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Appendix C

Yorkshire and the
Humber Regional Profile

C1 Labour Shortages and
Skills Gaps in Yorkshire and the Humber

Main Findings

« Yorkshire and the Humber (Y&H) is forecast to have a surplus of sustainable communities professionals
overall, although particularly large shortages are predicted in the engineering and environmental professions.
A large relative oversupply of housing professionals and planners is forecast.

« Individuals in Y&H are more likely to work in the private sector but more likely to aspire to the public sector
and stay in their profession longer than average.

« There may be scope for surplus professionals projected in the North West to offset some of the projected
vacancies in Y&H.

Forecast labour shortages across the region
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Forecast labour shortages by profession
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Labour shortages
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Labour shortages
decreasing/surplus

and architects
Regeneration specialists

Transport planners

C11 Regional analysis

There is an overall projected surplus of sustainable
communities professionals in Yorkshire and the
Humber by 2012. This disguises a greater than
average shortage of a number of professionals,

in particular engineers and environmental
specialists. These are offset by forecast
disproportionate surpluses of housing

specialists and (unusually) planners.

Individuals working in sustainable communities in
Y&H are more likely to stay in their profession
longer and are slightly more likely to work in the
private sector than average (perhaps reflecting the
importance of Leeds as a financial and business
services centre).

Organisations in Y&H are more likely than
average to be involved in projects related to low
demand and associated with delivery, design
and construction.

Individuals in Y&H are more likely than average to
be interested in working in the public sector,
particularly local authority regeneration
departments. Major constraints to employing more
staff identified by Y&H organisations are a lack of
financial resources and problems with unattractive
organisations, and generally organisations do not
perceive any difference in the quality of candidates
now compared with a couple of years ago.

Landscape architects, urban designers

Sustainable development specialists

Housing specialists
Planners
Overall SC workforce

Developers

Engineers

Environmental specialists
Neighbourhood/community specialists
Surveyors

Aslightly higher than average proportion of
respondents thought that generic skills had
worsened in the last few years, although overall
there is little difference in perceptions of skills gaps
between regions.

Organisations are more likely than average to
anticipate staff shortages in environmental and
regeneration specialists, landscape architects and
transport practitioners. Arup’s model predicts
shortages in all of these professions in Y&H,
although (with the exception of environmental
specialists, which is expected to be particularly
acute) these shortages are expected to be less
severe than across the country as a whole.

Shortages and surpluses in professions and regions
across England may be offset by professional and
geographical mobility, which may mean that
professionals move sideways across professions, or
move to other regions to fill those gaps —however
individuals from Y&H are less likely than average to
be willing to move out of the region for a good job,
and are willing to commute less far than average.
For those who would be willing to move for a good
job, the North East, North West and East Midlands
are the preferred destination, although more
people would be willing to move abroad than to
any other single English region.

There are predicted surpluses of professionals
in the North West who may be able to relocate
to offset some of Y&H's projected vacancies

in environmental and neighbourhood/
community specialists.
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Appendix D

East Midlands
Regional Profile

D1 Labour Shortages and
Skills Gaps in the East Midlands

Main Findings

« By 2012 there is forecast to be an overall projected surplus of sustainable communities professionals in the
East Midlands (proportionately more than in any other region) although this disguises greater than average
shortages of architects and urban designers, engineers and, most severely, planners. There is some potential
for this to be offset by surplus professionals in neighbouring regions.

« Individuals in the East Midlands are more likely to work in planning and delivery of sustainable communities
(as opposed to liveability issues) and to aspire to work in central government or think tanks.

« Organisations in the East Midlands are less likely than average to point to financial constraints on recruitment
and more likely to blame a shortage of good candidates.

Forecast labour shortages across the region
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D11 Regional analysis

By 2012 the East Midlands is forecast to have the
greatest proportional skills surplus of any region,
although this disguises acute shortages in the more
traditional professions of landscape architecture,
urban design, architecture, engineering and
planning. There is forecast to be an unusually

large surplus of developers, surveyors and
environmental specialists.

