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Research focus

>A training needs analyses (TNA) will provide a snapshot
of the skill level of the current horticulture workforce.

>Analyses of the findings will discover; are current
employees and new graduates meeting the skills
requirements of industry?

>Recommendations will offer solutions regarding
training, in order for stakeholders to remain
competitive within their sector.



Methodology

>TNA sets out a framework that employs a range of
research tools for collecting data which can be
correlated and compared.

>t is within this data collection phase that the gaps
will be noticed and these will provide the basis for
subsequent recommendations.

>TNA is a proven method within the horticulture
industry
> United Kingdom (Jamieson & Associates, 2013),
> Europe (Cedefop, 2016; E(co)-Qualify, 2010)
> \Western Australia (NGIWA , 2014)
> New Zealand (Chapman, 2016)



Literature review findings

>(QECD research highlighted skills needed by industry
for the future, are focused on human capital;
creativity, advanced reasoning, complex judgment,
emotional intelligence, social interaction problem
solving (OECD, 2017).

>t has been stated that different levels of education
are required to maintain a competitive industry in a
global market place. (Cedefop, 2014).

>By 2025 48.7% of all job openings in the EU will
require higher qualifications, Ireland is one of the
countries with a knowledge shortage in the areas of
education and training (PIAAC Survey, 2016).



Primary Findings === Gap analyses

> It can be difficult to have e Supervisory skills and

confidence in new training.
employees.
>There is a lack of  Transparency around work
motivation for employees place expectations and
to progress. prospects.

> We need employees to
bring real added value to « Possibly untapped skills;

the business. social media, marketing,
>0wner / managers find it language.

difficult to delegate.  People management skills.



Potential for knowledge transfer

Gap analyses _ Solutions

> |dentified need for people v People management
management skills. training module.

> Supervisory skills. v Supervisory training.
> Transparency around

_ v Teagasc facilitate
work place expectations.

_ . discussion groups.
> Possibly untapped skills;

social media, marketing, v Communication in the
language. workplace framework.



Thank you for listening
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