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EXECUTIVE SUMMARY 

Introduction 

In January 2012, a consortium led by ekosgen, an independent economic development 

consultancy based in Sheffield, was appointed to undertake a research study into the short to 

medium term skills needs of the four Yorkshire and Humber Local Enterprise Partnership 

(LEP) areas.  Funded by the Skills Enhancement Fund, the research comprised a series of 

interlinked strands of work that included: 

- Economic forecasting using the latest available data from the Regional Econometric 

Model; 

 

- Quantitative and qualitative research with FE colleges and work based learning 

providers into the quality of local labour market information and the drivers and 

barriers that influence curriculum planning; 

 

- A telephone survey of 3,100 employers (1,622 from within the Leeds City Region) to 

identify the skills they expect to require over the next three years and beyond, their 

workforce development plans and views towards apprenticeships and graduate 

recruitment; 

 

- Sector specific research with employers and employer representative groups to 

understand skills needs in more detail.  In the Leeds City Region this covered 

employers in four sectors – healthcare technologies; creative and digital; financial, 

professional and business services; and advanced manufacturing and precision 

engineering; 

 

- Primary and secondary research into the skills needed by the low carbon and 

renewable energy sectors across the region.  

 

This is the final report from the research for the Leeds City Region LEP.  Other relevant 

reading includes Business Planning Process: Final Report, which presents the findings from 

the qualitative work with providers in more detail, and Low Carbon and Environmental 

Sectors, which offers further insight on the low carbon strand.    

Economic Forecasts 

Leeds City Region is expected to experience GVA growth on a par with the national economy 

and at a much greater rate than the other Yorkshire LEPs, particularly in the post 2015 period. 

Total GVA is expected to increase by around £2.8bn between 2011 and 2015 (+6%), with a 

further increase of £6.1bn (+12%) to 2020.  By 2020, the City Region’s GVA is forecast to be 

around £58bn. 

Business services and manufacturing are together expected to account for over a quarter of 

the City Region’s GVA growth to 2020.  Notable increases in construction, banking and 

insurance and health are also forecast. 

Employment forecasts suggest that around 70,000 new FTE positions will be created in the 

City Region between 2011 and 2020.  This doesn’t include the effects of transformational 

developments and replacement demand, which when added increases the total number of 

FTEs that will need to be recruited to 200,000. 

The City Region’s employment growth is expected to be dominated by the financial, 

professional and business services sector, followed by transport, hotels and catering and 

retail.  Each of these sectors, along with construction, is forecast to see net employment 
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growth of more than 8% between 2011 and 2020 (and that excludes the effects of 

transformational developments and replacement demand).   

With employment forecast to decline in the public sector (to 2015) and industrial sectors, the 

City Region will continue to move towards a more service based economy. The private sector 

will become more important in GVA terms as the public sector’s contribution declines.  

In terms of occupations, demand will be highest for corporate administrators, elementary 

clerical/service roles, and transport drivers and operatives, while relative to current levels, 

there is likely to be a steep rise in culture, media and sport occupations and in business and 

public service professions.  

Higher level skills and qualifications will become more important with a marked increase in 

people qualified to Level 4 and 5 (10% and 8% increase respectively) in the workforce 

between 2011 and 2020.  

Business Expectations 

The telephone survey suggests that businesses’ employment projections for the next three 

years are relatively static.  To some extent this sits at odds with the outputs of the economic 

forecasting, although the majority of the growth predicted by the latter is post-2015.  

The majority of companies also expect their skills requirements to stay the same over the next 

three years, although 36% predict that IT skills will become more important, 28% said 

technical and practical skills and 27% said customer handling skills (the main report provides 

a profile across the full range of standard skills categories).    

Industry standard qualifications, NVQs and GCSEs are the qualifications held in highest 

regard by employers in the City Region, although this varies significantly by sector.  For 

example, high proportions of employers in those sectors with a lot of regulation or 

professional accreditation cited industry standard qualifications as being the most important to 

them.  Across the City Region, very few businesses expect the relative importance that they 

attach to different qualifications to change over the next three years.   

Three quarters of the companies surveyed in the City Region do not currently employ 

graduates and have no plans to over the next three years.  The majority of companies that do 

plan to take on graduates do not foresee any significant challenges in doing so.   

Just under a fifth of the businesses surveyed currently employ apprentices.  There are 

significant differences by company size: 37% of large companies have one or more 

apprentices, compared with 11% and 25% of micro and small business respectively.  

Apprenticeship recruitment is expected to grow over the next three years, with a cohort of 

around 12% of the survey sample expected to take on an apprentice who do not currently 

employ any.  Demand for apprentices looks set to be highest in the construction and 

education sectors.   

Over the next three years, just under three quarters of businesses expect to provide formal 

training for their some or all of their staff.  Businesses in the education, health and low carbon 

sectors are the most likely to be predicting staff training and those in the wholesaling, 

manufacturing and arts and culture sectors the least likely.  The majority of businesses expect 

to use an external provider to deliver at least some of the training. 

Greater public subsidy was the reason cited most commonly (41% of respondents) when 

employers were asked what would prompt them to spend more on training.  This was followed 

by lower course fees (32% of employers), more bespoke training (32%) and more training 

delivered in the workplace (29%).  Only one in ten employers said that course content being 

out of date prevented them from investing more in training.   
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Low Carbon 

Across all sectors in the Leeds City Region, businesses will require a range of skills to reduce 

their demand for energy and to implement low carbon approaches.  Varying on a business by 

business basis, this includes having an improved knowledge of sustainability and resource 

management and, at a more advanced level, developing energy management skills alongside 

financial and procurement skills to build and implement low carbon investment plans.   

Significant occupational and skills demands will be generated by the Leeds City Region 

Urban Eco Settlement proposals (28,000 new eco-homes) and improvements to existing 

homes (20,000).  It is difficult to forecast the exact skills needs associated with these 

developments and the Green Deal given the current uncertainty regarding the measures to be 

included and level of demand.   

The offshore wind sector has opportunities in the context of supply chain jobs that are not 

location dependent and have relevance to businesses in the Leeds City Region.  The specific 

skills needs amongst supply chain businesses will depend on the equipment or components 

involved, which are not specified at this stage of the developments. 

There is a substantial global export market for low carbon goods and services.  The sector is 

well placed for export opportunities in environmental consultancy, carbon finance, energy 

management, process engineering and technologies for the carbon capture and storage 

sector, components for the renewable energy supply chain and energy infrastructure based 

on specialist capabilities in energy storage and hydrogen and fuel cells. 

Provider Perspective 

When making curriculum planning decisions, it is local (rather than regional or national) 

information that providers in the Leeds City Region (and across the other three LEP areas) 

value most highly.  Information on employers’ current skills gaps and the types of 

qualifications that they are likely to demand are the most important, followed by insight into 

their longer term skills needs and training plans.  

However, the information to which they currently have access is generally seen to be of 

modest quality.  It is not said to be sufficiently specific, does not offer enough information 

about employers’ short-term priorities and concentrates too much on job trends rather than 

skills needs.  The ideal for providers is to have localised information which is on a scale that 

provides a sound platform for decision making, or which is in a format that enables them to 

take forward more detailed conversations with employers (the Business Planning Process 

final report covers each of these in more detail and covers the challenges involved in 

achieving these ideals).   

Were localised, qualitative information on learner and employer need available, it would not 

change their strategic direction or fundamentally alter their curriculum offer, but it would 

provide the evidence base for (and reduce the risk of) the introduction of new units and/or 

qualifications that are currently not being provided.  Likewise the expansion or contraction of 

the number of places available on existing provision.   

The survey shows that funding, unsurprisingly, is the most influential factor behind curriculum 

planning decisions, cited by around half of the providers in the Leeds City Region sample.  

The needs of businesses, followed by demand for courses and qualifications, are also said to 

be influential, and whilst access to good quality intelligence is implicit in both of these, it was 

relatively uncommon for providers to specifically mention labour market information (LMI) as a 

primary driver.  

A slightly higher proportion of providers in the Leeds City Region (41%) than in other LEP 

areas (average of 34%) report having unmet demand, i.e. they have insufficient places this 

year to satisfy all learner and employer demand.  This could be for several reasons, including 

the size of the market for skills and learning in the Leeds City Region, which is much larger 
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than in the other LEPs (although it also has by far the highest number of providers).  No 

trends were evident in terms of the curriculum areas or qualification levels.  

Over-supply of places is less common and has only been observed by a quarter of the Leeds 

City Region providers in the current academic year.  Where it has occurred, it is mainly 

attributed to the economic climate and to individuals and employers being unaware of the 

availability of the provision.   

Just under half of the providers in the Leeds City Region LEP would like to be able to offer 

new or different provision but feel are unable to do so, mainly because of uncertainties over 

funding and/or the need for capital investment. 

Recommendations 

Economic Challenges 

While the Leeds City Region is the largest sub regional economy in Yorkshire and the 

Humber, and is forecast to have the strongest economic recovery, there are a number of 

challenges which need to be addressed over the coming years. The economic challenges, 

which will impact on local and sub regional agencies involved in skills and training, are:  

 Training/re-training/redeployment for those affected by the reduction in public sector 

employment and continuing decline in manufacturing employment, where possible 

linked to increasing employment and demand. This includes:  

- Higher level skills, to take advantage of strong growth in financial and business 

services, particularly post 2015; 

- Care skills related to post 2015 increased health related employment, partly a 

response to the ageing of the population;  

- Transport and construction related training, including apprenticeships.  

 

 Supporting job seekers, in those local authority areas where new employment 

opportunities are likely to be low, to acquire the appropriate skills to access a wide 

labour market. 

 Accelerating the transformational projects.  Although a number of these are not yet 

guaranteed to proceed, and some may take some years to realise their full 

employment potential, these projects are critical to job creation in a number of local 

economies. 

 Promoting higher level qualifications, including through information, advice and 

guidance (IAG) in schools, based on increasing demand for higher level skills, notably 

first degrees and higher level HND, HNC and BTECs.   

 Continuing investment in basic training, responding to the substantial numbers in the 

workforce with qualifications below Level 2.  

Business Needs with Implications for Skills and Training 

Businesses in Leeds City Region have mixed views on the outlook for the economy and the 

picture that emerges from the business survey is one of caution, with businesses expecting 

little change in their occupation and skills requirements for the foreseeable future.  A number 

of the skills challenges will impact on local and sub regional agencies involved in workforce 

development and training provision.  P to address these should include: 

 Making the case for training: just under one quarter of companies state that they will 

not provide any formal training over the next three years, and 5% do not know.  Micro 

and smaller business are less likely to train, and promoting the benefits to these 

enterprises should be a priority. 

 Making businesses aware of what is on offer: around 40% of companies who are 

planning to provide training expect to increase their expenditure on workforce 
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development over the next three years when compared with current levels. Two-thirds 

plan to use external training providers to deliver at least some of their training. 

 Addressing non-monetary barriers: more companies would use training providers if 

the training was more tailored to their business needs (32%) and if more training was 

delivered in the workplace or locally (29% and 23% respectively). 

 Examining the resources and case for stimulating demand through lower costs: more 

companies would use training providers if greater public subsidy was available (41%) 

or if course fees were lower (32%). 

Graduates 

The proportion of businesses employing graduates will rise, reflected both in the business 

survey and the economic forecasts for the Leeds City Region. The challenges for local and 

sub regional stakeholders are:   

 Promoting graduate potential to businesses: 70% of businesses (particularly micro 

and small businesses) do not, and do not intend to, employ graduates. Making 

employers aware of the benefits of employing graduates should be a priority for local 

partners.   

 Encouraging degrees which reflect demand: employers intend to recruit graduates 

with a range of degree subjects including engineering and technology, business and 

administrative studies, creative arts and design, and computer science.  School 

leavers should be made aware, through IAG, of future employer demand to help 

make informed choices on under-graduate degrees and college courses.  

 Making graduates more work ready: nearly 30% of employers recruiting graduates 

expect some difficulties and two-thirds of these expect that applicants will not have 

the skills required by the business. 

Apprenticeships 

The priorities for local and sub regional stakeholders are:   

 Continuing to promote apprenticeships in high demand sectors: construction, 

education, manufacturing and business sectors are most likely to employ apprentices. 

 Promoting apprenticeships in sectors where replacement demand is significant.  

 Investigating methods to increase the take up of apprenticeships by smaller 

companies (fewer than 50 employees).  

 Redoubling efforts in sectors where take up is low: including health, other services 

and transport:  The transport sector in particular stands out in comparison to other 

parts of the region – whilst only 2% of transport businesses in Leeds City Region 

employ apprentices, 11% of transport sector businesses in the sector in Humber do 

so, and 26% in Sheffield City Region.  The arts and culture sectors both have slightly 

below average current apprenticeship employment, although twice as many 

businesses plan to recruit apprentices in the next three years (30% and 27% 

respectively).  