Individual respondents from the East Midlands are
more likely than average to be employed in the
public sector, and in the planning and environment
professions, and are more likely to aspire to work in
central government or in think tanks.

Organisations in the East Midlands are more likely
than average to be involved in the planning and
delivery of sustainable communities (perhaps
reflecting the high numbers of developers and
surveyors in the region) and are more likely to be
involved with projects relating to growth or low
demand than liveability.

Organisations in the East Midlands are more likely
than average to have trouble finding good
candidates for employment but less likely than
average to face financial constraints (although these
are still a concern to many).

Neighbourhood/community specialists

Sustainable development specialists

Developers
Environmental specialists
Surveyors

Overall SC workforce

Landscape architects, urban designers
and architects

Engineers

Planners

There is no significant difference between regions
regarding the level of skills in organisations, although
those in the East Midlands are slightly more likely to
think that both technical and generic skills have
worsened over the last two years. Individuals are
slightly more likely than average to highlight gaps in
knowledge related to relevant technical procedures
and processes.

Organisations in the East Midlands are more likely
than average to expect future shortages of
professionals in the planning, surveying
regeneration and environment professions. This
contrasts slightly with Arup’s model, which
forecasts a future surplus in both the surveying and
environmental professions, although a particularly
acute shortage of planners is forecast.

Shortages and surpluses in professions and regions
across England may be offset by professional and
geographical mobility, which may mean that
professionals move sideways across professions, or
move to other regions to fill those gaps —individuals
from the East Midlands are more likely than
average to move regions for a good job, with the
preferred regions being Yorkshire and the Humber
or the South West.

There may, therefore, be some scope for surplus
professionals in planning and engineering in the
West Midlands and Yorkshire and the Humber to
offset some of the projected shortages in the
East Midlands.
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Appendix E

West Midlands
Regional Profile

E1 Labour Shortages and
Skills Gaps in the West Midlands

Main Findings

« There is forecast to be a small surplus of professionals working in the West Midlands in sustainable
communities by 2012, albeit with severe relative shortages of environmental specialists, landscape architects,
urban designers and architects.

« Individuals in the West Midlands are more likely than average to be involved in the construction and delivery
of sustainable communities, or with neighbourhood and community development.

« Individuals are more likely than average to be willing to move for the right job and are less choosy about
where they would be prepared to go, with at least a quarter being willing to move to any given English region.

Forecast labour shortages across the region
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E11 Regional analysis

By 2012 the West Midlands is forecast to have a
slight surplus of professionals working in sustainable
communities overall and, in particular; a surplus of
engineers, planners (which is relatively unusual) and
housing specialists. Nevertheless, there are forecast
shortages of some groups of professionals, most
notably environmental specialists and landscape
architects, urban designers and architects.

Individuals working in the West Midlands are likely
to be older than average and are more likely to
work in the third sector, particularly in
neighbourhood and community development.
They are more likely to express an interest in
working for neighbourhood renewal bodies

than average.

Although there is not a large difference in
perceptions of skills levels across different regions,
individuals in the West Midlands are more likely
than average to perceive gaps in their own
knowledge of relevant technical procedures

and processes.

Sustainable development specialists

Engineers

Housing specialists
Planners

Overall SC workforce

Landscape architects, urban designers
and architects

Developers

Environmental specialists
Neighbourhood/community specialists
Surveyors

Organisations are slightly more likely than average
to be involved in construction and growth area
projects, and less likely to be involved in design.

Organisations in the West Midlands anticipate
shortages of planners, surveyors, urban designers
and regeneration specialists. Shortages of surveyors,
urban designers and regeneration specialists are
forecast. However Arup’s model suggests an
unusually high surplus of planners will be available
by 2012.

Shortages and surpluses in professions and regions
across England may be offset by professional and
geographical mobility, which may mean that
professionals move sideways across professions, or
move to other regions to fill those gaps —individuals
from the West Midlands are slightly more likely
than average to move regions for a good job, and
they are relatively less choosy about their
destination region, with more than a quarter of
respondents saying they would be prepared to
move to any given English region.

