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Targets (%)

Baseline 2005/06

2006/07

2007/8

2008/9

2009/10

NQF (LP76)

13.36%

12.57%

6.35%

6.28%

0.00%

Level 1 (LP77)

3.04%

3.84%

6.35%

6.35%

0.00%

Level 2 (LP78)

23.68%

21.96%

24.07%

28.57%

33.20%

Level 3 (LP79)

59.92%

61.64%

63.23%

65.08%

66.80%

Total

100.00%

100.00%

100.00%

100.00%

100.00%

Targets in numbers

Baseline 2005/06

2006/07

2007/8

2008/9

2009/10

NQF (LP76)

101

95

48

0

0

Level 1 (LP77)

23

29

48

48

0

Level 2 (LP78)

179

166

182

216

251

Level 3 (LP79)

453

466

478

492

505

Total

756

756

756

756

756

Number needed to go up each level

2006/07

2007/8

2008/9

2009/10

Total 

Number 

Left 

Level

Number needed to go from having no 

qualifications to level 1

6

47

48

0

101

Number needed to go from 1 to level 2

0

28

48

48

124

Number needed to go from 2 to level 3

13

12

14

13

52

Number working towards a 

qualification Level 1,2 or 3

19

87

110

61

277
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PROGRESS REPORT ON SKILLS FOR LIFE STRATEGY

Report of:


Head of Personnel and Development Services

Report reference:
PPP 44/06

Summary:

The Skills for Life Strategy is an important element of the authority’s work in support of its key priority, ‘Carlisle as a Learning City’. It was approved at Executive in August 2006. At it’s last meeting CROS accepted an invitation from the Executive to monitor progress with the Strategy. This is the first such progress report.

Recommendations:

That this committee notes and comments upon progress with this Strategy.

Contact Officer:
David Williams 


Ext:
7082






1. BACKGROUND INFORMATION 

This Strategy is important for the authority because:

· the government has identified the need for all adults to achieve a Level 2 qualification by 2010 in order to function effectively in the modern world, both at work ('sustained employability’) and within the community, and this Strategy shows how this authority plans to adopt and achieve this goal for all of its employees

· there is a ‘business case’ to encourage and enable all our employees to engage with learning throughout their employment here so as to increase their skills and be receptive to and contribute effectively towards improvements in services 

· it comprises one component of the work planned to be undertaken in support of the Council’s key priority, Learning City whereby this Council intends to serve as a role model for the community

· of its public commitment to become the first District Council to achieve the ‘Get On North West Award’.

2.
PRINCIPLES UNDERPINNING THE STRATEGY

The below principles were adopted in the Strategy and I can report that there has been full compliance to date with these:

· Skill levels to be appropriately and professionally assessed 

· Employees to address their literacy, language and numeracy needs so that they raise their skills to Level 2 and beyond 

· Employees to undertake a national qualification in literacy and numeracy if they so wish 

· The delivery of a range of flexible Skills for Life provision both on and off site with paid time off from the workplace for employees to undertake learning and achievement of qualifications 

· The Council to actively engage with the Trade Unions and other partners in all aspects of Skills for Life work to support employees to succeed, in line with the Pay and Workforce Strategy.

· Carlisle City Council will work with accredited local providers to ensure delivery of quality-assured Skills for Life programmes

· Skills for Life development is provided at no charge to the employee.
2. ACTION PLAN AND PROGRESS

3.1
The Strategy’s Action Plan has been re-presented in Appendix 1 with a column added to show progress to date. 

3.2
There has been good progress hitherto although there are 3 concerns:

· There is an issue in relation to the funding of the Digital Divide Centre with which we are endeavouring to facilitate a resolution. This has involved the Council in making a temporary financial contribution of £4,755 (in total) to Carlisle College to enable the Digital Divide Development Officer to be retained in post for three months while a continuation funding package is agreed between our project partners. This money was found from within existing budgets

· Now that we have completed our audit of employees’ achievement of qualifications we have been able to ‘map’ the outcome against the authority’s declared Local Performance Indicators (LPI) in relation to Learning City (see Appendix 2). This now truly reveals the extent of the challenge i.e. there are more employees needing to progress to achievement of a level 2 qualification by 2010 than we had anticipated in our workforce planning (see Appendix 3 for more information on this planning). Whilst it seemed morally right at the time the LPIs were determined to strive towards a target whereby all our employees will possess a qualification by 2010 (in line with the government’s own target) whether it is now achievable must be questioned. If we do not believe that it can be achieved then the question is whether we should instead set a target that stands a reasonable prospect of achievement? Even though this will mean that we are prepared to tolerate a situation where some employees will still lack qualifications. As such the LPI targets are under review and Members are asked for their views

