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WELCOME AND INTRODUCTION

Mike Salter thanked everyone for attending and welcomed Paddy Mallan and Jim Rodgers.  Everyone had received the report of the last meeting along with the discussion paper “What Skills Problem?”

Members of the group were asked to comment on the ideas contained within the paper.  As the discussion developed it was agreed that, instead of preparing a formal report or minutes, it would be more useful if the group’s consultant could capture the ideas and organise them into a draft working paper.

Recap at the last meeting the following were identified as areas for further development:

· Collective approach to publicity: common and consistent messages promoting skills and development as business drivers that impact on the safety case, productivity and sustainability.

· Piece of work around “visioning the future” – establish a clearer view of how a variety of factors would/could impact on the industry.

· Map current activities – establish significant gaps this would deliver the most useful short term interventions (ducks to pick off)

· Review current forecasting processes and procedures and promote more effective and appropriate data collection.

· Develop model – plan, present options, investment
INDUSTRY IDENTIFIED ISSUES THAT FORM THE CONTENT OF THE STRATEGIC SKILLS AGENDA


As a result of the group’s discussions the following emerged as the items that warrant inclusion i.e. should be agenda items within an industry driven strategic skills agenda.  

1.
Visioning the Future.  

2.
Reputation and Attractiveness

3.
Managing Capability

4.
Skills as a Strategic Issue 

5.
Competence

Compliance and Cost: or Skills, Step Change and Competitiveness


What follows is the first attempt to capture the discussion around each of the items followed by recommendation of how the issue might be taken forward for discussion at the group’s next meeting on Thursday 9 January.  It is anticipated that these preliminary recommendations, whilst needing more detailed will form the basis of the Strategic Skills Plan to be presented to ILT at their meeting on 28 January 2003.

1.
Visioning the Future.  
The “tieback” of industry perception to action on skills and HR capability. 

Discussion from the paper “What Skills Problem?”

· The way the industry views the UKCS has important implications for the way it deals with skills and recruitment. 

· Should action around attraction, recruitment, retention and development be based around abandonment activities or a new technology driven production cycle?  Are we looking at something in between?

· The important point is that the industry’s view of the UKCS needs to be better understood in order to recognise the skills and development issues that are relevant now and in the future i.e. for the UKCS in the 21st century.

1.1
Issue – how to get a better understanding of the future of the UKCS.

We know that current questionnaire research route is not working; people that are being asked to fill them in often don’t have appropriate knowledge or information.  This results in poor response rates and unreliable data, which then become the basis for action!

Visioning needs to be an ongoing part of the development of establishing of any future Strategic Skills Plans.  

1.2
Recommendations for 2003:  Exploring the Future (discussion 9/1/03)

· Learning from the Future:
Scenarios for the UK Oil and Gas Industry.  Work already exists just needs tweaking

· Establish protocol/process of working with aligning to the economic forecasting of the operators, analysing the EAG and information prepared for activities such as Share Fare.

· Lobby, inform, guide DTI to revisit how and what data they collect for Brown Book re Skills and Occupations

· Understand the “new kids on the block” – their vision and aspirations and how they will resource them – research.

· New Technology – how do we know what’s coming – where to get the information from again a way of tapping into and understanding the “cutting edge “ of the industry needs to be established.  (Next meeting presentation from last Energy Breakfast:  Dalton Boutte, Schlumberger, Global Head of Oilfield Operations; Industry Technology Facilitator.)

· Business Lab:  Learning Signatures – good tool for examining what we currently have as an industry versus what our anticipated future will require.

2.
Attractiveness is a function of the industry’s general reputation

Discussion of industry attractiveness – talking about whether the oil and gas industry is an attractive job/career destination for people to join both at a “technician” and graduate level (new entrants) as well as an attractive place to remain.   

Significantly the group highlighted that both initial attraction and the subsequent retention of established personnel was affected by the industry’s reputation.  Furthermore that the industry’s reputation was a function of behaviour and how that behaviour is communicated.  In practical terms what we do, the way the industry behaves and what people think about us are important.

What we do involves industry policy, practice and behaviour and is dealt with by agenda items 3,4,5.

2.1
Industry Attraction Programmes:
	
	Existing Products

Activities that we already undertake


	New Products

Things we don’t currently do

	Existing Markets

Target audiences that we already work with


	Market Penetration

· Graduate Attraction – increase the no of universities visited
· COGS – more schools presentations and work in other geographical areas
· Offshore Europe
· Availability of 
Technician training
	Product Development

· Young Person’s network

· Specific careers material for COGS

· Industry days/events

· Relationships with University Depts

· Branding of all attraction strands COGS/Grads/Current staff



	New Markets

Target audiences we don’t currently work with


	Market Development

· Talking jobs for downstream and chemicals
	Diversification

· Job changers and reskilling/upskilling
Programmes/


2.2
Recommendations for 2003:  (discussion 9/1/03)

· Brand Development – Opportunities 

OPPORTUNTIES becomes the brand for all the activities that contribute to making the oil and gas industry and attractive place to work

Graduates:
Opportunities
Getting Ahead

School College


cOgs
 Getting Started

Current Workforce


Getting on/moving/better?

Brand Development: build on the creative work undertaken for Graduate Attraction Project to include other target groups – schools; current workforce and job changers.  Initial project outline and costs available at next meeting.

· Cogs career material to be developed look at Workgroup – led by Cogent to embrace IP etc

· Getting on – look at what exists with oilcareers.com/ lifelong learning group.  Work group led by Amicus/cogent 

3.
Managing Capability:

This was the discussion that began with the question about what are the structural issues, ways that things are done within the industry that make it an attractive place to work in and vice versa.