There may, therefore, be some scope for surplus
planners in the West Midlands to offset predicted
shortages in other regions, and vice versa.
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Appendix F

East of England
Regional Profile

F1 Labour Shortages and
Skills Gaps in the East of England

Main Findings

« There is predicted to be a shortage of professionals across the sustainable communities workforce in the
East of England by 2012. This is expected to be particularly acute amongst environmental specialists and
planners. This could potentially be offset by projected surpluses of those professionals in the South East
and West Midlands.

« The East of England workforce is older than average and more likely to work in the public sector;
particularly in planning.

« Organisations in the East of England are less likely to face financial constraints on recruitment but more
likely to have trouble attracting good candidates as a result of their location or organisation.

Forecast labour shortages across the region
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F11 Regional analysis

By 2012 the East of England is forecast to have an
overall shortage of sustainable communities
professionals, with particularly acute shortages of
environmental specialists and planners. There is
forecast to be a greater than average surplus of
developers and surveyors (whereas shortages of
these professions are forecast across the country as
awhole).

Individuals working in the East of England have an
older age profile than the England average and are
more likely to work in the public sector, particularly
in planning.

Organisations in the East are more likely than
average to experience difficulties in attracting good
candidates due to unpopular locations or
organisations. Conversely, they were less likely to
cite financial constraints as a barrier to employing
good staff.

There is little difference between perceptions of
technical and generic skills between regions,
although a slightly higher proportion of
organisations from the East think that both types of
skills have improved in the last few years.

Neighbourhood/community specialists

Landscape architects, urban designers

Sustainable development specialists

Developers
Surveyors

Engineers

Environmental specialists
Housing specialists
Planners

Overall SC workforce

Organisations in the East of England expect to
see future shortages in planning, transport
planning and urban design, which corresponds
with Arup’s model predictions of shortagesin all
of these disciplines.

Shortages and surpluses in professions and regions
across England may be offset by professional and
geographical mobility, which may mean that
professionals move sideways across professions, or
move to other regions to fill those gaps — although
individuals from the East of England are very slightly
less willing than average to move for a good job.
Those who would be willing to move prefer
London, the South East or Yorkshire and the
Humber.

There may be some potential for shortages in
environmental professions to be offset by surpluses
predicted, for example, in the South East and
similarly with surplus engineers, housing specialists
and planners from the West Midlands.
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Appendix G

South East
Regional Profile

G1 Labour Shortages and
Skills Gaps in the South East

Main Findings

« Skills shortages are forecast to be most acute in the sustainable communities workforce of the South East.
This will be felt most keenly by landscape architects, urban designers, architects, regeneration specialists,
sustainable development specialists and engineers. There may be potential for shortages in engineers to be
offset by surpluses in the West Midlands and London.

« Organisations in the South East are more likely than average to be involved in growth areas and to identify a
lack of good candidates as a barrier to recruitment.

+ Individuals working in sustainable communities in the South East tend to be older than average and less
inclined to move for a good job. Those who would be willing to move prefer London and the South West.

Forecast labour shortages across the region
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G11 Regional analysis

* Labour shortages in the sustainable communities
workforce as a whole are forecast to be most acute
in the South East, and particularly in landscape
architecture, urban design, architecture,
regeneration and sustainable development and
engineering. Despite this projected overall shortage,
there are forecast surplus professionals in
environmental and housing specialists.

Individuals in the South East tend to be older than
average and slightly more likely to be employed in
the public sector.

+ Organisations are more likely than average to be
involved in growth areas (unsurprisingly, given that
three of the government's four growth areas fall
wholly or partly within the South East).

+ Organisations in the South East are more likely than
average to identify lack of good candidates as a
barrier to recruitment, and less likely to cite financial
constraints (although this was still raised as an issue
by a number of respondents).