 Providing support which allows smaller companies to offer apprentice places: larger 

companies are more likely to employ apprentices. Only 10% of business employing 

fewer than 10 people, and 25% of companies employing up to 49 employees have 

apprentices, compared with some 35% of medium and large sized companies. 
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Reconciling Economic Priorities and Employer Demand to Training Provision 

The providers consulted for this research say that making training provision directly relevant 

to economic priorities is not always straightforward, particularly when employer demand is 

uncertain.  The priorities for local and sub regional stakeholders in this regard are: 

 The LEP setting out clear priorities, with supporting rationale, for the economy and 

explain the part that providers can play in meeting those priorities: providers 

recognise that the LEPs face a difficult task in galvanising local businesses, 

universities, colleges and other sources of economic potential to create the conditions 

for growth. They also recognise that LEPs do not have the resources to provide 

detailed analyses and solutions, as the RDA did before them, and do not expect LMI 

to provide a blueprint of how much provision should be planned in specific areas or 

how course content should be fine tuned to match employer requirements.  However, 

they would also like LEPs to provide clarity on what they consider will be most 

important to the economy in terms of skills and explain, in straightforward terms, how 

they would like providers to respond.  A shortlist of no more than a dozen confident 

central messages, conveyed in an accessible format, would be sufficient.    

 The LEP following up national surveys like the National Employer Skills survey 

(NESS) with a combination of face-to-face, semi-structured interviews and sectoral 

focus groups, in effect mirroring the qualitative research work undertaken in the 

Leeds City Region for this project (see Chapter Four): the interviews would probe in 

detail the reasons behind the statistics and would provide a level of confidence and 

local interpretation that is currently lacking. Inevitably, the issue is one of scale and 

resource – to establish a regular programme of qualitative research across all sectors 

would be unsustainable – but a focus on the LEPs’ priority sectors, plus those which 

the economic forecasting shows are likely to see the largest growth, would provide a 

starting point.  LEP Sector Champions (where in place) have excellent links with 

industry and would be well placed to facilitate access to groups of employers that 

could enable a much needed local interpretation of the quantitative surveys.     

 The Skills Funding Agency and its partners influencing the provision of IAG so that it 

is linked to the longer term needs of the economy: providers have made it very clear 

during this research that if they are to adjust their provision to meet the medium and 

long term needs of the economy, learners need to recognise where the future job 

prospects will lie and for this to be as important an influence on their decision making 

as their families, peers, and perceptions of different vocations.  This is a contentious 

issue (the argument for some being that courses not aligned with economic need will 

nonetheless equip young people with transferable skills that can be used in a host of 

jobs and sectors) and any solution will take time to embed – a number of years of 

least.  However, it is difficult to see how the alignment of supply and demand will 

improve significantly without some form of intervention to change learner demand.  A 

possible starting point is for the Skills Funding Agency, the Department for Education 

and the Education Funding Agency to consider how the provision of IAG in schools 

can better encourage young people to take up courses in areas that previously they 

would have discounted.  The Leeds City Region ‘sector factsheets’ provide a useful 

starting point and could potentially be replicated in other areas.  

 The Skills Funding Agency and its partners improving employers’ understanding of 

QCF qualifications and the meaning of the different levels: many employers have a 

limited and dated understanding of qualifications and do not yet trust the QCF or 

understand how awards and certificates tally with GCSEs, for example
1
.  The basic 

                                            
1
 A notable finding from the provider telephone survey is that NVQs now seem to be more trusted by 

employers than many would have anticipated or than has been indicated by surveys in the past. One 
possible explanation for this may be that the first generation of those who took NVQs is now in a 
position to employ or arrange training for their employees.  
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principles of the QCF need to be communicated to employers and learners alike so 

that the benefits can be better appreciated. The issue of confusion with employers is 

not about the number of qualifications on offer per se, but the lack of familiarity with a 

new classification system, and it is hindering providers’ attempts to market effectively 

to employers. A related problem is explaining the relationship between QCF 

qualifications and apprenticeships, which are a framework of individual qualifications.   

 Using employer networks to make the commercial case for training: there is 

considerable empirical evidence available about the commercial returns to 

businesses of investing in training, although many employers are not convinced. 

Employer forums and other intermediary channels should help make the case for 

investing in training, with advocacy material and research results made available 

through providers and network websites.   
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1 INTRODUCTION 

Background to the study 

1.1 The past two years have seen unprecedented economic and political change. A 

combination of a new UK government and global recession have led to a series of 

organisational and policy changes which present a new set of challenges for those involved in 

accelerating and supporting economic growth. There is a need to better understand growth 

factors, sectors and opportunities, and link this to demand for new and emerging skills.  

1.2 ekosgen and associates were commissioned to carry out this major study into the 

skills that will be required by employers across the four Yorkshire Local Enterprise 

Partnership (LEP) areas
2
 in the short to medium term and to work with providers to identify 

ways that they can respond to this information and ensure that these skills are available. This 

involves understanding the information providers require, the challenges they face in 

responding to employers’ needs and developing new provision, and identifying ways in which 

any barriers can be reduced. The study covers employers and provision in all sectors and 

considers replacement demand as well as that arising from growth in new and established 

sectors.  

Description of the study  

1.3 The study comprises a number of elements relating to both the supply and demand of 

skills, which can be summarised as:  

Demand Side 

 Economic Forecasts: The Regional Economic Intelligence Unit has produced 

bespoke economic forecasts at local authority and LEP level to identify where, both 

geographically and sectorally, job opportunities are likely to come from in the future. 

This includes policy on scenarios which take account of planned transformational 

developments designed to increase employment and economic growth, including 

Enterprise Zones.  

 Business Survey: A large scale survey of 3,106 businesses located across the four 

Yorkshire LEP areas to gather intelligence on recruitment plans and related skills 

requirements over the short (next three years) and medium term (next three to five 

years).  The survey is designed to identify the specific skills requirements of 

employers and covers a number of core topics including graduates, apprenticeships, 

and local training provision as well as topics of interest to each LEP including export 

activity, the recruitment of young people and IT/computing skills.  

 LEP specific qualitative research: Each LEP has identified areas of interest for 

further research. In Leeds City Region, this has involved further consultation with 

businesses operating in four key sectors – creative and digital, medical technologies, 

manufacturing including the turbocharger cluster, and financial, professional and 

business service. This builds on the information gathered through the survey to 

provide a more detailed insight into the skills needs of these businesses.  The 

findings of this strand are presented in a separate report.  

 Low carbon: In recognition of the growth opportunities arising from the development 

of a low carbon economy, a strand of the study has been dedicated to researching 

the skills needs of the sector. This has focused on low carbon topics selected by the 

LEP and has included interviews with businesses, Leeds based consultancies and 

training providers. The chapter in this report draws on an accompanying report which 

                                            
2
 Sheffield City Region LEP (including Local Authority areas in Derbyshire), Leeds City Region LEP, York, North 

Yorkshire and East Riding LEP and the Humber LEP 
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sets out the future occupation and skills needs across the four LEPs, highlighting 

those issues most relevant to Leeds City Region. 

 Recruitment agency consultations: To gain an insight into hard to fill vacancies 

and sectors which are difficult to recruit into, approximately two recruitment agency 

consultations were undertaken in each LEP.  Given the small number of 

consultations, these findings should be seen illustrative examples. 

 Secondary data review:  Findings from the 2011 National Employer Skills Survey 

(NESS) have been included to benchmark the LEP business survey findings and 

provide comparator data at the national level. 

Supply Side 

 Provider Survey: A survey of 105 provider staff to gain an understanding of (i) how 

providers currently plan provision and the type of information they use to support this 

process; (ii) their views on the availability of qualifications and the extent to which 

provision meets employer demand; and (iii) barriers to offering new provision. The 

findings from this strand of the research are presented in a separate report.  

 Provider Business Planning Workshops: Alongside the provider survey, nine 

providers3 were selected to participate in a series of in-depth business planning 

workshops. This consisted of two to three workshops to review curriculum planning 

processes, the internal and external barriers providers face in responding to 

employers needs and exploring how providers can use intelligence, including that 

gathered through the business survey, to support this process.  

Structure of the Report 

1.4 This report sets out the findings for Leeds City Region, bringing together the findings 

from the different strands of research in a series of thematic chapters. The report is structured 

as follows:  

 Chapter Two sets out analysis of the economic forecasts;  

 Chapter Three provides a detailed overview of the business survey findings, data 

from the 2011 NESS and recruitment agency consultation findings are also included;  

 Chapter Four presents the sector specific research including a summary of the low 

carbon sector and qualitative research with businesses in four of the LEP’s priority 

sectors; 

 Chapter Five sets out the findings of the provider survey; 

 Chapter Six presents the recommendations for the LEP and its partners;   

 Chapter Seven outlines the supporting documents and datasets to this report. 

                                            
3
 Comprising at least two from each LEP area and four took part from Leeds City Region.  The total number of 

providers consulted is lower due to some local authorities sitting within two LEP areas. 
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2 ECONOMIC FORECASTS 

Key Point Summary 

 By 2020, the Leeds City Region GVA is forecast to be £57.8bn million.  This represents 

an increase of around £2.8bn between 2011 and 2015 (+6%), with a further increase of 

£6.1bn (+12%) to 2020.  This is broadly in line with the predicted national increase but is 

significantly higher than the other Yorkshire LEPs.  

 Both business services and manufacturing are expected to experience an increase of 

output in excess of £1bn between 2011 and 2020, accounting for over a quarter (27%) of 

total GVA growth.  This is followed by significant increases in construction, banking and 

insurance and health.  

 Leeds City Region is also expected to experience strong employment growth to 2020. 

The baseline forecasts suggest that there will be a net increase of over 70,000 FTE 

positions by 2020 – this increase (6.4%) matches the national rate and is ahead of the 

regional increase (5.2%). In line with national trends, the majority of this growth will occur 

post 2015. 

 Employment growth in the City Region will be dominated by financial, professional and 

business services, followed by transport, hotels and catering and retailing. Each of these 

sectors, along with construction, is forecast to see net employment growth of more than 

8% between 2011 and 2020 (and that excludes the effects of transformational 

developments and replacement demand). 

 With employment forecast to decline in the public sector (to 2015) and industrial sectors, 

the wider economy will continue to move towards a more to a service based economy, 

with a larger private sector component. The private sector will also become more 

important in GVA terms, as the public sector’s contribution declines.  

 There is potential for additional jobs to be created through transformational 

developments across the City Region. If they proceed, the developments could create 

over 15,000 FTE positions by 2015 and almost 30,000 FTE positions by 2020. This 

would increase employment growth from +6.4% (+73,500 FTEs) to 8.9% (+103,000).  

 Replacement demand as older workers leave the workforce will also be an important 

source of employment and training opportunities. By 2015, 36,100 workers will be 

required to replace those retiring, increasing to 130,500 by 2015. All sectors and 

occupations will be affected, including manufacturing sub-sectors, resulting in a steady 

stream of both lower skilled and skilled jobs.  

 Combined, the baseline, transformational project and replacement demand forecasts 

create considerable recruitment and training requirements to 2020. An additional 83,000 

FTEs will need to be recruited by 2015 and 233,000 to 2020 to fill new positions or those 

that become available as current employees retire.  

 Business services will require the largest volume of new recruits by some way, followed 

by retailing and health. In terms of occupations, demand will be highest for corporate 

administrators, elementary clerical/service roles, and transport drivers and operatives, 

while relative to current levels, there will also be a steep rise in culture/media/sport 

occupations and business/public service professions 

 Higher level skills and qualifications will become more important with a marked increase 

in people qualified to Level 4 and 5 (10% and 8% increase respectively) in the workforce 

between 2011 and 2020.  

 In spite of upskilling the workforce, a substantial number of people in the workforce will 

be qualified below Level 2, suggesting that basic skills training will also remain a priority.  
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Introduction 

2.1 This chapter summarises economic analysis on the future of the Leeds City Region 

economy from 2012 to 2020.  It is based on economic modelling to predict economic 

output/growth and employment across Leeds City Region, how this varies for different 

industrial sectors, and the impact it will have on skills requirements.  

2.2 The work includes core (baseline) analysis based on overall indications and 

assumptions about the economy, and also looks at the impact of a spread of planned 

transformational projects.  These are significant investments or initiatives expected to create 

new jobs and skills demands, and which will not have been factored into the baseline 

analysis.  This chapter sets out the potential gross and net impact of those projects with a 

high likelihood of proceeding. 

2.3 The analysis also includes a review of replacement demand, focusing on older 

workers leaving the workforce - i.e. the number of new employees that will be required to 

replace others who are leaving an industry, for instance through retirement.  Put together, the 

analysis presents an estimate of the number of people needed to go into different industrial 

sectors and the types of qualifications and skills levels they will need.  This will be of value in 

informing the skills provision required to meet future economic and employment needs in the 

City Region. 

Interpreting Economic Forecasts  

2.4 The following points should be borne in mind when interpreting the data.  

 The results are indicative rather than exact: Econometric modelling is carried out 

using the best available data (which was updated in March/April 2012). The Regional 

Econometric Model used is supported by Experian and operated by REIU.  It provides 

an indication of what is likely to happen based on the available evidence, but scope 

for variation and unexpected changes exists and should be factored into 

interpretation.   

 There is likely to be more variation in longer term forecasts: The likelihood of 

variations increases for data that is projected further into the future.  For this analysis, 

confidence in the results for 2015 should be greater than those for 2020.  