· Following completion of the audit of employees’ achievement of qualifications we have also now been able to ‘map’ the outcome against the current participants in Go-Mo. This reveals that of the106 employees that hold no qualification within the National Qualification Framework (NQF) only 9 have thus far enrolled on Go-Mo. For an explanation of NQF see Appendix 4. The Strategy sees Go-Mo as being the starting point for, and the main vehicle by which, these employees will be encouraged and enabled to study. The other 37 employees enrolled at the college are all benefiting from their involvement and are themselves targets for the project, but they are not from the priority group. This illustrates the sort of difficulties the Council will face in achieving the goals of the Skills for Life Strategy.

3. COMMUNITY SERVICES’ ARRANGEMENTS

The pilot for Go-Mo is being undertaken with employees at Bousteads Grassing. At your last meeting Members of this committee asked for information about the arrangements put in place by Community Services to deliver the pilot. These are:

· Participating employees are paid overtime for the first sessions then any other sessions outside of normal hours are held half in work-time and half in the employee’s own time. That way there is a commitment from both sides

· Community Services have had to use agency staff but only rarely as the participants have tended to study outside normal hours 

· The directorate traditionally builds in a budget for agency staff so this was easy to manage. Comparing the same period last year agency costs are actually down by £29,000. This is mainly because sickness absence is 3.4% this year compared to 6.8% for the same period last year. The directorate explains employees’ much improved attendance by a combination of better management, early occupational health intervention, and improved morale due in no small part to the Skills for Life initiative. Employees seem to have a vibrancy and a spring in their step as a result of the interest being shown by the employer in their personal development

· The Digital Divide Centre supply the training dates well in advance and this has enabled line managers to receive plenty of notice, although its is fair to say there were some ‘hiccups’ early on

· There is a new IT suite opening in a bothy at the depot on 18 October which will be an excellent facility both for training and socialising (it is similar concept to an internet café). It will enable a once virtually excluded group to gather after a shift, at lunch or early morning to practice IT skills, send e-mails, use intranet (when up and running) surf the web, access public folders, use the ‘for sale and wanted’ e-notice board, etc
· Existing employees are not compelled to take part in Go-Mo nor to undertake qualification study. They are required (as are all employees in the Council) to attend the short introductory component of the Employee Enhancement Programme (EEP) where the benefits of lifelong learning are stressed. Participation in EEP is done entirely within work-time

· Many participants are encouraged to join in through the work of the Union Learning Representatives and by the ‘championing’ being undertaken by some of the 46 current participants. There is also another Open Day scheduled for 18 October with the college and Digital Divide Centre coming into Bousteads Grassing (see Appendix 5). 

· There is no suggestion that current employees, whether or not they possess qualifications, are doing anything other than a good job of work. This project is seen as a medium to long term investment.

4. CONSULTATION

Consultation on this Progress Report to date has involved:

· Skills for Life Working Group that comprises managers, Union Learning Representatives, the TUC, Carlisle College, and the Portfolio Holder – 10 October 2006

· Corporate Joint Consultative Committee – 18 October 2006

5. RECOMMENDATIONS

That this committee notes and comments upon progress with the Strategy.

6. REASONS FOR RECOMMENDATIONS

The Strategy will benefit from the oversight of Elected Members, as provided for through Overview and Scrutiny.

7. IMPLICATIONS

· Staffing/Resources – It is anticipated within this strategy that employees will wish to engage more with training and development, and that this will have implications for managers in ensuring continuation of services (e.g. to cover for employees studying). This however, is a desired outcome in that the benefits accruing from this investment are expected to justify the costs

· Financial – it is not envisaged that this strategy will require an increase in the corporate budget for this work over and above that allocated at present, although there may be implications for Community Services who may raise this as a funding pressure (i.e. to provide cover for employees studying) although to date this has not proven necessary

· Legal –  Union Learning Reps are now supported in law

· Corporate – this is a visible early element of work in support of the authority’s key priority ‘Learning City’. 

· Risk Management – this strategy serves to reduce the risk that our workforce will be ill-equipped to deliver the council’s objectives in the future

· Equality Issues – the employees who are the focus of this strategy (certainly in the early years) will be those who traditionally have not benefited from learning opportunities to the same extent as other employees

· Environmental – none

· Crime and Disorder – none

· Impact on Customers – none directly, but we do expect that there will be improved services to customers arising from this strategy in the longer term. 