Sustainable development specialists

Environmental specialists

Lanscape architects, urban designers
and architects

Developers

Engineers

Neighbourhood/community specialists
Regeneration specialists

Surveyors

Overall SC workforce

+ Organisations are expecting to see above average
shortages in planners, transport planners and
environmental specialists. Arup’s model does
forecast shortages in planners and transport
planners (although they are not the categories
facing the greatest shortages), but there is a
forecast surplus of environmental specialists.

Shortages and surpluses in professions and regions
across England may be offset by professional and
geographical mobility, which may mean that
professionals move sideways across professions, or
move to other regions to fill those gaps — although
individuals from the South East are less willing than
average to move for a good job. Those who would
be willing to move prefer London or the South West.

The professions with predicted shortages could be
offset by the predicted surplus of professionals in
neighbouring regions, for example, the predicted
surplus of engineers from the West Midlands and
from London.
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Appendix H

London
Regional Profile

H1 Labour Shortages and
Skills Gaps in London

Main Findings

« London is predicted to have a greater than average shortage of professionals working in sustainable
communities by 2012 with by far the greatest predicted shortage of planners. This is likely to be offset at least
in part by the relative attractiveness of London as a location drawing in professionals from other regions.

« London organisations overall experience very few barriers to recruitment due to the attractive location of the
capital, with the notable exception of local authorities, who have real difficultly in competing with the private
sector in attracting good staff in planning and engineering.

« Individuals working in sustainable communities in London are younger than average and are more willing
than individuals from any other region to move for a good job — preferred locations are the South East and
South West.

Forecast labour shortages across the region
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H11 Regional analysis

There is a greater than average forecast shortage of
sustainable communities professionals in London
by 2012. This overwhelmingly comprises a forecast
lack of planners, as well as regeneration and
sustainable development specialists, landscape
architects, urban designers and architects.

Individuals in London are more likely than average
to work in the private sector and are younger than
the national sector average. They are also prepared
to commute much further for work, reflecting the
large commuter hinterland of London.

Organisations in London are less likely to cite
constraints to recruitment of good staff, due to
their relatively attractive location, with the
exception of local authorities who face grave
difficulties in attracting staff in the face of
competition from consultancies and other private
sector companies, most particularly in planning
and engineering.

Landscape architects, urban designers

Engineers
Neighbourhood/community specialists

Developers
Environmental specialists
Housing specialists
Planners

Sustainable development specialists

Surveyors
Overall SC workforce

+ Shortages and surpluses in professions and regions
across England may be offset by professional and
geographical mobility, which may mean that
professionals move sideways across professions, or
move to other regions to fill those gaps. In
particular the private sector in London usually has
relatively little difficultly attracting high calibre staff,
although conversely the public sector suffers
perhaps more than other places.

Individuals from London are more willing than any
other region to move for a good job. Those who
would be willing to move prefer the South East or
South West although about 20% of respondents
surveyed would be prepared to go to any of the
other English regions. They are also most likely to
be interested in working abroad.

There is potential for some of the shortages to be
offset by forecast surplus developers and surveyors
in the East Midlands, for example, and surplus
housing professionals from the South East,
particularly given London’s attractiveness

as a location.
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Appendix I

South West
Regional Profile

I1 Labour Shortages and
Skills Gaps in the South West

Main Findings

« The South West is forecast to experience the second greatest skills gap by 2012, with particularly severe
shortages of planners, landscape architects, urban designers, architects, surveyors and developers.

« Individuals working in the South West tend to be older than average and less willing to relocate for a
good job or commute far for work.

« The South West is the region which most people living elsewhere would be prepared to move to in order
to take a good job, suggesting that there is the opportunity for the South West to ‘draw down’ on surplus
professionals in other regions to address some of these gaps.

Forecast labour shortages across the region
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11 Regional analysis

* There is a greater than average forecast shortage of
professionals in the South West in 2012 (the second
most severe of any region). A number of professions
are forecast to have faster than average or acute
shortages, and the shortage of planners is forecast
to be most severe. Other professions facing severe
and greater than average shortages in the South
West include landscape architects, urban designers,
architects, developers and surveyors.

Nevertheless a greater than average surplus of
environmental specialists and neighbourhood/
community specialists is forecast.