 Sectoral data is based on standard industrial sectors, rather than priority 

sectors: All sectoral data is based on standard industrial sectors.  These are not the 

same as the priority sectors within the LEP area, which are based on tailored 

definitions and often cut across a number of sectors and/or just consider parts of 

particular sectors.   

 Linkages between sector growth and occupational needs: Data limitations mean 

that whilst the potential growth of sectors and changing occupational demands can be 

separately modelled, the occupational needs within sectors cannot.   

2.5 The data in this chapter has been modelled by the Regional Economic Intelligence 

Unit who are able to advise on any technical queries regarding the work or additional 

analysis.  

2.6 This chapter is based on LEP level data, with comparison to national and regional 

data where appropriate.  This is intentionally a summary analysis of a very extensive array of 

available data. A summary of the key trends has been produced for each Local Authority and 

is included in an accompanying Annex. The core data spreadsheets have also been made 

available alongside this analysis to enable LEP level and local authority level analysis to meet 

specific requirements.  
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Overall Economic Forecast and Growth Projections 

GVA and Output 

2.7 The economic forecasts provide very detailed projections for GVA at both a sub 

regional, local and sectoral level. These provide an insight into how the economy is expected 

to change over the next ten years.  

2.8 Leeds City Region is expected to experience GVA growth on a par with the national 

economy and at a much greater rate than the other Yorkshire LEPs, particularly in the post 

2015 period. Total GVA is expected to increase by around £2.8bn to 2015 (+6%), with a 

further increase of £6.1bn (+12%) to 2020, as the pace of economic growth increased 

markedly. 

 

2.9 The sectoral trends will further change the balance of the economy, with the private 

sector becoming more important as the contribution of the public sector to GVA declines – a 

result of a net decrease in the GVA generated by public administration and negligible change 

in education
4
 reflecting current and planned public sector spending cuts. The Leeds City 

Region economy will grow to some £57.7bn by 2020 and industrial sectors, in spite of 

employment decline, will continue to contribute almost one quarter of this total.  This will be 

matched by financial, professional and business services. 

 

                                            
4
 While the net change between 2011 and 2020 is negligible the sector trend varies considerably during this period, 

with a significant decline forecast to 2015, followed by a significant increase between 2015 and 2020 which offsets 
the loss but does not generate any additional growth   
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2.10 The importance of construction and hotels and catering is also noteworthy as the City 

Region’s fastest growing sectors in proportionate terms (+32%), followed by other financial 

and business services (+31%) and transport (+30%).  

2.11 Both business services and manufacturing are expected to experience a net increase 

in output in excess of £1bn between 2011 and 2020, accounting for over a quarter (27%) of 

the total GVA growth in the City Region. This is followed by significant net increases in 

construction, banking and insurance and health (of between £800m and £900m). The growth 

trends of these two groups will however vary, with significant increases in GVA generated by 

business services and manufacturing between 2011 and 2015 and then by business services, 

construction, banking and insurance and health post 2015. Business services and 

manufacturing account for 40% of the GVA growth to 2015.  

 

2.12 The sectors that will see the biggest absolute rises in output by 2015 and 2020 – a 

product of their initial size and percentage growth – are shown in the table below. In the post 

2015 period, there is an implicit assumption that the factors which have impacted on 

infrastructure, residential and commercial development will have diminished leading to growth 

in construction. In the case of health, the ageing of the population is likely to increase the 

need for greater expenditure.  

Top 5 sectors by absolute rise in output to 2015 and 2020 

 2011-2015  2011-2020 

 Sector forecast change 

in output (£m)  

 Sector forecast change in 

output (£m) 

1 Manufacturing* £605m 1 Business services  £1,317m 

2 Business Services  £505m 2 Manufacturing* £1,139m 

3 Construction £275m 2 Construction £929m 

4 Other Services £227m 3 Banking & Insurance £838m 

5 Transport £226m 4 Health £837m 

Source: Regional Economic Intelligence Unit 2012 

*Manufacturing increase (2011 and 2020)  driven by significant increases in paper, printing and publishing (+£405m / 

26%), minerals (+£250m / 51%), machinery and equipment (+£225m / 28%), rubbers and plastics (+£194m / 38%) 

2.13 The top five sectors collectively account for just over a half of all net output growth by 

2015 and by 2020.  Sectors which see a notable contraction include electrical and optical 

equipment, textiles and clothing and public administration and defence. 
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2.14 Leeds is by far the largest economy in the sub region, accounting for over one third of 

the City Region output. In output terms, it is also forecast to outperform the national economy 

between 2015 and 2020, as will Wakefield and Bradford.  

Baseline Economic Growth (GVA) Forecasts (absolute figures, £million) 

 % change 

Area 2007 2011 2015 2020 2011-

2015 

2015-

2020 

2011-

2020 

Leeds 15,578 15,736 16,727 18,980 6.3% 13.5% 20.6% 

Wakefield 5,065 5,247 5,568 6,324 6.1% 13.6% 20.5% 

Bradford 7,378 7,184 7,654 8,647 6.5% 13.0% 20.4% 

UK     6.3% 12.2% 19.2% 

Calderdale 3,502 3,492 3,725 4,157 6.7% 11.6% 19.1% 

Kirklees 5,789 5,682 6,065 6,745 6.7% 11.2% 18.7% 

Leeds City Region 48,638 48,865 51,652 57,795 5.7% 11.9% 18.3% 

Barnsley 2,529 2,441 2,596 2,865 6.3% 10.4% 17.4% 

Yorks and Humber 83,829 82,883 87,170 96,817 5.2% 11.1% 16.8% 

Craven 1,128 1,135 1,184 1,305 4.3% 10.3% 15.0% 

Harrogate 2,746 2,883 3,008 3,314 4.3% 10.2% 15.0% 

Selby 1,360 1,482 1,536 1,661 3.6% 8.1% 12.1% 

York 3,563 3,583 3,588 3,796 0.2% 5.8% 6.0% 

Source: Regional Economic Intelligence Unit, 2012 

2.15 Key points on overall growth forecasts are that: 

 Output growth in Leeds City Region is expected to be modest up to 2015, above 

regional average but below the UK figure.  Growth increases notably after 2015 and is 

forecast to be just below UK average. 

 Growth varies across different parts of the City Region.  Increases (of around 19%-

20%) over a ten year period are notably higher in the core urban areas around Leeds, 

and lower in the more rural areas.   

 Although a number of districts in the City Region perform less well, output growth is 

forecast to be very low in York.  This reflects growth patterns in recent years, which 

have resulted in a relatively small private sector, which is now expected to drive 

growth in light of public sector cuts. The underrepresentation of the private sector due 

to the large majority of York’s growth (output and employment) in the decade prior to 

the recession being in the public sector, combined with significant decline in the parts 

of the manufacturing sector.  
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Headline Employment Change  

2.16 The table below sets out forecasts for both residence and workplace based 

employment. The residence based estimates are based on the number of residents within a 

local authority area who are in employment, regardless of where the job may be. The 

workplace based estimates are based on the number of people employed within a local 

authority area, regardless of where they may live. The latter is measured in full time 

equivalents, and therefore overall job numbers will increase when part time employment is 

accounted for.  

2.17 While the numbers are not directly comparable (i.e. two residents may fill one 

additional FTE position, resulting in a greater increase in resident based employment when 

compared with workplace based employment), they provide an indication of employment 

trends and the balance between labour supply and demand. They also provide an indication 

of potential patterns with regards to residents travelling to work in other areas and working 

part time.  

  Residence and Workplace based Employment Change by Area  

 Workplace Based - FTEs Residence Based - Residents  

Area 2011 

000s 

2011-

2015 

2015-

2020 

2011-

2020 

2011 

000s 

2011-

2015 

2015-

2020 

2011-

2020 

Bradford 171 3.5% 4.6% 8.3%  220  4.0% 7.7% 12.0% 

Leeds 367 4.0% 4.9% 9.1%  373  4.2% 7.3% 11.8% 

York 87 -1.4% -1.0% -2.4%  102  3.2% 5.7% 9.1% 

Leeds City Region 1,156 2.8% 3.5% 6.4%  1,373  2.7% 6.0% 8.9% 

UK 25,742 2.2% 4.1% 6.5%  29,207  3.6% 4.1% 7.8% 

Kirklees 137 2.9% 2.3% 5.3%  191  2.0% 5.4% 7.5% 

Selby 32 -0.4% 0.5% 0.1%  39  1.2% 5.9% 7.2% 

Barnsley 62 1.9% 2.3% 4.3%  93  2.1% 4.9% 7.2% 

Yorks and Humber 2,026 2.3% 2.8% 5.2%  2,398  2.0% 5.0% 7.1% 

Calderdale 77 2.6% 2.4% 5.0%  92  1.6% 5.0% 6.7% 

Wakefield 128 3.0% 5.4% 8.6%  155  1.1% 4.4% 5.6% 

Craven 26 1.8% 1.4% 3.3%  26  0.2% 3.5% 3.7% 

Harrogate 68 1.9% 1.5% 3.4%  82  0.0% 3.4% 3.4% 

Source: Regional Economic Intelligence Unit, 2012 

2.18 Key points are that: 

 Workplace Based: The number of employment opportunities available within the 

Leeds City Region will increase, with a net increase of over 70,000 FTE positions by 

2020. This 6.4% increase matches the national rate and is ahead of the regional 

figure of 5.2%. 

 In most areas higher levels of growth are forecast post 2015, although low growth in 

York, Selby, Craven and Harrogate will reduce the City Region average.  The 

employment growth rates in Leeds, Bradford and Wakefield – of over 8% over ten 

years in spite of employment losses in the early years - is considerable.  
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 Resident Based: The number of residents from the Leeds City Region in 

employment will increase by almost 9% between 2011 and 2020, with around 

125,000 additional residents in employment by 2020. 

 There will be a marked increase in the number of residents from Leeds, Bradford and 

York who are in employment by 2020. In York this contrasts with low levels of 

workplace based employment growth, suggesting that residents will take up jobs 

outside the City, work part time or displace those currently travelling into the area to 

work. By contrast while Wakefield will record one of the higher increases in 

employment opportunities, it is also forecast to be one of the lowest rates of growth 

with regard to local residents in employment.  

Baseline Employment Forecasts – Workplace Based  

2.19 To 2020 employment growth in the City Region up will be dominated by financial, 

professional and business services, with numbers recovering after the post 2007 recession. 

There is expected to be an increase in health related and retail employment, although this 

assumes an improved national economy.  Manufacturing, in spite of expectations for an 

export led recovery, will see further employment losses (although output will increase). 
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2.20 The greatest increase in employment will be in business services, with strong growth 

in transport and – post 2015 – health.  

 

2.21 Four of the largest ten sectors by employment in 2011 see percentage growth of 

above 8% creating sizeable employment growth: 

 Business services;  

 Construction; 

 Hotels and catering; 

 Transport. 

2.22 The public sector accounts for a substantial number of the jobs losses in the economy 

up to 2015, although employment is expected to stabilise thereafter, and in some areas will 

increase. While large sectors like health and education that are hit by spending 

cuts/constraints shrink or grow very slowly to 2015, they are forecast to bounce back 

afterwards.  Public administration and defence on the other hand is forecast to shrink by 12% 

by 2015 and a further 2% up to 2020.   
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2.23 Manufacturing is also expected to decline over the two periods, although in contrast 

to public administration the level of decline is expected to increase significantly post 2015.  

Between 2011 and 2020 the forecast suggests the City Region will have lost over 20,000 FTE 

manufacturing jobs.  

2.24 As elsewhere in the UK, the majority of manufacturing sub-sectors are forecast to 

lose employment.  Substantial numbers are forecast to be lost in electrical and optical, textiles 

and clothing, and food and drink (important in rural areas).  Only paper and printing shows 

employment growth in both 2011-2015 and 2015-2020. 

 

2.25 The ten sectors with the largest employment increase to 2015 and 2020 are shown in 

the table below.  The prominence of business services as a job creating sector is clear, 

creating more than double the FTE positions of any other sector.  The top six sectors, which 

also include transport, hotels and catering, retailing, construction and health, account for a 

very large proportion of net additional FTE positions across the City Region by 2020.  
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Top 10 Sectors by Absolute Rise in FTEs to 2015 and 2020 

2011-2015 2011-2020 

 forecast change in FTEs  forecast change in FTEs 

1 Business Services          16,034  1 Business Services          28,573  

2 Retailing            6,314  2 Transport          12,118  

3 Construction            6,229  3 Hotels & Catering          10,216  

4 Hotels & Catering            5,304  4 Retailing          10,204  

5 Transport            4,618  5 Construction            9,735  

6 Other Services            3,649  6 Health            9,229  

7 Other Fin. & Bus.  Services            3,448  7 Other Fin. & Bus.  Services            6,877  

8 Paper, Print & Pub.            1,904  8 Wholesaling            4,808  

9 Minerals            1,357  9 Paper, Print & Pub.             3,761  

10 Health            1,326  10 Other Services            3,520  

Source: Regional Economic Intelligence Unit, 2012 

2.26 The impact of the employment changes will be to further move the wider economy to 

a service based economy, and with a larger private sector component. The fall in employment 

terms of public sector employment is significant, as is the further reduction of industrial 

employment, although at 13% in 2020, it remains slightly higher than the equivalent national 

figure of 10%. 