Appendix 1

Progress with Skills for Life Strategy

Action
By When
Progress

Phase 1
2006-2007


Sign up for GO (Get On) Local Government Award

August 2006
Public commitment made at a civic centre ceremony on 1 September 2006

Fully establish pilot in Community Services (CS) including:

· IT Classes for groups of workers on council premises, on-line via Carlisle College, and within the Digital Divide 

· Awareness-raising among supervisory and management staff

· Provision of training in coaching and development of employees

· Encouraging and enabling CS ‘manual’ employees to engage with the Councils Employee Enhancement Programme (EEP) for personal development
July 2006

September 2006

September 2006 on

June 2006 on
In place for the first group of 46 employees

Undertaken informally with a formal session to come later in year

This is to be part of the new MDP due to start later in year

185 such employees have attended thus far. A Go-Mo/EEP ‘Bridging Programme’ is under design.



Awareness-raising among the Council’s staff including training for supervisory and management grades in coaching and development of employees, working with local training providers
November 2006 on
No progress yet

Develop the role of Union Learning Representatives (ULRs) including:

· Clarification of role and time requirements

· Explore learning and development options 

· Increase number of accredited ULRs

· Negotiate formal learning agreement with trade unions
November 2006 on
This work is part of the Pay and Workforce Strategy. A new Facility Time Agreement is being consulted upon.

Establish baseline for further progress including

· Review of existing qualifications across Carlisle City Council 

· Analysis of job roles against existing qualifications

· Establish appropriate Performance Indicator(s) so as to set targets and to measure progress in relation to Skills for Life. Progress to be reported through the Council’s Best Value Performance Plan
April 2006 on
Achieved

Underway

Achieved

Evaluate CS Pilot including analysis of:

· Hard measures – cost, time, completion and success rates

· Soft measures – role of ULRs, feedback from participants, feedback from supervisors/managers 
July 2007 
No progress yet

Determine how to introduce, across Carlisle City Council, screening, assessment and diagnostic numeracy and literacy tests for all posts including:

· Identify screening tests of vocational relevance to different areas of council employment

· Identify and train those qualified to test or consider external testers

· Consider how to use test results and links to training 
September 2007
Initial assessment undertaken in 2005 at Carlisle College at the start of the project, but there’s been no progress since

Extend pilot to embrace Literacy and Numeracy Classes for volunteer CS employees - on council premises using specialist support tutors from Carlisle College
September 2007 on
No progress yet

Phase 2
2007-8


Achieve GO Award and thereby become model for NWEO promotion of North West version of this national award
July 2007
To be assessed before/around May 2007.

We are speaking at the first NWEO Skills for Life Conference in November 2006.

Will feature shortly  as a case study in  TUC publications

Investigate potential for joint working with other local authorities in Skills for Life
August 2007
Early soundings only

Establish an in-house facility for Learning based at Bousteads Grassing in partnership with trade unions and Carlisle College
June 2007
Prototype established October 2006. In discussion with GMB/TUC for their funding of a full facility in 2007

Establish other pilots  - extend scheme to cover at least 50% of Carlisle City Council employees 
November 2007
No progress yet

Phase 3
2008 on


Agree a framework to extend Skills for Life programme to cover all Carlisle City Council employees including making available national qualifications in literacy and numeracy to those without qualifications, including on-line tests.
During 2007- for introduction in September 2008
No progress yet

Appendix 2

Targets for employees’ achievement of qualifications

Description
Baseline

05/06 
Target 06/07
Target 09/10

Percentage of employees with no NQF level qualifications (LP 76)
13.36%
12.57%
0%

Percentage of employees whose highest qualification is at NQF Level 1 (LP 77)
3.04%
3.84%
0%

Percentage of employees whose highest qualification is at NQF Level 2 (LP 78)
23.68%
21.96%
32.28%

Percentage of employees whose highest qualification is at NQF Level 3 or above (LP 79)
59.92%
61.64%
66.80%

Number of employees working towards a higher qualification 

(LP 73)
110
To be determined by WDP
To be determined by WDP

General targets 

Description
Baseline 

05/06
Target 

The percentage of employees taking part in training & development activities (LP 82)
To be determined at next Staff Survey
100% by 2007