Individuals working in sustainable communities in
the South West tend to be older than the English
average and less likely than average to consider
moving profession.

Organisations in the South West are more likely to
be involved in the planning, policy and construction
elements of sustainable communities and projects
involving low demand.

Overall SC workforce

+ Organisations identify financial constraints as the
major barrier to recruitment, although this was
still less of a problem for South West-based
organisations than average.

South West organisations expect to experience
future shortages in most of the professions which
are forecast to experience a shortage by 2012 but
also in environmental specialists of whom there is
actually forecast to be a surplus.

A higher proportion of people in the South West
would not move for any job in any other region,
highlighting the oft-referred to high quality of life.
The South West is also the region that most people
would be willing to move to for a good job. This
suggests that the region may be able to ‘draw
down’ on surplus professionals from other regions
to address regional skills gaps. Individuals in the
South West were also willing to commute less far
than average.
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Appendix J

Academy for Sustainable Communities
gap analysis for sustainable communities
professionals by York Consulting 2007

This report was undertaken by York Consulting on
behalf of the Academy for Sustainable Communities

(ASQ).

KEY MESSAGES

» The majority of the professions considered,
suffered to a greater or lesser extent from
imbalances between supply and demand, due
to arange of issues including individual choices
made during education.

The extent to which the professions considered
are engaged in work relating to sustainable
communities is less clear because the nature of
work being undertaken is not quantified by the
professional bodies.

The social and economic professions of
regeneration, housing and economic
development can be considered to be
fully integrated into the sustainable
communities agenda.

One challenge is the ability to accurately define
and hence map the professions, especially
regeneration and economic development.

There are a number of methodological issues that
need to be considered when determining the skills
gaps. This includes avoiding a reliance on
quantitative data because of the difficulties in
accurately establishing the size and scope of
the sector.

According to a Construction
Industry Council Survey, firms whose
predominant service is planning
represent 6% of the construction
professional services sector which
approximates 13,500 people.

INTRODUCTION

The project’s central aim was to identify, collate and
analyse current data around the skills gaps for the
delivery of the sustainable communities agenda. The
research was designed to:

« Identify what data already exists, building on
previous research to explore the national picture
and assess the scope, focus and methodologies
used by partner organisations, drawing conclusions
on the current picture and projections for the
future; and

Make recommendations on a methodology that
can be used across regions and by all relevant
partners/stakeholders to ensure ongoing capture
of key skills gaps and needs in the field of
sustainable communities.

BACKGROUND AND CONTEXT

In addition to the identification of the need for
generic skills to deliver the promise of sustainable
communities, the Egan Report also highlighted

that, in some professions and occupations, there is
evidence of a labour shortage. This may be due to
either a lack of individuals within certain occupations,
or a lack of appropriately skilled people. The report
states that there is:

“A need for better information about skills shortages,
supply/demand and future trends amongst those in
core occupations if we are to develop policies that
adequately address these problems”.

One of the building blocks of the Egan Review was
the 2004 Evidence Base Review, which sought to
provide a picture of the number of people engaged
in the core sustainable communities occupations.
The review provided an indication of the severe
limitations of existing quantitative evidence on

the labour market conditions in the professional
occupations. This research takes this forward to
establish whether this is still the case and specifically
where information gaps still exist.



THE PROFESSIONS

Planning

According to a Construction Industry Council
Survey, firms whose predominant service is planning
represents 6% of the construction professional
services sector which approximates 13,500 people.
From the data however there appears to be quite
substantial recruitment and retention problems
in the field of planning, most notably within the
public sector. Consultees stressed, in particular; the
problems faced by local planning authorities and
the general lack of senior and experienced planning
professionals. There is anecdotal evidence from planning
publications that the private sector is also struggling
to recruit the right calibre of planning professional.

The Royal Town Planning Institute has conducted

a skills survey of its members to determine their
views on generic skills. Planners would like to
develop further their project management

and presentation skills the most. External
assessment suggests the profession should focus on
communication, leadership and negotiation.