 
 

Impacts on Demand for Skills and Qualifications 

2.27 The forecast changes in growth and employment will impact on the number of people 

in work needed with different types and levels of skills and qualifications.  The table below 

summarises the number of employees (i.e. total number of people in employment, not Full 

Time Equivalent) that will be needed with different qualification levels across the whole LEP 

area.  

2.28 In terms of changes in demand:  

 Higher level qualifications will become more important and there will be a marked 

increase in employees with Level 4 and 5 qualifications between 2015 and 2020.  

This increase is expected to be more pronounced in Leeds City Region than in the 

other Yorkshire LEPs, partly a reflection of the higher levels of job growth forecast. 

 While there will be less of an increase in the number of people employed with lower 

or no qualifications, in actual terms demand will remain reasonably high within over 

338,6000 employees expected to have Level 2 qualifications by 2020, and a further 

372,000 employees with qualifications below this level.  
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Forecast Demand for NVQ Level (for whole LEP area) 

 
Nos. of employees required with 

qualification level (000s) 
Percentage change 

NVQ Equivalent  2007 2011 2015 2020 2011-2015 2015-2020 2011-2020 

Level 5 104.2 103.6 106.2 111.6 2.5% 5.0% 7.6% 

Level 4 343.9 345.7 359.9 379.5 4.1% 5.4% 9.8% 

Level 3 298.5 285.8 293.7 302.7 2.8% 3.1% 5.9% 

Level 2 337.2 320.8 329.0 338.6 2.6% 2.9% 5.6% 

Level 1 268.8 254.0 260.4 267.4 2.5% 2.7% 5.3% 

Level 0 106.9 100.3 103.3 105.9 3.0% 2.6% 5.6% 
Source: Regional Economic Intelligence Unit, 2012 

2.29 These trends will have a direct impact on the demand for particular qualifications, 

specifically:  

 There is growth in demand for all qualification levels across the period 2011-2020, 

with demand increasing again in the 2015-2020 period.  

 The demand for higher levels skills will lead to a somewhat higher increase for first 

and foundation degree and higher HNC, HND and BTECs.     

 While trade apprenticeships are forecast to see lower levels of growth, the results 

here do not single out higher level apprenticeships where greater increases might be 

expected given the general trend towards demand for higher level qualifications.  

Forecast Demand for Selected Qualifications (for whole LEP area) 

 
Nos. of employees required with 

qualification level (000s) Percentage change 

Selected Qualifications 2007 2011 2015 2020 
2011-
2015 

2015- 

2020 
2011-
2020 

Higher Degree 101.0 100.4 102.8 107.9 2.4% 5.0% 7.5% 

First/Foundation Degree 199.4 200.8 209.3 220.8 4.2% 5.5% 9.9% 

HNC HND BTEC, etc. higher 51.6 52.8 55.5 58.6 5.2% 5.5% 10.9% 

A Level or Equivalent  99.7 96.8 100.0 103.7 3.3% 3.6% 7.1% 

OND ONC BTEC etc. national 28.5 27.9 28.9 30.0 3.4% 3.9% 7.5% 

City & Guilds advanced craft 51.6 47.8 49.2 50.3 2.9% 2.2% 5.2% 

Trade apprenticeship 72.4 67.8 69.4 70.8 2.4% 2.0% 4.5% 

O level, GCSE grade A-C or equiv. 242.0 228.2 234.3 241.3 2.7% 3.0% 5.7% 

Source: Regional Economic Intelligence Unit, 2012 

As the full list of qualifications is very long (see annex B for list by NVQ Level) the table summarises the totals for the NVQ 
skills levels that the qualifications correlate to, and also sets out figures for the most common qualification types. 

2.30 The findings mirror those of the CBI’s recent ‘Building for Growth’ business survey on 

education and skills (2011).  It found that a majority of employers expect to increase their 

demand for employees with high level skills (+58%) but that more employers expect to 

decrease the numbers in their workforce with low level skills (28%) in the next few years than 

to increase them (23%).  Employers further expect that it will be easier to recruit people with 

low level than high level skills. 

2.31 Demand for qualifications, summarised by NVQ level, has also been forecast for each 

local authority area (and is available in the supporting documents).  It is notable that forecast 

requirements for the numbers of employees with different NVQ levels fluctuates significantly 

by district, reflecting variable forecasts for employment growth and the changing industrial 

structure. 
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Replacement Demand 

2.32 The economic forecasts include an analysis of the number of people who need to be 

brought into employment to replace those who are leaving it.  It concerns those who are 

leaving employment in a sector for good – usually through retirement – rather than moving 

between jobs in different companies, and assumes that an equivalent number of new people 

will be needed to replace them.   

2.33 In this analysis forecasts of the level of replacement demand are based on data on 

the age profile of the workforce in different sectors and occupations and assumptions about 

likely retirement patterns.  The analysis excludes other factors that could also create 

replacement demand.   

2.34 In order to provide robust results and reflect the trend towards later retirement, REIU 

have used conservative estimates of the numbers expected to retire within the analysis.  The 

methodology assumes that all those aged over 65 in 2011 will have left employment by 2015, 

and that this group plus half of those aged 56-65 will have done so by 2020.  If a less 

conservative estimate were used, replacement demand numbers could be expected to be up 

to around a third higher. 

2.35 The analysis has been carried out separately to the employment and growth 

forecasts.  

Replacement Demand by Sector 

2.36 Replacement demand increases with both the size of a sector and the age of the 

workforce.  Overall an additional 36,100 workers are required by 2015 and 130,500 by 2020 

to replace those expected to leave through retirement.  Approximately 16% of the workforce is 

aged above 55, which is the lowest of the four LEP areas in Yorkshire and Humber.  This 

percentage is expected to increase to 17% by 2015 and 20% by 2020. 

2.37 As set out in the table below, the largest requirements are in both the public sector 

(health and education) and in some private sector areas, notably various business services, 

retail and wholesale. Of the major sectors, only hotels and catering has a predominantly 

younger workforce. 

Replacement Demand by Sector – 2015 and 2020 

  Replacement demand 

(no. of workers) 

Sector % of workforce 

over 55 in 2011 

by 2015 by 2020 

All Sectors  16% 36,200 130,500 

Business Services 17% 6,800 17,700 

Health 16% 3,400 15,300 

Retailing 15% 4,700 13,700 

Education 18% 2,300 13,150 

Other Services 18% 3,300 9,600 

Wholesaling 19% 3,200 9,600 

Transport 18% 2,100 6,450 

Construction 14% 1,100 5,500 

Hotels & Catering 9% 2,500 5,350 

Public Administration & Defence 15% 700 5,100 

Other Financial & Business Services 25% 1,300 4,250 

Source: Regional Economic Intelligence Unit, 2012 

2.38 In effect the ageing of the workforce affects all sectors, with very few exceptions. The 

numbers involved will increase markedly, even in the smaller employment sectors, as 

illustrated in the table below.  
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Replacement Demand by Sector – 2015 and 2020 

  Replacement demand 

(no. of workers) 

Sector % of workforce 

over 55 in 2011 

by 2015 by 2020 

Paper, Printing & Publishing 19% 600 3,950 

Metals 29% 700 3,050 

Banking & Insurance 8% 500 2,900 

Food, Drink & Tobacco 14% 300 2,150 

Communications 15% 300 1,900 

Machinery & Equipment 18% 700 1,800 

Agriculture, Forestry & Fishing 25% 500 1,700 

Rubber & Plastics 18% 100 1,400 

Textiles & Clothing 17% 200 1,300 

Other Manufacturing 12% 100 1,050 

Other Mining 42% 600 700 

Transport Equipment 24% 100 650 

Minerals 15% - 650 

Electrical & Optical Equipment 9% 100 600 

Source: Regional Economic Intelligence Unit, 2012 

Replacement Demand by Occupation  

2.39 There will also be replacement demand across all occupation types, including 

elementary, administrative, managerial, sales and skilled trade roles (see table below). 

2.40 Occupations where older workers make up a high proportion of the workforce and 

therefore where replacement demand needs are acute (though not necessarily extensive) 

include transport and mobile machine drivers and operatives, secretarial and related 

occupations and skilled metal and electrical trades. 

Replacement Demand by Occupation – 2015 and 2020 

  Replacement demand 

(no. of workers) 

Occupation % of workforce 

over 55 in 2011 

by 2015 by 2020 

Total 16% 36,100 130,500 

Elementary Administration & Service Occupations 17% 5,100 13,750 

Corporate Managers 13% 2,200 13,100 

Administrative Occupations 16% 2,800 11,750 

Transport and Mobile Machine Drivers & Operatives 25% 2,700 9,500 

Sales & Customer Service Occupations 15% 2,700 8,550 

Teaching & Research Professionals 21% 1,700 7,950 

Managers and Proprietors in Agriculture & Services 24% 3,500 7,450 

Skilled Metal & Electrical Trades 24% 900 6,750 

Business & Public Service Associate Professionals 16% 1,700 6,700 

Business & Public Service Professionals 23% 1,900 6,400 

Caring Personal Service Occupations 13% 800 5,550 

Secretarial & Related Occupations 25% 1,400 5,300 

Source: Regional Economic Intelligence Unit, 2012 

2.41 In effect the ageing of the workforce affects all occupations, and the numbers 

involved will increase markedly, even in the smaller occupational groups, as illustrated in the 

table below. 
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Replacement Demand by Occupation – 2015 and 2020 

  Replacement demand 

(no. of workers) 

Occupation % of workforce 

over 55 in 2011 

by 2015 by 2020 

Process, Plant and Machine Operatives 14% 1,000 4,800 

Health & Social Welfare Associate Professionals 13% 800 4,200 

Culture, Media & Sports Occupations 16% 2,200 3,550 

Elementary  Trades, Plant & Storage Related Occupations 12% 1,000 3,400 

Science & Technology Professionals 13% 700 2,800 

Leisure & Other Personal Service Occupations 15% 900 2,350 

Skilled Construction & Building Trades 9% 800 2,000 

Science & Technology Associate Professionals 10% 500 1,250 

Textiles, Printing & Other Skilled Trades 6% 400 1,050 

Skilled Agricultural Trades 19% 300 900 

Health Professionals 8% - 600 

Customer Service Occupations 4% - 500 

Protective Service Occupations 5% - 350 

Source: Regional Economic Intelligence Unit, 2012 

2.42 Overall in addition to new employment growth. Replacement demand as older 

workers leave the workforce will be an important source of employment and training 

opportunities for local residents.  

Transformational Projects  

2.43 The core (baseline) economic forecast is based on broad assumptions about 

economic and industrial change that are then applied at local level.  Whilst it will account for a 

normal degree of flux in an economy, with some businesses closing and others opening up, it 

does not factor in specific and large scale changes that can have a disproportionate effect in 

a local area.  Within the LEP area there are a number of planned and/or expected 

investments/initiatives of this nature which are expected to have potentially transformative 

impacts on growth, jobs and resulting skills requirements.   

2.44 Projects which are expected to have an impact between 2012 and 2020 have been 

identified by partners in the Leeds City Region LEP. Where data on the expected number and 

timeframe of jobs has been available, their economic impact has been calculated using the 

Regional Econometric Model.  This includes converting the gross number of jobs created by a 

project itself to the net additional jobs created in the local economy overall, taking account of 

factors such as deadweight, displacement and leakage as well as multipliers.     

2.45 No rigid definition has been applied as to what constitutes transformative and this has 

been led by local partners’ perceptions of what will make a substantial difference to their local 

economies. 

2.46 Local partners have also provided an indication of the likelihood of projects 

progressing.  The results in this chapter focus on the combined impact of all those projects 

where data has been available and there is a high likelihood of implementation.  These 

projects, their locality and the number of gross jobs expected to be created by 2020 is listed in 

the table below.  
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High Likelihood Transformational’ Projects Included in the Modelling  

Project Local 

Authority  

Gross FTEs - 2020 Gross FTEs - 2026 

    

Aire Valley Enterprise Zone Leeds                   10,107  10,107 

Trinity Quarter, Leeds Leeds                       3,500  3,500 

Bradford Westfield Bradford                       3,389  3,389 

York Central York                   3,277  6,643 

Kirklees Cooper Bridge Kirklees                      2,600  2,600 

Kirklees Chidswell Kirklees                      2,000  2,000 

Barnsley Market Barnsley                       1,873  1,873 

Dunlop Latex Foam, Pannal Harrogate Harrogate                       1,600  1,600 

Selby Olympia Selby                       1,428  2,647 

Monks Cross South Retail York                        940  940 

Bradford CBD Bradford                         722  722 

New Morrisons, Ripon Harrogate                         700  700 

New dist/ind park, Melmerby, Ripon Harrogate                          500  500 

Harrogate Tesco Harrogate                         350  350 

Monks Cross North Retail York                        221  221 

Flaxby Country Resort hotel Harrogate                         200  200 

Leeds Arena Leeds                         162  162 

Boroubridge Adv. Tech Park Harrogate                         100  100 

Monks Cross South Comm Stadium York                            53  53 

Total                      33,722  38,307 

Source: Regional Economic Intelligence Unit, 2012 
 

2.47 When interpreting these findings it is important to note that (i) not all of these projects 

will proceed, (ii) some areas may have been more comprehensive and optimistic in forecasts 

than others, which can also amplify local differences; and  (iii) the jobs figure are based on 

best estimates.   