Professional and managerial staff engaged in appropriate Continuing Professional Development (LP 75)
To be determined at

next Staff Survey
100% by 2008

Percentage of employees (other than short term temporary and those undergoing probation) who have had an appraisal in previous 12 months (LP 74)
69%
100% by 2006

The percentage of Elected Members taking part in learning and development activities 

(LP 80)
95%
100% by 2007

LP = Local Performance Indicator

Appendix 3

Workforce planning associated with Qualification Targets

Employee qualifications held

Highest NQF Level
No of Employees

No NQF qualification
101

Entry Level
5

Level 1
23

Level 2
179

Level 3
119

Level 4
67

Level 5
44

Level 6
123

Level 7
94

Level 8
6

A further 37 employees did not provide updated information and so are not included in this table (e.g. on maternity leave or long term sick).

Appendix 3 continued
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Appendix 3 continued

Number of employees working towards a higher qualification  - Sept 2006

Current Study NQF Level
Number

Entry Level
27

Level 1
4

Level 2
11

Level 3
24

Level 4
13

Level 5
9

Level 6
12 

Level 7
9

Level 8
1

Total
110

Appendix 4

NQF Levels and Indicators

NQF Level
Level Indicators

Level 8
Level 8 qualifications recognise leading experts or practitioners in a particular field. Learning at this level involves the development of new and creative approaches that extend or redefine existing knowledge or professional practice.

Level 7
Level 7 qualifications recognise highly developed and complex levels of knowledge which enable the development of in-depth and original responses to complicated and unpredictable problems and situations. Learning at this level involves the demonstration of high level specialist professional knowledge and is appropriate for senior professionals and managers. Level 7 qualifications are at a level equivalent to Masters degrees, postgraduate certificates and postgraduate diplomas.

Level 6 
Level 6 qualifications recognise a specialist high level knowledge of an area of work or study to enable the use of an individual’s own ideas and research in response to complex problems and situations. Learning at this level involves the achievement of a high level of professional knowledge and is appropriate for people working as knowledge-based professionals or in professional management positions. Level 6 qualifications are at a level equivalent to Bachelors degrees with honours, graduate certificates and graduate diplomas.

Level 5 
Level 5 qualifications recognise the ability to increase the depth of knowledge and understanding of an area of work or study to enable the formulation of solutions and responses to complex problems and situations. Learning at this level involves the demonstration of high levels of knowledge, a high level of work expertise in job roles and competence in managing and training others. Qualifications at this level are appropriate for people working as higher grade technicians, professionals or managers. Level 5 qualifications are at a level equivalent to intermediate Higher Education qualifications such as Diplomas of Higher Education, Foundation and other degrees that do not typically provide access to postgraduate programmes.


Level 4 
Level 4 qualifications recognise specialist learning and involve detailed analysis of a high level of information and knowledge in an area of work or study. Learning at this level is appropriate for people working in technical and professional jobs, and/or managing and developing others. Level 4 qualifications are at a level equivalent to Certificates of Higher Education.

Level 3 
Level 3 qualifications recognise the ability to gain, and where relevant apply a range of knowledge, skills and understanding. Learning at this level involves obtaining detailed knowledge and skills. It is appropriate for people wishing to go to university, people working independently, or in some areas supervising and training others in their field of work.

Level 2
Level 2 qualifications recognise the ability to gain a good knowledge and understanding of a subject area of work or study, and to perform varied tasks with some guidance or supervision. Learning at this level involves building knowledge and/or skills in relation to an area of work or a subject area and is appropriate for many job roles.

Level 1
Level 1 qualifications recognise basic knowledge and skills and the ability to apply learning with guidance or supervision. Learning at this level is about activities which mostly relate to everyday situations and may be linked to job competence.

Entry
Entry level qualifications recognise basic knowledge and skills and the ability to apply learning in everyday situations under direct guidance or supervision. Learning at this level involves building basic knowledge and skills and is not geared towards specific occupations.