Surveying

Standard Occupational Classification data highlights
that there are approximately 81500 surveyors
operating in England. Consultations suggest that
there remains an ambiguity within the surveying
profession in England over what exactly the
sustainable communities agenda encompasses
in the context of the work of surveyors. Through
studying the demographic profile of the profession,
the forecast increase in the numbers of surveyors
entering the Royal Institution of Chartered Surveyors
(RICS) and the number of students on RICS-
accredited courses, suggests that it is unlikely that
there will be a shortfall in the supply of surveyors.

Many of the profession’s mandatory competencies
are similar to the Egan list of generic skills. Survey data
suggests that surveyors could benefit from training

in communication.

Architecture

In July 2006, the Royal Institute of British Architects
(RIBA) recorded 32,000 members, with 86% of
architects working in private practice. There is a
relatively steady level of applications for architecture
degree courses illustrating its continuing popularity
as a career choice. Information on generic skills
for architects is very limited, possibly reflecting
alack of focus within the profession about
their relevance. There is much more interest in
technical skills development within RIBA.

Engineering

In 2004, the median age of registered engineers was
over 55. This is an increasing trend, which was caused
by a downturn in numbers entering the profession
anumber of years ago. Of all the vocational
qualifications, engineering faces some of the
most serious challenges with regard to labour
market inflows. It is encouraging, however, that
the number of UK students taking engineering and
technology courses in higher education has risen by
12% in recent years.

In relation to generic skills, civil engineers are
traditionally very good at project management.
Conversely leadership is recognised as a weakness
among engineers as well as ‘softer” skills such

as communication.
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Regeneration

Successive studies have struggled to provide a
discrete, adequate definition of the regeneration
sector workforce. Therefore, it is not feasible to
provide an aggregated, composite and qualitative
national picture of the regeneration sector.

Research suggests high levels of vacancies in
regeneration and problems with retention. In the
public sector this may be linked to the attraction of
working on high-profile projects.

A piece of work for the Thames Gateway South
Essex Partnership in 2006 recommends the
development of training programmes in key generic
skills including leadership.

Economic development

Detailed information about the economic
development profession is limited in terms

of numbers and age distribution. However,
consultations suggest that the profession may face

a demographic challenge to its composition in

the future. Consultation with the Chief Economic
Development Officers’ Society (CEDOS) reveals that
there is a difficulty in some member authorities in
attracting new recruits. This is because while the role
often needs specific skills and experience, it can
be difficult to attract candidates to roles that are
often not very well paid and involve substantial
community engagement.

Assurvey of economic development officers
suggests that they would benefit from further
development in the areas of impact evaluation
and strategy development.

Housing

There are currently around 20,000 members of the
Chartered Institute of Housing (CIH). Figures at the
end of 2005 showed a growth of 486 members

on the previous year. Anecdotal evidence suggests
that the housing manager/ officer occupations are
in general held by older individuals who have been
working in this sector for a number of years, thereby
raising the average age of this group.

According to CIH, housing professionals need to have
arange of skills to undertake their role effectively
(including customer focus, financial management,
leadership). The move from local government
housing developments to ALMOs is considered
to have increased the need for improved
leadership and management skills.

REGIONAL PERSPECTIVES

In most regions the regional centre of excellence
(RCE) was considered to be the “first stop’ for
discussions on sustainable communities. In
general, it appears that the RCEs had more of a

focus on regeneration as a sector rather than the
vocational occupations. It is also clear that the RCEs
lack a well-quantified evidence base for their
activities and that a skills audit will help to fill this
gap. The most substantial regional research work into
the labour market and generic skills has taken place
by RENEW Northwest.

Consultation with regional development agencies
(RDAs) and intelligence observatories suggests

that there is little focus at a regional level on

the sustainable communities professions. The
absence of significant interest by RDAs appears to
be due to the focus of RDA employment strategies
on high value or high productivity sectors and
tackling worklessness.