Overall Transformative Impacts by Locality, Sector and Occupation 

2.48 The table below shows the core, workplace based, employment forecasts for 2015 

and 2020, how these change when the suite of transformative projects are factored in, and 

the net number of jobs created by the transformative projects (abbreviated to ‘Trans’ in the 

table). 

2.49 In total, the transformative projects have the potential to create almost 30,000 

additional FTE positions by 2020, and increase total employment growth from 6.4% (+73,500 

FTEs) to +8.9% (+103,000 FTEs). If they proceed the projects would account for around 29% 

of the total additional FTEs when compared to 2011 employment levels. This is somewhat 

lower than in neighbouring LEPs, partly reflecting the City Region’s larger scale and indicating 

less dependence on major initiatives than elsewhere. 

2.50 At the local level, the impact of the projects is reasonably well spread across the City 

Region, although impacts are notably large in Leeds. They are also proportionately high in 

York and Harrogate compared to the size of the districts and to jobs forecasts without the 

transformative projects.   
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Transformative and Total Impacts by Locality 

Area Jobs 2011 

(FTE) 

FTE Jobs 2015 FTE Jobs 2020 

Core 

forecast 

Core 

forecast + 

Trans 

projects 

Trans 

projects 

impact 

Core 

forecast 

Core 

forecast + 

Trans 

projects 

Trans 

projects 

impact 

Leeds CR 1,155,714 1,187,957 1,203,082 15,125 1,229,221 1,258,954 29,733 

Leeds 367,306 382,098 387,698 5,600 400,743 411,761 11,018 

York 87,112 85,932 88,733 2,802 85,043 90,533 5,490 

Kirklees 136,606 140,545 142,281 1,735 143,799 147,207 3,408 

Bradford 171,090 177,143 178,800 1,657 185,340 188,601 3,261 

Harrogate 68,442 69,749 71,030 1,281 70,797 73,310 2,513 

Selby 32,338 32,215 33,127 912 32,381 34,172 1,792 

Barnsley 62,293 63,464 64,178 714 64,946 66,349 1,403 

Wakefield 128,055 131,903 132,177 274 139,029 139,581 552 

Calderdale 76,770 78,734 78,851 117 80,602 80,836 234 

Craven 25,701 26,174 26,208 33 26,540 26,605 65 
Source: Regional Economic Intelligence Unit, 2012 

2.51 The impact of the transformative projects has also been forecast for sectors and 

occupations (although not for the qualifications they require).  The table below shows the ten 

sectors and occupations with the most sizeable employment impacts due to the 

transformative projects. 

Transformative and Total Impacts by Sector (ten with largest impacts) 

Sector Jobs 2011 

(FTE) 

FTE Jobs 2015 FTE Jobs 2020 

Trans 

projects 

impact 

Core forecast 

+ Trans 

projects 

Trans 

projects 

impact 

Core forecast + 

Trans projects 

Total 1,155,714 15,125 1,203,082 29,733 1,258,954 

Business Services 145,414 3,335 164,783 6,569 180,556 

Construction 67,438 2,552 76,218 4,983 82,155 

Retailing 104,560 1,757 112,631 3,436 118,200 

Other Manufacturing 15,650 1,659 17,067 3,244 18,002 

Wholesaling 78,458 1,603 81,041 3,132 86,397 

Banking & Insurance 61,468 646 62,874 1,267 65,427 

Other Financial & Business 
Services 25,395 615 29,458 1,256 33,527 

Communications 20,818 553 22,196 1,078 23,237 

Other Services 66,837 401 70,887 772 71,129 

Hotels & Catering 60,964 383 66,651 757 71,938 
Source: Regional Economic Intelligence Unit, 2012 

2.52 The key points to note area: 

 The sectoral impact of the projects is reasonably well spread across the City Region, 

with an emphasis on business services, construction and retailing.  

 The transformative projects make up a significant percentage of employment growth 

in a spread of industries, for example 19% of growth in business services (around 

6,500 FTE positions) and 45% of growth in communications by 2020.  They account 

for all the net growth in other manufacturing, turning what would have been a loss of 

800 FTEs into a gain of over 2,000. 

2.53 The transformational projects are also expected to impact on a wide range of 

occupations. The table below shows the ten occupations with the most sizeable employment 

impacts resulting from the projects.   
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Transformative and Total Impacts by Occupation (ten with largest impacts) 
Occupation Jobs 2011 

 

 Jobs 2015  Jobs 2020 

Trans 

projects 

impact 

Core forecast + 

Trans projects 

Trans 

projects 

impact 

Core forecast + 

Trans projects 

Occupation Total 1,410,201 17,570 1,470,109 34,501 1,540,222 

Corporate Administrators 187,304 2,873 204,300 5,866 221,746 

Elementary: Clerical/Service 135,988 1,560 142,688 3,054 148,389 

Admin & Clerical Occupations 123,115 1,593 122,787 3,002 123,646 

Sales Occupations 87,525 1,449 92,861 2,800 96,182 

Skilled Construction Trades 34,680 1,171 38,838 2,257 41,235 

Transport Drivers and Ops 72,680 1,025 78,598 2,108 86,287 

Business/Public Serv. Assoc Prof. 75,343 973 79,296 1,889 83,996 

Skilled Metal/Electrical Trades 51,165 986 50,981 1,887 50,465 

Process, Plant & Machine Ops 59,937 953 56,531 1,707 51,941 

Science/Tech Professionals 40,482 788 45,190 1,624 50,072 
Source: Regional Economic Intelligence Unit, 2012 

2.54 Key points that emerge are: 

 The impact is greatest, in volume terms, on corporate administrators, with over 5,800 

extra jobs by 2020.  Two other occupations – elementary and admin/clerical roles 

each gain over 3,000 jobs.  

 In proportionate terms the developments are also expected to have a significant 

impact on the number of workers employed in sales occupations.   

  In other instances, transformational initiatives slow or prevent a significant loss of 

employment rather than drive an actual increase in jobs.   

In Conclusion: Combined Impact on Employee Requirements 

2.55 There are a number of challenges facing those involved in both economic 

development and training provision. Many of these are a result of the relatively slow recovery 

from the economic recession, with the output and employment forecasts based on an implicit 

assumption of a stronger recovery post 2015.  

2.56 Within this context, the proposed transformational projects have an important role to 

play in generating new employment at a local level, although the full employment of many of 

the larger schemes will take some time to materialise. Nevertheless, progressing these 

schemes has to be a priority for the strategic partners in the City Region. 

2.57 In addition to the transformational projects, the other factor which will add to 

opportunities for individuals seeking employment is the replacement demand arising from the 

ageing of the workforce. 

2.58 The combined impact of forecast economic change, transformative impacts and 

replacement demand in terms of the number of FTEs and employees that need to be 

recruited whether that be to fill new jobs or replace people who leave directly, or to backfill 

positions if vacancies arising are filled internally. 

2.59 The following table shows the sectors that show the greatest overall increases in 

employees needed, which is likely to be an indication of a need for additional training/skills 

provision, together with the percentage increase on the 2011 baseline.  Other sectors that are 

particularly sizeable or show a sharp percentage increase are also included.   

2.60 Key points arising are: 

 The total number of FTEs that need to be recruited – over 83,000 by 2015 and 

233,000 by 2020 – is sizeable and will have important implications for the type and 

volume of educational, training and skills development provision that is offered. 



LEP Skills Research – Leeds City Region Report  

  27 
 

 Business services will requires the largest volume of new recruits by some way - 

26,000 FTEs by 2015 and over 52,000 FTEs by 2020.  This is followed by retailing, 

health and construction, which all require over 20,000 FTEs by 2020, with the former 

requiring over 12,000 by 2015.  Six other sectors require over 10,000 FTEs by 2020, 

with most of these requiring over 5,000 FTEs by 2015. 

 When compared with current employment levels, the greatest recruitment needs are 

in business services, and other financial and business services. Those with sizeable 

net losses by 2020 include electrical and optical equipment and textiles and clothing. 

Overall ‘No. of FTEs Needed’ for Sectors with Largest Increases 

Sector Employment 

2011 baseline 

(FTE) 

Total recruits to 2015 

including forecast, 

transformational and 

replacement  

Total recruits to 2020 

including forecast, 

transformational and 

replacement 

net change 

on 2011 

% of 2011 

total 

net change 

on 2011 

% of 2011 

total 

All Sectors Total 1,155,714 83,568 7% 233,740 20% 

      

Business Services 145,414 26,168 18% 52,842 36% 

Retailing 104,560 12,771 12% 27,341 26% 

Health 133,072 4,801 4% 24,677 19% 

Construction  67,438 9,881 15% 20,217 30% 

Transport  56,184 7,051 13% 19,252 34% 

Wholesaling 78,458 5,782 7% 17,539 22% 

Hotels & Catering 60,964 8,187 13% 16,324 27% 

Other Services 66,837 7,350 11% 13,892 21% 

Other Financial & Business Services  25,395 5,363 21% 12,382 49% 

Education 95,438 -1,951 -2% 12,161 13% 

      

Paper, Printing & Publishing 33,483 2,691 8% 8,077 24% 

Banking & Insurance 61,468 1,906 3% 6,860 11% 

Other Manufacturing 15,650 1,517 10% 3,401 22% 
Source: Regional Economic Intelligence Unit, 2012 

2.61 The following table shows the occupations with the largest forecast requirements for 

new employees. 

 The occupations that will see the largest volume of recruitment are corporate 

administrators, elementary clerical/service roles, and transport drivers and operatives. 

 The steepest rises in percentage terms are in culture/media/sport occupations and 

business/public service professions. 
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Overall ‘No. of Employees Needed’ for Occupations with Largest Increases 

Sector Employment 

2011 baseline 

(Employees) 

Total recruits to 2015 

including forecast, 

transformational and 

replacement  

Total recruits to 2020 

including forecast, 

transformational and 

replacement 

net change 

on 2011 

% of 2011 

total 

net change 

on 2011 

% of 2011 

total 

All Occupations Total 1,410,201 95,908 7% 260,521 18% 

      

Corporate Administrators 187,304 19,196 10% 47,542 25% 

Elementary: Clerical/Service 135,988 11,801 9% 26,151 19% 

Transport Drivers and Ops 72,680 8,619 12% 23,108 32% 

Sales Occupations 87,525 8,036 9% 17,207 20% 

Business/Public Service Assoc Prof. 75,343 5,652 8% 15,353 20% 

Managers and Proprietors 48,876 7,584 16% 15,092 31% 

Business/Public service Prof. 37,727 5,385 14% 13,180 35% 

Caring Personal Service Occs 86,441 1,815 2% 12,747 15% 

Science/Tech Professionals 40,482 5,408 13% 12,390 31% 

Admin & Clerical Occupations 123,115 2,472 2% 12,281 10% 

      

Culture/Media/Sport Occs 30,195 6,454 21% 11,616 38% 

Health Associate Prof. 51,832 2,502 5% 9,931 19% 
Source: Regional Economic Intelligence Unit, 2012 

Key Challenges  

2.62 The challenges which will impact on local and sub-regional agencies are:  

 The significant decline in public sector employment and continuing decline in 

manufacturing employment. In the latter case, while output will grow, employment will 

fall in the majority of sub sectors. Inevitably, many of those losing their jobs will seek 

employment in other sub sectors, and may require some re-training as well as 

support in searching for new opportunities.  

 Strong growth in financial and business services, again post 2015, while there will be 

a recovery in health related employment, partly a response to the ageing of the 

population, with implications for customer care and care skills. This increase in health 

related employment will not necessarily be delivered through the public sector 

directly. Strong growth in both transport and construction, again with implications for 

training. 

 Variable employment growth across the City Region, with strong employment growth 

post 2015 in Leeds and Bradford; although very low levels of employment growth in a 

number of other local authorities, suggesting that high unemployment will persist for 

some years after employment has recovered nationally. 

 A group of transformative projects which would open up significant training and 

recruitment opportunities locally, although a number of these are not yet guaranteed 

to proceed, while some other may take some years to realise their full employment 

potential.                               

 Increasing demand, particularly post 2015, for higher level skills, notably for first 

degrees and higher HND, HNC and BTECs, reflecting long term trends in the labour 

market.  

 In spite of an up-skilling of the workforce, substantial numbers will be in employment 

with qualifications below Level 2 in 2015 and 2020, suggesting that basic skills 

training will remain a priority for many years. 

 Increasing numbers leaving the workforce, affecting virtually every sector, with a 

consequent need for trained replacements.  
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2.63 As noted earlier, the total number of FTEs that need to be recruited – around 83,500 

by 2015 and 233,000 by 2020 – will have important implications for business, and the type 

and volume of educational, training and skills development provision available in the City 

Region.  
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3 BUSINESS EXPECTATIONS 

Key Point Summary 

 Based on a snapshot taken in 2011 via the National Employer Skills Survey, 12% of 

employers in the Leeds City Region had at least one vacancy to fill (a slightly higher 

figure than in the other Yorkshire and Humber LEPs) with the majority of hard to fill 

vacancies occurring in professional, associate professional and skilled trade 

occupations.  Skills gaps were experienced by 16% of employers, most commonly in 

technical and practical skills.   