Appendix 4 continued

Full NQF Table with Examples

Note that revision work on NVQ levels is currently underway nationally




Revised levels indicated by

National Qualifications Framework
General Qualifications
Occupational Qualifications
IT Related

NQF Original Levels
Revised Levels




5
8 Specialist awards
Doctorate
NVQ / Diploma Level 5
NVQ 5 / Masters / Doctorate


7 Level 7 Diploma
Masters Degree



4
6 Level 6 Diploma
Degree
NVQ / Diploma Level 4
NVQ 4 / Degree


5 Level 5 BTEC Higher National Diploma
Diploma of Higher Education




4 Level 4 Certificate
Certificate of Higher Education



3
AS / A Level
NVQ / Certificate Level 3
OCR CLAIT Advanced

BCS (ECDL Advanced)



2
GCSE Grades A*-C

Literacy

Numeracy
NVQ / Diploma Level 2
OCR CLAIT Plus

BCS Level 2 Certificate for IT Users (ECDL 2)

1
GCSE Grades D-G

Literacy

Numeracy
NVQ / Certificate Level 1
OCR New CLAIT

BCS Level 1 Certificate for IT Users (ECDL 1)



Entry
Literacy

Numeracy

BTEC Certificates in Life Skills

BTEC Certificates in Skills for Working Life

LearnDirect Switch On

LearnDirect Surf.Direct

Using your Computer (IT for Life)

Appendix 5

Bousteads Grassing Open Day promotion 

4 posters and leaflets
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Achieving Targets for Learning City





Sheet1


			


									Baseline						Target 06/07						Differences


						PI			Baseline Numbers			% Baseline			% Target			Target Numbers			% Diff			Number left the Level			Number Added to Level


						LP76 (No NQF)			101			13.36%			12.57%			95			-0.79%			6


						LP77 (Level 1)			23			3.04%			3.84%			29			0.79%			0			6


						LP78 (Level 2)			179			23.68%			21.96%			166			-1.72%			13			0


						LP79 (Level 3 or +)			453			59.92%			61.64%			466			1.72%						13


									756			100%			100.0%			756			0.00%						147


									Baseline						Target 06/07						Differences


						PI			Baseline Numbers			% Baseline			% Target			Target Numbers			% Diff			Number left the Level			Number Added to Level


						LP76 (No NQF)			95			12.57%			8.38%			63			-4.19%			32


						LP77 (Level 1)			29			3.84%			2.56%			61			-1.28%						32


						LP78 (Level 2)			166			21.96%			25.71%			153			3.75%			13			0


						LP79 (Level 3 or +)			466			61.64%			63.36%			479			1.72%						13


									756			100.0%			100.0%			756			0.00%						147


									Baseline						Target 06/07						Differences


						PI			Baseline Numbers			% Baseline			% Target			Target Numbers			% Diff			Number left the Level			Number Added to Level


						LP76 (No NQF)			101			13.36%			12.57%			95			-0.79%			-6


						LP77 (Level 1)			23			3.04%			3.84%			29			0.79%			0			6


						LP78 (Level 2)			179			23.68%			21.96%			166			-1.72%			-13			0


						LP79 (Level 3 or +)			453			59.92%			61.64%			466			1.72%						13


									756			100%			100.0%			756			0.00%						147


									Baseline 06/07						Target 09/10						Differences


						PI			Baseline Numbers			% Baseline			% Target			Target Numbers			% Diff			Number left the Level			Number Added to Level


						LP76 (No NQF)			95			12.57%			0.00%			0			-12.57%			95


						LP77 (Level 1)			29			3.84%			0.00%			0			-3.84%			124			95


						LP78 (Level 2)			166			21.96%			33.20%			251			11.24%			39			124


						LP79 (Level 3 or +)			466			61.64%			66.80%			505			5.16%						39


									756			100%			100.0%			756			0.00%


																					1.72			63.36


																					3.72			65.08


																								66.80








Targets


			Targets in numbers


						Baseline 06/07			2007/8			2008/9			2009/10


			NQF			95			48			0			0


			Level 1			29			48			48			0


			Level 2			166			182			216			251


			Level 3			466			478			492			505


			Total			756			756			756			756


			Number needed to go up to each level


						Baseline 06/07			2007/8			2008/9			2009/10


			Number needed to go from NQF to level 1						47			48			0


			Number needed to go from 1 to level 2						28			48			48


			Number needed to go from 2 to level 3						12			14			13


			LP73 Total number working towards a qualification			19			87			110			61


			Targets (%)


						Baseline 06/07			2007/8			2008/9			2009/10


			NQF (LP76)			12.57%			6.35%			0.00%			0.00%


			Level 1 (LP77)			3.84%			6.35%			6.35%			0.00%


			Level 2 (LP78)			21.96%			24.07%			28.57%			33.20%


			Level 3 (LP79)			61.64%			63.23%			65.08%			66.80%


			Total			100.00%			100.00%			100.00%			100.00%








Targets for NQF


			


			Targets (%)