The picture of sustainable communities professionals
at the regional level is far from clear. The RCEs are
widely regarded as the natural regional leaders in

this field. However, their varying sizes, approaches
and priorities mean that it is not possible to derive
consistent messages from the limited research work
already undertaken under their auspices.



RESEARCH METHODOLOGIES

A single methodology for collating data on
labour market and generic skills information is
not recommended. Recommendations for future
research includes: avoiding reliance on quantitative
data because of difficulties in accurately establishing
the size and scope of the sector; where possible
building on existing research in order to reduce

the burden on research participants and build into
the methodology the requirement for data to be
analysed at a regional level.

CONCLUSION

Collating information about market and generic
skills issues for certain sustainable communities
professions in order to quantify the size of the
sector has its difficulties. This is due to limitations

of the datasets, existing research varying in quality
and it not being easy to compare across professions,
geographies or years. The conclusions from the
research are:

« The vocational occupations of surveying,
planning, architecture and engineering are
relatively easy to characterise within the
workforce. This is due to the strength of the
relevant professional bodies that oversee them as
they deliver useful data, and there is a coordinated

approach to skills development and competencies.

« The extent to which these professions are
engaged in work relating to sustainable
communities is less clear because the nature of
work being undertaken is not quantified by the
professional bodies.

The social and economic professions of
regeneration, housing and economic
development can be considered to be fully
integrated into the sustainable communities
agenda.

The challenge is the ability to accurately define
and hence map the professions, especially
regeneration and economic development.

RCEs require a clearer evidence base in order to
deliver support where it is most required.

There are a number of methodological issues that
need to be considered when determining the skills
gap. This includes avoiding a reliance on
quantitative data because of the difficulties in
accurately establishing the size and scope of
the sector.

FOR FURTHER INFORMATION
The full report can be downloaded from
www.ascskills.org.uk
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Appendix K
Glossary

K1 Glossary

K11 Acronyms used to refer to occupations

ACA Academic/researcher

Ccv Civil servants (Central Government/Government agency)
DEV Developers

ENG Engineers

ENV Environmental specialists

HOU/WEL Housing and welfare specialists

LAR Landscape architects (including urban designers and architects)
NEI Neighbourhood and community development specialists
PLN Planners (including development control and forward planners)
REG Regeneration and economic development specialists

SUS Sustainable development specialists

SRV Surveyors

TRA Transport planners

URB Urban designers/master planner

K1.2 Acronyms used to refer to organisations

Gov Central government department or agency

CSTR Construction/contractor/ utilities

CONS Consultant/private practice

DEV Developer

GO Government Office

HOU Housebuilder

HA Housing association/registered social landlord

LA Local authority

LA-EC Local authority — Economic development department
LA-EN Local authority — Environment department

LA-HO Local authority — Housing department

LA-PL Local authority — Planning department

LA-RG Local authority — Regeneration department

LA-SS Local authority — Social services department

LA-TR Local authority — Transport department

LSP Local Strategic Partnership

NRB Neighbourhood renewal body

NDGB Non-departmental Government body or other Government department
POL Police

PRO Professional or representative body

RA Regional Assembly



RCE Regional centre for excellence

RDA Regional Development Agency

SHA Strategic Health Authority or Primary Care Trust
SPV Special purpose vehicle

UNI Think tank/university/private research institute
ubC Unitary development corporation or urban regeneration corporation
THI Voluntary, charitable or third sector organisation
K13 Acronyms used to refer to regions

EE East

EM East Midlands

LO London

NE North East

NW North West

SE South East

SW South West

WM West Midlands

YH Yorkshire and the Humber

K14  Generic skills abbreviations and definitions

ANALYSIS

Analysis, decision making, fearning from mistakes, evaluation: ensuring that decisions are taken in the

light of available facts and relevant past experience. Being able to identify trends and make decisions based

on them. Analysing data to determine appropriate evidence to support decisions. Encouraging informed risk
taking, and not penalising failure where people are genuinely trying to do the right thing. Sharing examples of
where projects have not worked out, and learning the lessons so they can be applied positively in new situations.
Coaching and mentoring to develop the overall skills of a community, rather than just those of an individual or the
immediate team.