 The LEP Skills Research project has provided a forward looking perspective and 

suggests that the majority of businesses expect their occupational profiles to remain 

relatively static over the next three years.  The occupational groups in which increases 

are most commonly expected are skilled trades (21% of businesses), sales and 

customer services (19%) and administration and secretarial (19%) roles.  IT/software 

skills are most commonly expected to increase in importance, cited by over a third of 

businesses (36%).    

 While a minority of businesses currently employ graduates (21%, compared with 20% 

regionally), 73% do not employ graduates and do not expect to recruit any in the next 

three years.  For the 15% of businesses that do, the majority do not expect to have any 

difficulty in filling their available places.   

 Just under a fifth of businesses currently employ apprentices (19%), in line with the 

regional average from the survey. Larger companies are more likely to employ 

apprentices – 37% compared with 11% and 25% of micro and small business 

respectively. 

 Apprenticeship recruitment is expected to grow over the next three years, with a cohort 

of around 12% of the survey sample expected to take on an apprentice for the first time.  

Demand for apprentices looks set to be highest in the construction and education 

sectors.   

 Over the next three years, just under three quarters of businesses expect to provide 

formal training for their some or all of their staff.  Businesses in the education, health and 

low carbon sectors are the most likely to be predicting staff training and those in the 

wholesaling, manufacturing and arts and culture sectors the least likely.  The majority of 

businesses expect to use an external provider to deliver at least some of the training. 

 Greater public subsidy was the reason cited most commonly when employers were 

asked what would prompt them to spend more on training.  This was followed by lower 

course fees, more bespoke training and more training delivered in the workplace.  Only 

one in ten employers said that course content being out of date prevented them from 

investing more in training.   

 Exporting is of increasing importance to a small number of businesses.  Eleven per cent 

of businesses currently generate a proportion of their turnover from exports and amongst 

current exporters, three quarters expect exports to increase over the next three years.  

Thirteen percent of businesses expect to sell to overseas markets over the next three 

years. 
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Introduction 

3.1 Identifying employers’ occupation and skills needs over the next three to five years 

has been a core component of this research study and was explored through a large scale 

survey of 3,106 employers located across the four Yorkshire LEP areas.  

3.2 The survey comprised core questions which were asked to all businesses regardless 

of their location, plus a set of LEP-specific questions relating to topics of interest selected by 

each LEP. Leeds City Region includes a number of local authorities which fall into two LEP 

areas –  Barnsley (also part of Sheffield City Region LEP) and York, Harrogate, Craven and 

Selby (also part of York, North Yorkshire and East Riding LEP).  In these cases, half of the 

businesses in each area were asked the Leeds City Region LEP-specific questions, while the 

remainder were asked the questions specific to the other LEP area.   

3.3 The topics covered by the survey are shown in the table below:  

Business Survey   

Core Topics  Leeds City Region LEP Topics  

 Occupation and skills needs 

 Graduates 

 Apprentices  

 Longer term outlook 

 Local training provision 

 Workforce development planning  

 Exporting  
 
 
 
 
 

Source: LEP Skills Survey 2012 

3.4 This chapter presents the headline findings from the survey, highlighting key 

variances by sector and business size (in employment terms) where sample sizes permit.  

Profile of Respondents 

3.5 A total of 1,622 businesses in the Leeds City Region LEP took part in the survey.  

The sample includes responses from businesses in each local authority as shown below.  The 

distribution broadly reflects the LEP resident base. 

Survey Sample  

Local Authority  No.  %  Employment Size 

Band 

No.  % 

Leeds 390 24% 1-9 (micro) 855 53% 

Bradford 255 16% 10-49 (small) 575 36% 

Kirklees 206 13% 50-249 (medium) 149 9% 

Wakefield 167 10% 250+ (large) 41 3% 

Harrogate 116 7% Total* 1620 100% 

Barnsley 108 7% 

 

York 108 7% 

Calderdale 102 6% 

Craven 88 5% 

Selby 82 5% 

Total  1622 100% 

Source: LEP Skills Survey 2012 

*Two businesses stated ‘don’t know’.  Percentage for ‘employment size band’ sums to more than 100% due to 

rounding. 

3.6 The sample includes businesses from all employment size bands.  Compared with 

the business base, micro employers are deliberately under represented in the sample (small, 

medium and large employers are over represented as they account for a greater proportion of 

the LEP employment base).  
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3.7 The survey was answered by businesses operating in all sectors of the economy, 

including the LEP’s six priority sectors, as set out in the table below.  The sample was 

designed so that 70% of the responses were representative of the employment base in Leeds 

City Region, with the remaining 30% concentrated on the priority sectors. 

3.8 For the purpose of analysis, each company was recorded once within the core 

sectors. Where applicable, companies were also recorded as priority sectors (for example, 

manufacturing). As such, the response numbers shown against the priority sectors below are 

a sub-set of the core sector responses. 

Survey Sample  

Core Sectors   No.  %  Priority Sectors   No.  % 

Manufacturing 252 16% Low carbon  91 22% 

Wholesale and retail 227 14% Creative and digital  69 17% 

Health and social work 154 9% 
Healthcare and medical 
technologies  67 16% 

Admin. and support 136 8% Manufacturing  66 16% 

Prof., scientific and technical 136 8% Hospitality and tourism  64 15% 

Construction 98 6% Finance and business services 61 15% 

Low Carbon 91 6% Total  418 100% 

Arts, entertainment & 
recreation 86 5% 

Notes: 

 Public admin, education and health sectors are 

underrepresented due to a lack of contacts. 

 Manufacturing is overrepresented due to 

oversampling of priority sectors. 

 All other sectors are broadly in line with the 

employment base. 

 

 

 

Education 78 5% 

Information & comms. 63 4% 

Other service activities 62 4% 

Accommodation and food 59 4% 

Financial and insurance 57 4% 

Transportation and storage 53 3% 

Real estate activities 28 2% 

Agriculture 21 1% 

Utilities – water 12 1% 

Public administration 4 0 

Mining and quarrying 3 0 

Utilities - elec., gas 2 0 

Total 1,622 100% 
Source: LEP Skills Survey 2012.  Percentages may not sum to 100% due to rounding.  

3.9 The questionnaire was answered by individuals who are well placed to comment on 

the company’s occupational and skills needs.  As shown overleaf, the vast majority were 

responsible for recruitment, planning and authorising of training and the training budget 

across the business. 
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Occupation and Skills Needs 

3.10 The survey sought to obtain a detailed profile of businesses’ occupational and skills 

needs over the next three years.  Businesses were asked to consider their business plans, 

target markets, likely sources of revenue and projections of staff turnover to identify any 

anticipated change in employment levels across different occupational groups. They were 

also asked to comment on any potential changes in the importance of specific types of skills, 

competencies and qualifications. 

3.11 Questions on occupation and skills needs were asked of all businesses in the 

sample.  However throughout the analysis that follows, the sample sizes vary, as the data 

excludes those that stated an occupational group or skills type was not applicable (for 

example, caring, leisure and other service occupations would not be relevant to 

manufacturers).  This ensures that the results are not skewed by responses from businesses 

who do not currently employ, nor plan to recruit, staff in these positions. 

Expected Employment Change by Occupational Group 

3.12 Across all 

occupational groups, the 

majority of businesses do not 

expect a change in 

employment levels over the 

next three years (however, 

businesses are still likely to 

recruit across these 

occupations due to 

replacement demand). 

3.13 Where an increase in 

staff within an occupational 

category is expected, this is 

most commonly in skilled 

trades (21% of businesses), sales and customer services (19%) and administration and 

secretarial (19%) roles.  The responses are shown in full in the chart overleaf. 
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3.14 To some extent, these findings appear to be at odds with the forecasts presented in 

the previous chapter.  However, this may be because the majority of the growth predicted by 

modelling is expected post-2015, whereas these figures are focusing more on the next three 

years. 

Expected Change in the Importance of Skills Types   

3.15 Businesses were asked whether specific skills would become more or less important 

over the next three years.  Across all types of skills, the majority of businesses expect no 

change in importance.   

3.16 Forecast increases are shown in the chart below.  IT/software skills were most 

commonly expected to increase in importance, cited by over a third of businesses (36%).  

This reflects the pace of change in this area and the fact that IT will be applicable across the 

majority of the business base. Very few businesses expected any skills types to decrease in 

importance. 
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3.17 Where an increase in the importance of foreign language skills was cited, the 

languages included French, German, Chinese, and Eastern European and South Asian 

languages. 

3.18 Businesses were asked to provide further detail on the types of skills they expected to 

increase in importance.  In general, little additional information was offered, although the table 

below summarises the feedback for the ‘top three’ skills types from the previous chart. 

Skills expected to increase in importance 

IT/Software Technical/Practical Customer handling 

 Basic IT skills 

 MS Office software 

 Company specific systems 
updates and developments 

 Social media 

 Web design 
 

 Various engineering 
disciplines 

 Various construction 
disciplines 

 Keeping up to date with 
industry developments 

 Design 

 Driving/vehicle instruction 

 Retaining customers 

 General customer handling 
skills 

 Communication and 
interpersonal skills 

 Telephone skills 

Source: LEP Skills Survey 2012 

3.19 Based on the results of the 2011 National Employer Skills Survey (NESS), it seems 

that technical and practical skills will be the most challenging of the above to address.  Forty 

percent of companies in the Leeds City Region covered by the NESS said that it was difficult 

to find applicants with the requisite skills in these areas and 36% said these skills needed 

improving within the current workforce. It should be noted, however, that the percentage point 

differences between the results for technical and practical skills and IT and customer handling 

skills are relatively small – single digit in all cases. 

3.20 The consultations with recruitment agencies undertaken for the research shed some 

further light on the issues as the message was quite clear that vacancies in the following 

areas had for some time proved difficult to fill:   

 IT skills: specifically development skills
5
, degrees in computer development or 

qualifications in search engine optimisation;   

 Engineering skills: specifically mechanical design, solid works and hydraulic 

engineering. 

3.21 In terms of future trends, the agencies do no see the above being resolved in the 

short term and instead have come to treat them as a ‘business as usual’ feature of their 

industry.  When pressed on how long they would expect the recruitment difficulties to persist, 

they were, perhaps unsurprisingly, not able to specify timescales.  

3.22 The agencies also stated that, due to the economic climate, they had seen many 

instances where individuals had felt forced to forego their chosen career paths and/or take up 

temporary contracts to fulfil an immediate need for employment and earnings.  This has often 

led to a run of short term periods of unrelated employment which have subsequently acted 

against them when applying for more permanent posts.  Alongside the more systemic issues 

of the images that certain industries (including engineering) continue to have and a well 

documented shortage of people pursuing STEM skills at the higher levels, this issue is 

reported to be contributing to skills shortages within the City Region.  

The Importance of Qualifications 

3.23 There is considerable variation in the importance that businesses place on different 

qualification types.  Industry standard qualifications were most commonly described as 

important (by 53% of businesses), although this is unsurprising given the need for 

accreditation in certain sector, e.g. the Construction Skills Certification Scheme or chartered 

staff in professional occupations.  This is reflected in the sector profile, with businesses within 

                                            
5
 Anecdotally, skills in iOS (a mobile operating system for Apple) are reported to be in very short supply 

in the City Region.  
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the financial services (77%), construction (70%) and transport (69%) sectors most likely to 

cite industry standard qualifications as being important.  

 

3.24 The survey shows that for more than 90% of businesses, the above is not expected 

to change over the next three years.    

Graduates 

3.25 Businesses were asked about the extent to which they currently employ graduates 

and plan to recruit into graduate roles (for clarity, the questions related specifically to 

graduates being employed in jobs requiring graduate level skills, rather than to any individual 

qualified to degree level).  The key findings from this part of the survey are that: 

 Just over one in five businesses currently employs graduates (21%, compared to 

20% regionally) and the majority of these businesses consider graduates to be very 

important or quite important to the business; 

 The proportion of businesses employing graduates is set to increase marginally over 

the next three years (provided that those businesses that currently employ graduates 

continue to do so).    

 73% do not employ graduates and do not expect to recruit graduates in the next three 

years. 



LEP Skills Research – Leeds City Region Report  

  37 
 

 

Businesses Currently Employing Graduates 

3.26 The extent to which businesses currently employ graduates varies by their sector and 

size.  Of those that stated they currently employ graduates, businesses in the financial and 

business services 

sector account for 

over a quarter of 

(28%).  This 

finding reflects 

the number of 

businesses in the 

sample which 

operate in this 

sector as well as 

the prevalence of 

graduate 

employment in 

the sector. 

3.27 The chart 

below shows the proportion of businesses in each sector that employ graduates (i.e. 

accounting for the differences in the sample sizes).  It shows that businesses in the 

communications (46%), low carbon (35%), arts and culture (34%) and education (32%) 

sectors are most likely to employ graduates. 