Debate and input around:

· The need to develop the whole workforce not just graduates – more information around the programmes to develop life-long learning and perhaps some of the programmes that companies offer.  

· How companies manage the need to lay people off – some learning around the way that drilling companies work together to “place” people in other companies.  Issue trying to address is if we accept the cyclical nature of the industry how to ensure we don’t lose people permanently from the sector.

· Higher-level skills – What higher-level skills are we looking for?

We need better intelligence around higher skills.

Chartered Petroleum Engineers Process – how to go about

Establishing something like a Chartered Petroleum Engineer.  This

would need to address some of the issues faced by other institutions

i.e. how robust the process is; measurement of outputs not inputs;

appropriate access points. 

How to become chartered irrespective of starting point

Chartering should be about recognising the vocational/application overlay to academic or underpinning knowledge.

At the moment all chartered engineers within the business are “recognised” i.e. have awards from civil, marine, electrical etc

Looking for a “new way of looking at” “taking a fresh look” at underpinning knowledge.

Cogent are in discussion with the DTI around the possibility of them funding some research around these ideas that would better inform the Strategic Skills Agenda.

3.2
Recommendations for 2003:  (discussion 9/1/03)

· Cogent to pursue “Higher Skills” project with DTI

· Amicus/Cogent lead project group on Lifelong Learning to make recommendations for future action.

· Investigate and work up model for better information sharing to facilitate movement of people between companies/jobs 

· Review the contribution of oilcareers.com

· Explore any other areas of funding for projects that could build on the successful practice on individual companies.

4.
Skills as a Strategic Issue.

ILT and the industry need to recognise, identify and own any future action in this area.  The learning is that It is not enough to hand responsibility to third parties e.g. OPITO/ECITB cogent because skills are strategic issues which need to be positioned alongside investment and technology at the heart of the business model.

Any future skill requirements will depend on where the industry is going. The issues that underpin this direction and consequently the industry’s behaviour and operating environment will include technical, political and economic issues. Only by aligning skills with these demand side factors will they remain in step with the real business requirements such that any interventions are useful and timely.

The nature of the industry’s contracting relationships was identified as being of crucial importance in this area.  There was a suggestion that currently some of the contractual relationships and behaviours were counterproductive/worked against investment in or implementation of successful practice in skill development/training.


An illustration, of an investment model, that could be incorporated into a business case for change.  The investment a company may make in expensive drilling equipment.  Here the company recognises that it is worth making the initial investment because when the equipment is in use it makes very good money such that it can accept/absorb the “hit” of downtime.  

4.2
Recommendations for 2003:  (discussion 9/1/03)

· Discuss arrangements for NTO Group replacement such that Skills and Development remain on ILT’s agenda

· Establish process/group to work up business case – with examples that show why and how investment in skills should not be disengaged from business investment models.

· Take on board learning from other groups e.g. ECITB’s Engineering the Future Research.  
5
Competence, Compliance and Cost versus Skills, Step Change and Competitiveness

It became very clear from the group’s discussions that there are major problems and concerns around the situation where the industry’s “obsession with competence” is inhibiting the transferability of skills.  But more importantly how the bureaucracy and red tape, that surrounds the assessment of competence is obscuring the real issues and can breed the sort of complacency that undermines safety critical issues.

Issues to be addressed:

· Inflexibility – people cannot transfer easily between installation and installation as often there is a triangle of compliance requirements: HSE, individual site requirements, third party requirements.

· High cost base: is the result of this however 

· No safer but more costly

· Jeopardises international competitiveness

Another complex area is that the lead times required to take “raw recruits” and develop/train them to be fully operational differs greatly amongst different parts of the sector/industry for example in well servicing it is relatively short period (months) whereas for project engineers it a can take between 3-4 years.  This means that the accurate demand forecasting needs to be supported by sustainable/consistent development.  

5.2
Recommendations for 2003 (discussion 9/1/03)

· Develop a briefing to inform ILT of this situation

· Establish a tie in with the Step Change in Safety Initiative

· Cogent lead on review vis a vis NOS /assessment etc

REPLACEMENT OF NTO GROUP

This was the other piece of work that ILT tasked this group with investigating and making recommendations about. As a general principle it was agreed that the important thing was that the industry in general and ILT in particular could be assured that their interests regarding training and development were being addressed in the most effective and appropriate way.

To which end any structure that was agreed should be best suited to the two-fold process of:

· Informing and advising the ILT (industry)

· Implementing the industry’s Strategic Skills Plan 

For these reasons it would appear that replacing the NTO Group is less to do with establishing another standing committee and more to do with forming productive alliances between appropriate stakeholders.  In the first instance this would involve a relationship between ECITB and Cogent supplemented and consolidated by an agreed and defined process that ensures the involvement and active participation of other relevant stakeholders. 

Recommendations for 2003 (discussion 9/1/03)

· The network that is envisioned would however need to be led and its outcomes fed into the ILT done by MS as champion and influencer on ILT

· Consultancy support to Chairman and network, including co-ordinating the development of next Strategic Skills Agenda continue to be provided by AT/MN

· Cogent to provide administrative support as well as acting as a delivery organisation for projects.

· Use the issues identified by the industry as Strategic Skills Agenda items and the consequent plan of action to identify the most appropriate strategic partners/stakeholders to work the issues e.g. ECITB on change required in behaviour around contracting relationships and their adverse affects on training and development.  The Innovation Project funding cogent has secured could be used to make it work this happen.

ACTION BEFORE NEXT MEETING

If members of the group could give any feedback 

· Additional information on any of the issues

· Sense check the way ideas have been captured/reported 

DATE AND TIME OF NEXT MEETING

Thursday 9 January 2003, commencing at 10.30 at Abbot Group Offices, Minto Drive, Altens, Aberdeen.  
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