation Plan has a comprehensive set of actions put forward to realise the ambitions of GMS Priority 2. Going forward into

the implementation stage, it will be important to further develop some of the propositions in more detail in the light of the evidence from this

review. One of these is the proposed GM model of school improvement, which needs to be informed by understanding of the disadvantage
gap and reasons behind the relatively high school attainment in some areas with high proportions of disadvantaged pupils. Further school-
level research is recommended to gain additional insights that can inform the GM school improvement model.

A The Curriculum for Life also needs thorough consideration to ensure it is fit for purpose and equips young people with the skills t h ey 6 |
to successfully transition into adult life, including employability skills, digital literacy, as well as increasing their confidence, resilience and
wel |l being. High quality careers advice and under st andi roghe pansfara e
Young Personbds Careers Portal need to be informed by evi deloyere o
engagement with learning providers needs to continue to be nurtured through programmes such as Bridge GM and others.

A Linked to this, improving the quantity, quality and attractiveness of technical education and training pathways available to young people after
the age of 16 is key to ensuring all young people have the opportunity to transition into good quality, skilled work.

A Particular focus needs to be on developing actions designed to identify young people at risk of disengaging from education or the labour
market after leaving compulsory education, and providing them with early intervention support.

A Any forms of support available for young people to navigate the transition from school to work should ideally be available up to the age of 24
for those who need it, to ensure everyone has a chance to get a good start to their working life, with far-reaching positive implications.

A Supporting the GMS and the Implementation Plan are a more detailed set of priorities for the skills system contained in the GM Work and
Skills Priorities 2016-2019. Priorities include developing higher level skills, careers education, employer engagement and improving
attainment from compulsory education.
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Below average performance in GM in early years, at GCSE and A level

Figure 3.1: Education performance across different education phases in Greater Manchester and England, 2016/17

A Figure 3.1 presents a view of education performance
in GM across the four education phases (early
years, end of primary school (KS2), GCSEs (KS4)
and at A level (KS5)). The performance measures
are imperfect and open to challenge in several
respects. The overall picture also tends to fluctuate
slightly each year 1 for example, in 2015/16 GCSE
attainment was almost exactly the same as the
national average.

A-Levels (Average Point Score for A-Level stude

KS4 (Average Attainmnet 8 Scor: . .
A However, in the 2016/17 academic year, the data

suggests there were lags to the English average in

three phases: early years, attainment at GCSE

(KS4) and at A level.

KS2 (% of pupils reaching the expected standay A Primary schools in GM have tended to score as well
as, or better, than the English national average in
recent years; in 2016/17 GM was level pegging.

A Secondary school education in GM up to the age of
16 has historically under-performed the English
— 4 average. This was again the case in 2016/17 when
attainment i as measured by the Attainment 8

calculation - was slightly below the English average.

0 5 10 15 20 25 30 35 40 45 50 55 60 65 70 75 Progress 8 scores (the other main accountability
measure for secondary schools i data not shown)
also suggested a lag. Pupils in GM made about a

tenth of a grade less progress than their peers
elsewhere in England.

67.0
EY (% of 'school ready' children - GL|

GM England (state-funded)

Source: Department for Education (2016/17)

A Unusually, there was a further gap at A level in
2016/17. In recent years, Level 3 and A level
GM CA BOLTON MANCHESTER ROCHDALE  STOCKPORT  TRAFFORD attainment in GM has been consistently as good as
BURY OLDHAM SALFORD TAMESIDE WIGAN .
or slightly above the England average.