Fin., Prof. & Bus. 
Services, 28%

Manufacturing, 11%

Low Carbon , 9%
Arts & Culture, 8%

Communications, 8%

Education, 7%

Health, 6%

Wholesaling, 5%

Construction, 4%

Other Services, 4%

Hospitality, 3%
Transport, 2%

Other, 2%

Businesses currently employing graduates by sector

Source: LEP Skills Survey 2012. Sample of 336 responses.
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3.28 There are seven sectors with a below average level of graduate employment – ‘other’, 

hospitality, construction, manufacturing, transport, health and wholesaling.  These sectors 

tend to employ a higher proportion of lower skill level occupations, and employees often start 

in entry-level jobs and progress within the business, rather than entering with higher level 

qualifications. 

3.29 The likelihood of businesses employing graduates increases with size.  While the 

number of companies with 250 or more employees within the sample is small, the results 

show a significant majority of these employ graduates.    

Graduate employment and business size  

Employment size band  No.  Businesses employing 

graduates within each size 

band (%) 

1-9 (micro) 127 16% 

10-49 (small) 126 23% 

50-249 (medium) 58 41% 

250+ (large) 25 66% 

Total  336 - 

Source: LEP Skills Survey 2012 

Future Graduate Recruitment 

3.30 The summary position regarding the recruitment of graduates over the next three 

years is as follows: 

 Sectors with potential for increased graduate employment: A high proportion of 

businesses in the communications sector and low carbon sector currently employ 

(44% and 35% respectively) and plan to recruit (31% and 29%) graduates.  A small 

proportion of the companies planning to recruit do not currently employ graduates 

(5% and 2%). 

Within the construction sector, the extent to which businesses currently employ 

graduates is low (16%).  However, 14% expect to recruit graduates over the next 

three years, the majority of whom do not do so currently. 

 Sectors where graduate employment is likely to remain low: Sectors with the 

lowest proportion of businesses employing graduates included health (14%), 

transport (14%) and wholesaling (9%).  A small proportion of businesses in these 

sectors (most of whom already employ graduates) expect to recruit graduates over 

the next three years but no significant increase is forecast. 
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Graduate recruitment plans over the next three years within each sector 

Ranked by % of businesses that plan to recruit graduates over the next three years 

 Sample 

No.   

% of businesses that plan to 

recruit additional graduates  

% of businesses that do not 

currently employ graduates but 

expect to over the next 3 years 

Communications 62 31% 5% 

Low Carbon  89 29% 2% 

Arts & Culture 84 23% 4% 

Education 75 20% 7% 

Other 38 18% 8% 

Fin., Prof. & Bus. 

Services 350 18% 5% 

Construction 93 14% 9% 

Manufacturing 250 10% 2% 

Health 153 10% 0% 

Hospitality 55 9% 2% 

Wholesaling 204 9% 4% 

Other Services 61 8% 0% 

Transport 51 8% 2% 

Source: LEP Skills Survey 2012 

3.31 A high proportion of large businesses expect to recruit graduates over the next three 

years – see the table below.  This mirrors the profile of current graduate employment. 

Businesses expecting to recruit graduates, by business size  

Employment size band  No.  Businesses recruiting 

graduates within each size 

band (%) 

Micro (1-9) 93 12% 

Small (10-49) 79 14% 

Medium (50-249) 43 30% 

Large (250+) 20 53% 

Total  235 - 

Source: LEP Skills Survey 2012 

3.32 The most commonly stated degree subject areas from which businesses expect to 

recruit graduates are engineering and technology (23%) and business and administration 

(19%) – see the table overleaf.  This reflects the high proportion of manufacturing, low carbon 

and communications businesses that expect to recruit graduates and the need for 

professional business roles such as in HR or marketing in businesses across all sectors.  

Also, a relatively high proportion of businesses said they would look to recruit graduates from 

any subject area (14%), suggesting the graduate roles they are seeking to fill do not require 

prior technical or subject specific knowledge. 
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Subjects or specialisms businesses expect graduates recruited to have studied  

 No.  %  

Engineering and technology 52 23% 

Business and administrative studies (e.g. HR, financial management, marketing) 42 19% 

Any 31 14% 

Creative arts and design 30 13% 

Computer science 24 11% 

Physical sciences (e.g. physics, chemistry, geology, physical geography) 16 7% 

Subjects related to medicine (e.g. nursing, ophthalmic, medical technology) 13 6% 

Education 12 5% 

Social studies (e.g. social work, sociology, politics, economics) 11 5% 

Languages 8 4% 

Mass communications and documentation (media, publishing, journalism) 8 4% 

Mathematical sciences 7 3% 

Agriculture and related subjects 5 2% 

Architecture, building and planning 4 2% 

Historical and philosophical studies 4 2% 

Law 4 2% 

Biological sciences 2 1% 

Medicine and dentistry 2 1% 

Veterinary science 0 0 

Other 12 5% 

Don’t know 11 5% 

Source: LEP Skills Survey 2012.  Sample of 224 responses.  

3.33 Most businesses think it will be either very easy (23%) or quite easy (38%) to fill their 

graduate vacancies, although a third think it will be difficult.  For the latter group, the most 

common reason seems to be that applicants are unlikely to have the required skills.  In 

general, larger businesses forecast fewer problems than smaller businesses.  

Apprenticeships 

3.34 Just under a fifth 

of businesses surveyed 

in Leeds City Region 

currently employ 

apprentices (19%), 

which is in line with the 

regional average for the 

survey.  The proportion 

of businesses employing 

apprentices is expected 

to increase: over the 

next three years, 23% of 

businesses plan to recruit new apprentices, just under half of whom do not currently employ 

any. 
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Businesses currently employing apprenticeships 

3.35 The 

employment of 

apprentices varies by 

business size and 

sector.  Of those 

currently employing 

apprentices, four 

sectors – 

manufacturing, 

financial, professional 

and business 

services, wholesaling 

and construction – 

account for nearly 

two thirds of the survey responses (64%). 

3.36 The chart below shows the proportion of businesses within each sector that currently 

employ apprentices (accounting for sample size variations).  This highlights the penetration of 

the apprenticeship model in sectors such as construction (38%), education (28%) and 

manufacturing (24%), as well as low carbon (22%) and wholesaling (19%). 

3.37 There are eight sectors with a below average proportion of businesses which employ 

apprentices, of which the transport sector has by far the fewest (2%). 

 

3.38 The extent to which businesses employ apprentices increases with business size – as 

shown in the table below.  Only 10% of businesses employing fewer than 10 people, and 25% 

of companies employing up to 49 employees have apprentices, compared to 35% of medium 

and large sized companies.  

Currently employing apprentices and business size  

Employment size band  No.  Businesses employing 

apprentices within each 

size band (%) 

Micro (1-9) 97 11% 

Small (10-49) 146 25% 

Medium (50-249) 50 34% 

Large (250+) 15 37% 

Total  308 - 

Source: LEP Skills Survey 2012 

Manufacturing, 20%

Fin., Prof. & Bus. 
Services, 18%

Wholesaling , 14%
Construction, 12%

Education, 7%

Health, 6%

Low Carbon, 6%

Arts & Culture , 5%

Other Services, 3%

Communications, 3%
Hospitality, 3% Other, 2%

Transport, 0%

Businesses currently employing apprentices by sector

Source: LEP Skills Survey 2012. Sample of 336 responses.
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Businesses planning to recruit apprentices 

3.39 A breakdown of the 

businesses expecting to 

recruit apprentices over the 

next three years, by sector, is 

shown in the chart to the 

right.  Businesses in the 

manufacturing and financial, 

professional and business 

services sector account for 

nearly two fifths of responses 

(39%).  The sector profile of 

responses is similar to that 

regarding current apprentice 

employment. 

 

 Sectors with high and increasing apprentice employment: Within the construction 

and education sectors, a high proportion of businesses both currently employ (38% 

and 28% respectively) and plan to recruit (37% and 31%) apprentices.  In both 

sectors there is a proportion of businesses that do not currently employ apprentices 

with plans to recruit (12% and 9% respectively). 

 Sectors with moderate but increasing apprentice employment: The arts and 

culture (17%) and hospitality (14%) sectors both have slightly below average current 

apprenticeship employment.  However, around twice as many businesses plan to 

recruit apprentices in the next three years (30% and 27% respectively).  In both 

sectors, a high proportion of businesses that plan to recruit apprentices do not 

currently do so (17% and 19% respectively). 

 Sectors where apprentice employment is likely to remain low: A low proportion of 

businesses within the health (13%) and transport (2%) sectors employ apprentices.  

Few expect to recruit over the next three years (13% and 6% respectively) and only a 

small proportion of those that do will be businesses that do not currently employ 

apprentices (4% each). 

Apprenticeship recruitment plans over the next three years within each sector 

Ranked by % of businesses that plan to recruit apprentices over the next three years 

 Sample 

No.   

% of businesses in the sector 

that plan to recruit additional 

apprentices 

% of businesses that do not 

currently recruit apprentices but 

expect to over the next 3 years 

Construction 98 37% 12% 

Low Carbon  91 32% 16% 

Education 78 31% 9% 

Arts & Culture 86 30% 17% 

Manufacturing 252 30% 15% 

Hospitality 59 27% 19% 

Wholesaling 227 19% 8% 

Fin., Prof. & Bus.  357 19% 10% 

Other Services 62 18% 6% 

Other 42 17% 10% 

Communications 63 14% 8% 

Health 154 13% 4% 

Transport 53 6% 4% 

Source: LEP Skills Survey 2012 

3.40 The size profile of businesses expecting to recruit apprentices shows that medium 

and large companies are most likely to have recruitment plans.  However, it is amongst micro 
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businesses that recruitment of apprentices is expected to grow most rapidly.  Whilst 11% 

currently employ apprentices, 16% are planning to recruit apprentices over the next three 

years.    

Apprentice recruitment and business size  

Employment size band  No.  Businesses recruiting 

apprentices within each 

size band (%) 

Micro (1-9) 139 16% 

Small (10-49) 150 26% 

Medium (50-249) 62 42% 

Large (250+) 16 39% 

Total  367 - 

Source: LEP Skills Survey 2012 

3.41 Businesses expect to recruit apprentices across a wide range of subject and 

framework areas, as shown in the table below.  Engineering and manufacturing technologies 

(35%), businesses administration and law (17%) and construction (16%) were most frequently 

noted.  These subject areas reflect the sectoral composition of the sample and the sector 

base of those companies planning to take on graduates.   

Framework areas in which businesses are planning to recruit apprentices 

 No.  %  

Engineering and manufacturing technologies 77 35% 

Business administration and law 37 17% 

Construction, planning and the built environment 35 16% 

Information and communication technology 21 10% 

Leisure, travel and tourism 18 8% 

Health, public services and care 16 7% 

Retail and commercial enterprise 14 6% 

Education and training 11 5% 

Agriculture, horticulture and animal care 7 3% 

Arts, media and publishing 7 3% 

Other 1 0 

Don’t know 7 3% 
Source: LEP Skills Survey 2012. Sample of  221 responses 

3.42 In general, the number of apprentices recruited by each business will be small.  Of 

those businesses that were able to provide a figure, half expected to recruit one apprentice 

and the vast majority (93%) expected to recruit five or fewer. 

3.43 Sixty per cent of businesses said they were not planning to recruit apprentices over 

the next three years, the most common for which was a lack of business need.  A wide range 

of other reasons were also given and are shown in the table below. 
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Reasons for not recruiting apprentices  

 No.  %  

Lack of business need 501 58% 

The company is too small 131 15% 

Prefer to employ trained and experienced staff 92 11% 

We do our own training 61 7% 

Legal requirements, e.g. we cannot legally employ staff under a certain age 48 6% 

Budget / funding issues 47 5% 

Current staff don’t have the time to supervise apprentices 43 5% 

We have recruited apprentices in the past and have had negative experiences 41 5% 

No reason, haven’t thought about it 26 3% 

Company policy 25 3% 

Availability of suitable candidates 22 3% 

Uncertain over the financial return to the business of employing apprentices 19 2% 

Complexity of the process 16 2% 

Lack of suitable training providers 10 1% 

Don’t know 10 1% 

We don’t really know how apprenticeships work 9 1% 

Owner is retiring / closing business down 5 1% 
Source: LEP Skills Survey 2012. Sample of  864 responses 

 

Workforce Development and Local Training Provision 

3.44 Businesses were asked a series of questions relating to their plans to deliver training 

and develop their workforce’s skills over the next three years, as well as their intentions to use 

external training providers. The survey also sought to determine levels of awareness of 

training available both locally and regionally and businesses’ perceptions of external providers 

in relation to their ability to meet skills needs.  

Training Plans 

3.45 Over the next three years, the majority of businesses expect to provide formal training 

for their some or all of their staff (72%).  Whilst 5% do not know at this stage, nearly one 

quarter of businesses state that they do not intend to provide any formal training over the next 

three years.  Although not a direct comparison, the 2011 NESS figures show that 37% of the 

companies in the Leeds City Region had not provided any training for their staff in the 12 

months prior to the survey, suggesting perhaps that an increase in workforce development 

activity will be observed in the short to medium term.   
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3.46 Businesses in the education, health and low carbon sectors are most likely to provide 

formal training, with around nine out of ten expecting to provide this.  Training is least likely to 

be provided by businesses in the wholesaling sector, while only two-thirds of manufacturing 

and arts and culture businesses are planning to provide formal training.   