						Baseline 2005/06			2006/07			2007/8			2008/9			2009/10


			NQF (LP76)			13.36%			12.57%			6.35%			6.28%			0.00%


			Level 1 (LP77)			3.04%			3.84%			6.35%			6.35%			0.00%


			Level 2 (LP78)			23.68%			21.96%			24.07%			28.57%			33.20%


			Level 3 (LP79)			59.92%			61.64%			63.23%			65.08%			66.80%


			Total			100.00%			100.00%			100.00%			100.00%			100.00%


			Targets in numbers


						Baseline 2005/06			2006/07			2007/8			2008/9			2009/10


			NQF (LP76)			101			95			48			0			0


			Level 1 (LP77)			23			29			48			48			0


			Level 2 (LP78)			179			166			182			216			251


			Level 3 (LP79)			453			466			478			492			505


			Total			756			756			756			756			756


			Number needed to go up each level


									2006/07			2007/8			2008/9			2009/10			Total Number Left Level


			Number needed to go from having no qualifications to level 1						6			47			48			0			101


			Number needed to go from 1 to level 2						0			28			48			48			124


			Number needed to go from 2 to level 3						13			12			14			13			52


			Number working towards a qualification Level 1,2 or 3						19			87			110			61			277





&CTarget Setting Document for LP73, LP76, LP77, LP78, and LP79


&CAuthor: Policy and Performance Section&R&D





Sheet3


						Baseline			Target 06/07			Target 07/08			Target 08/09			Target 09/10


						13.36%			12.57%			8.38%			4.19%			0.00%


						3.04%			3.84%			2.56%			1.28%			0.00%


						23.68%			21.96%			25.71%			29.45%			33.20%


						59.92%			61.64%			63.36%			65.08%			66.80%


						Baseline			Target 06/07			Target 07/08			Target 08/09			Target 09/10


						101			95			63			32			0


						23			29			83			41			0


						179			166						223			251


						453			466			479			492			505


						756			756			625			788			756


						Baseline			Target 06/07			Target 07/08			Target 08/09			Target 09/10


						13.36%			12.57%			8.38%			4.19%			0.00%


						3.04%			3.84%			10.93%			5.47%			0.00%


						23.68%			21.96%			25.71%			29.45%			33.20%


						59.92%			61.64%			63.36%			65.08%			66.80%


						Baseline			Target 06/07			Target 07/08			Target 08/09			Target 09/10


			NQF			101			95			48			0			0


			Level 1 increases									48			48			0


			Level 1 decreases necessary from baseline						29			48			48			0


			Level 2 arriving									29			48			48


			Level 2 target						166			182			216			251


			Level 2 leaving									13			13			13


			Number at Level 3						466			479			493			506


									756			756			757			757


									12.57%			6.28%			0.00%			0.00%


									3.84%			6.28%			6.34%			0.00%


									21.96%			24.03%			28.58%			33.16%


									61.64%			63.40%			65.08%			66.84%


									95			48			0			0			-95


									29			48			48			0			-29


									166			182			216			251			85


									466			478			492			505			39


									756			756			756			756			0


									12.57%			6.35%			0.00%			0.00%


									3.84%			6.35%			6.35%			0.00%


									21.96%			24.07%			28.57%			33.20%


									61.64%			63.23%			65.08%			66.80%










Targets (%)


Baseline 2005/06 2006/07 2007/8 2008/9 2009/10


NQF (LP76) 13.36% 12.57% 6.35% 6.28% 0.00%


Level 1 (LP77) 3.04% 3.84% 6.35% 6.35% 0.00%


Level 2 (LP78) 23.68% 21.96% 24.07% 28.57% 33.20%


Level 3 (LP79) 59.92% 61.64% 63.23% 65.08% 66.80%


Total 100.00% 100.00% 100.00% 100.00% 100.00%


Targets in numbers


Baseline 2005/06 2006/07 2007/8 2008/9 2009/10


NQF (LP76) 101 95 48 0 0


Level 1 (LP77) 23 29 48 48 0


Level 2 (LP78) 179 166 182 216 251


Level 3 (LP79) 453 466 478 492 505


Total 756 756 756 756 756


Number needed to go up each level


2006/07 2007/8 2008/9 2009/10


Total 


Number 


Left 


Level


Number needed to go from having no 


qualifications to level 1 6 47 48 0 101


Number needed to go from 1 to level 2 0 28 48 48 124


Number needed to go from 2 to level 3 13 12 14 13 52


Number working towards a 


qualification Level 1,2 or 3 19 87 110 61 277
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