BREAKTHROUGH

Breakthrough thinking/brokerage: creative thinking, making lateral connections, effective networking. Bringing
together unusual combinations of people, skills and plans to leverage in skills and maximise value. Brokering,
facilitating, and managing deals between very different stakeholders in all aspects of sustainable communities.

COMMUNICATION

Communication: being able to communicate in diverse ways to a wide range of professionals, the general public,
the media, local schools, politicians and business people. Communicating vision, understanding how to manage
information (the right message to the right people using the right media and then doing it again), managing
mis-information, rumour and gossip. Being one step ahead.
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CONFLICT
Conflict resolution: understanding the dynamics of conflict and how to achieve mutual agreement.

Demonstrating the ethics of good practice, including respect for all parties, tolerance of different people and
perspectives, confidentiality and the importance of honesty. Listening actively to others, and working to formulate
options and solutions.

CUSTOMER

Customer awareness: being able to identify customers (citizens), to respond to their needs, to engage in
dialogue with them, and build enduring relationships. Ensuring everyone in the organisation understands their
responsibility to meet customers’ needs. Establishing customer priorities and concerns by communicating in an
accessible format so that feedback is encouraged and genuine.

FINANCIAL

Financial management/appraisal: ensuring that financial, social and environmental costs are fully understood.
Ability to create and manage a business plan and associated contracts. Understanding risk/reward approaches for
all stakeholders. Being able to appraise business cases, proposals and contracts in order to make sound financial
decisions. Understanding where finance for sustainable communities comes from, how to attract it, and how to
construct a business case for the long-term sustainability and prosperity of a community. Appreciation of cost
benefit analysis, incorporating valuation of tangible and intangible economic, environmental and social impact.

INCLUSIVE

Inclusive visioning: innovative thinking and approaches to engaging and including the community. Developing
avision from the aspirations and values of those in the community. The ability to articulate a vision and have it
accepted by a wide variety of people. Setting out the implications of a vision — and the steps required to deliver it.

LEADERSHIP

Leadership: inspiring others at all levels to contribute. Leading change, communicating vision, coaching and
mentoring, developing future leaders, dealing with poor performers and poor performance. Inspiring people to
contribute to their communities to sustain them in the future. Enabling inward investment to support sustainable
communities, and managing the finances. Making difficult decisions and ensuring they are accepted.

MAKING

Making it happen, given constraints: providing energy and focusing resources to ensure objectives are reached.
Understanding and being realistic about constraints, but not accepting artificial barriers. Challenging unrealistic
targets or timescales. Developing and implementing alternative solutions. Much of this skill is rooted in project
management and partnership working — achieving the sustainable community vision in spite of all the conflicting
interests, individual agendas and adversarial behaviour that inevitably surrounds such complex situations.



PM

Project management: defining project objectives and providing the drive and determination to deliver successful,
measurable outcomes. Building a project team and getting them to work towards the delivery of a common

goal. Using project plans and critical path analysis to assign tasks and timescales, monitor progress and quality of
outcomes. Manage budget and client refationships.

PROCESS

Process/change management: making sure that processes are managed and continuously improved.
Understanding the processes, and how to improve them. Embracing change enthusiastically and working to

drive out unnecessary processes or find process improvements. Understanding and managing the cultural aspects

of change.

STAKEHOLDER

Stakeholder management: communicating and building relationships with and between relevant stakeholders,
understanding their role and significance. Knowing that stakeholder groups change all the time, so keeping pace
with the new ones. Being able to bring key people and groups with you to retain support for the vision and to
solve the problems. Understanding how political motives drive people (including non-politicians) at different times
and for different reasons.

TEAM

Team working/leadership: a genuine desire for the team, collectively, to win. A ‘can do” attitude - perceiving
problems as challenges and opportunities, not risks and threats. The ability to create a networked environment
where advice is sought and readily given, coaching is rewarded, and teams are created with the right skills, as well as
the right paper qualifications. Constructive working with others to avoid duplication of effort.
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