 

 

 

 

 

 

 

 

 

 

3.47 There is also a significant difference in training plans by business size.  Micro 

businesses are less likely to be forecasting training (61%) than small, medium and large 

businesses (82%, 92% and 98% respectively). 

Businesses expecting staff to receive formal training provision and 

business size  

Employment size band  No.  Businesses providing formal 

training within each size band  

Micro (1-9) 522 61% 

Small (10-49) 471 82% 

Medium (50-249) 137 92% 
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Large (250+) 40 98% 

Total  1170 - 

Source: LEP Skills Survey 2012 

3.48 Where businesses do not plan to provide training for their staff, the most common 

reason is because they are considered to be fully proficient (74%).  A wide range of other 

reasons were also reported regarding the format, availability and cost of training, although 

these were stated to a much lesser extent, see table below. 

Reasons for not forecasting any training over the next three years 

 No.  %  

All our staff are fully proficient 272 74% 

No reason in particular  39 11% 

Our training is on the job training  22 6% 

The courses we are interested in are not available locally 13 4% 

External courses are too expensive 13 4% 

Employees are too busy to go on training courses 10 3% 

No training course is specific enough for our line of business 8 2% 

Employees are too busy to give training 3 1% 

The business is closing down/Owner close to retirement 3 1% 

Don’t know 9 2% 
Source: LEP Skills Survey 2012.  Top 10 responses 

 

Training Expenditure   

3.49 The large majority of businesses which plan to provide staff training expect their 

expenditure on workforce development to increase (42%) or remain the same over the next 

three years (52%).  Very few businesses expect a reduction (3%).  To a certain extent, this 

seems to sit at odds with the findings from the 2011 NESS, which suggests that fewer than 

30% of businesses in the Leeds City Region have a budget for training expenditure.  

 

3.50 Businesses within the transport (53%) and financial, professional and businesses 

services (47%) sectors most commonly expect to increase expenditure on training – see 

below.   

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Expected change

Expected change in annual expenditure on staff training over the next 
three years

Increase significantly Increase slightly Stay the same 

Decrease slightly Decrease significantly Don’t know

Source: LEP Skills Survey 2012. Sample of 1171 respondents.
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3.51 The likelihood of businesses planning to spend more money on training tends to 

increase with business size.  Over half of large companies expect an increase, compared to 

just over one quarter of micro-businesses. 

Businesses expecting to increase expenditure on staff training and 

business size  

Employment size band  No.  Businesses expecting to increase 

expenditure by size band (%) 

Micro (1-9) 216 27% 

Small (10-49) 209 38% 

Medium (50-249) 66 47% 

Large (250+) 21 53% 

Total  512 - 

Source: LEP Skills Survey 2012 

Use of Training Providers 

3.52 The majority of 

businesses expect to use 

an external provider to 

meet their training needs 

(67%), either solely 

(23%) or in conjunction 

with internal training 

(44%).  Nearly a third of 

businesses plan to 

deliver all training in 

house (31%) and a small 

proportion don’t know 

(2%). 

3.53 Businesses in the 

health (84%), education 

(78%) and construction (73%) sectors are most likely to use external provision.   

3.54 The proportion of businesses which intend to use external providers for all or part of 

their training provision is reasonably high across most sectors – ranging from 87% of health 

sector businesses to 48% in the hospitality sector.  External provision is particularly important 

in the transport sector, where 39% of businesses will use external providers for all their 

training needs. 



LEP Skills Research – Leeds City Region Report  

  48 
 

 

3.55 As shown below, small and medium businesses are slightly more likely to access 

external provision (64% and 62% respectively) than micro and large businesses (50% and 

53% respectively). 

Businesses expecting to provide training externally and business 

size  

Employment size band  No.  Businesses providing training 

externally within each size 

band 

Micro (1-9) 400 50% 

Small (10-49) 355 64% 

Medium (50-249) 87 62% 

Large (250+) 21 53% 

Total  863 - 

Source: LEP Skills Survey 2012 

3.56 There are a range of factors which would encourage businesses to procure more 

training from external providers.  The main factors can be grouped under the following 

headings: 

 Cost: The survey found demand for greater public subsidy (41%) and lower course 

fees (32%); 

 Relevance: 32% would like training more tailored to their business needs; 

 Location of delivery:  More than one in five businesses cited more training delivered 

in the workplace and more training available locally (29% and 23% respectively); 

 Information:  One in ten businesses would like more information about providers’ 

training offer. 

3.57 However, more than three in ten businesses stated that nothing would encourage 

them to procure more training from external providers.  This was particularly common in the 

transport (49%), other (45%) and wholesaling (41%) sectors. 
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3.58 Factors which were seen as less important by businesses included flexibility with 

regard to start dates, course content and length, each stated by around one in ten 

businesses.  These are often cited as being barriers to employer investment in training.  

However the results here, which are mirrored in the other LEP areas in Yorkshire and 

Humber, suggest that they may not be as important as sometimes thought. 

Awareness of Training Provision  

3.59 In general, businesses believe they have a good level of awareness of the available 

training provision, both locally and across the region.  Two-thirds of businesses stated that 

they were aware of the training available within their local authority areas.  Other findings 

include: 

 Businesses have a greater awareness of the training provision offered by providers in 

their local authority than they do across the region as a whole;   

 There is little difference in businesses’ awareness the training offered by private 

sector providers and FE colleges. 

 

3.60 Awareness of the provision available varies by sector.  The survey findings 

highlighted a low level of awareness amongst businesses in the transport, wholesaling, 
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manufacturing, other
6
 and financial, professional and business services sectors.  In each of 

these sectors, over a third of businesses have little or no awareness of the training provided 

by colleges and private providers in their local authority (accounting for 66% and 70% of 

businesses that stated they had little or no awareness of FE college and private providers 

respectively).   

3.61 Businesses in sectors with the lowest likelihood of providing staff training through 

external providers were more like to state they were not aware of the available training. 

 

3.62 Awareness of training provision is slightly lower amongst larger businesses, which (in 

general) are more likely to run their own internal training programmes.   

Perceptions of Providers 

3.63 Businesses have a reasonable degree of confidence in providers’ ability to meet their 

training needs over the next three years, with around 70% either confident or very confident in 

providers both regionally and locally.    

 

3.64 The sectors with the lowest level of confidence that providers can meet their training 

needs are communications (26%), low carbon (25%) and transport (25%) – see below.    

                                            
6
 This is a combination of sectors that account for a small proportion of the sample: agriculture, mining 

and quarrying, electricity and gas, water and waste, and public admin. 

0%

10%

20%

30%

40%

50%

60%

%
 o

f 
re

sp
o

n
d

e
n

ts
 
w

it
h

in
 s

e
c
to

r

Businesses with little or no awareness of training provision in their local 
authority within each sector

Private training providers FE Colleges

Source: LEP Skills Survey 2012. Sample is show n in brackets.
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3.65 The main reasons for businesses having a lack of confidence in training providers 

were a lack of availability of the required courses and courses being insufficiently tailored to 

meet business needs.  The survey results are shown in full in the table below. 

Reasons for lack of confidence in providers’ ability to meet training needs 

 
Providers within the 

Local Authority 

Providers within 

Yorkshire and Humber 

The courses are…  No.  %  No.  % 

Unlikely to be available 122 54% 68 44% 

Unlikely to be sufficiently tailored to the 

business needs 83 37% 53 34% 

Unlikely to be of the required quality 42 19% 33 21% 

Likely to be out of date with industry 

developments, techniques or standards 24 11% 21 14% 

Likely to be too expensive  23 10% 13 8% 

Likely to be too long 7 3% 5 3% 

Other 40 18% 37 24% 

Don’t know 9 4% 8 5% 
Source: LEP Skills Survey 2012.  Sample of 226 (local authority) and 136 responses (Yorkshire and Humber) 

Longer Term Outlook  

3.66 There are mixed views amongst businesses on the outlook for the Leeds City Region 

economy.  Over the next three to five years, 43% of businesses anticipate that the local 

economy will improve, while 24% expect it to remain the same and 22% think it will worsen.   
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3.67 The large majority of businesses are confident that they have the necessary skills to 

either maximise opportunities (where economic conditions are expected to improve) or help to 

lessen the impact (where economic conditions are expected to deteriorate). 

 

Exporting 

3.68 For a small number of businesses, exporting is an important and growing aspect of 

their activity.  The survey found: 

 The export market is considered to be important by 12% of businesses; 

 11% of businesses currently generate a proportion of their turnover from exports; 

 Over the next three years, 13% of businesses expect to sell to overseas markets; 

 Of those businesses currently exporting, three quarters expect to increase this 

significantly or slightly over the next three years. 
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3.69 The sectors with an above average proportion of businesses that expect to continue 

or begin exporting over the next three years include: manufacturing (34%), low carbon (26%), 

and wholesale and retail (17%) sectors.  Larger companies are more likely to export than 

smaller ones, although even amongst micro businesses more than one in ten are, or expect 

to be, involved in exporting. 

Businesses planning to continue / begin exporting over the next three years  

Employment size band  No.  Businesses planning to 

export by size band (%) 

Businesses planning to 

export within each size 

band (%) 

Micro (1-9) 79 45% 11% 

Small (10-49) 73 41% 14% 

Medium (50-249) 19 11% 15% 

Large (250+) 6 3% 17% 

Total  177 100% - 

Source: LEP Skills Survey 2012 

3.70 The skills requirements for developing or improving exports reported by businesses 

are shown in the table below.  Three of the top four responses relate to understanding and 

developing a presence in overseas markets. 

Skills requirements  to develop or improve export trade over the next three years 

 No.  %  

Researching market opportunities 36 20% 

Gaining overseas contacts 34 19% 

Exporting strategy development  27 15% 

Overseas marketing 23 13% 

Modifying product or service for overseas market 22 12% 

Establishing routes to market 19 11% 

Foreign languages 19 11% 

Managing risks from exposure to changes in exchange rates 18 10% 

Costings for overseas markets 17 10% 

Taxes 17 10% 

Organising international transport 15 9% 

Handling customs clearance 13 7% 
Source: LEP Skills Survey 2012.  Sample of 177 responses 

3.71 Of those businesses that will require foreign language skills, the most common were 

Chinese, French and German.   

3.72 Where businesses expect additional skills will be required, up to half are planning to 

recruit new staff to meet this skills need.  Business that need tax or languages skills more 

commonly stated this would require additional staff.  The analysis should however take into 

account the small sample sizes. 

Additional staff required to meet skills needs 

 No.  % of those with 

skills needs 

Sample 

No.  

Taxes 9 53% 17 

Foreign languages 8 42% 19 

Establishing routes to market 7 37% 19 

Researching market opportunities 10 28% 36 

Managing risks from changes in exchange rates 5 28% 18 

Overseas marketing 6 26% 23 

Gaining overseas contacts 8 24% 34 

Costings for overseas markets 4 24% 17 

Handling customs clearance 3 23% 13 

Exporting strategy development  5 19% 27 

Modifying product or service for overseas market 4 18% 22 

Organising international transport 2 13% 15 
Source: LEP Skills Survey 2012. 
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4 SECTOR PROFILES 

Introduction 

4.1 The majority of this chapter is dedicated to the results of low carbon sector research 

undertaken by Quantum Strategy and Technology. An accompanying (and more 

comprehensive) region-wide report has also been produced, from which this chapter draws its 

key messages.  These messages are based primarily on interviews with Leeds City Region 

based businesses and a review of relevant literature relating to greening the economy. 

4.2 Also included in the chapter are short sector profiles (specific to the Leeds City 

Region) for:   

 Manufacturing and precision engineering; 

 Creative and digital industries; 

 Healthcare and medical technologies; 

 Finance, professional and business services. 

4.3 The profiles have been produced by ekosgen and associates.  They are based on 

qualitative research with employers in the Leeds City Region during May and June 2012.  The 

aim of the qualitative research was to identify opportunities for providers by gathering further 

information on employers’ specific skills needs over the next three years.  The interviews build 

upon (and in some cases take findings from) the results of the telephone survey covered in 

Chapter Three. The number of consultations completed in each sector are shown below. 

Qualitative research interviews summary 

Sector No. companies consulted 

Creative and Digital Industries 6 

Healthcare Technologies 6 

Finance, Professional and Business Services 5 

Manufacturing and Precision Engineering* 4 

* focusing specifically on the manufacturers of turbo chargers and related components. 

 

4.4 The results are presented as summaries (approximately two sides) including key 

considerations for providers.   
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Low Carbon 
 

Key Point Summary   

 Across all sectors, businesses require a range of skills to reduce the demand for energy 

and implement low carbon approaches.  At the foundation level this includes a greater 

knowledge of basic sustainability, energy and resource management and carbon 

concepts.  At a more advanced level, it includes energy management skills, skills 

amongst procurement and contract management staff, and management and financial 

analysis skills.  Embedding low carbon approaches will require buy-in and leadership 

from business managers. 

 The skills needed for low carbon innovation include an understanding of the market 

drivers and opportunities in the low carbon economy alongside more general skills such 

as knowledge of patents, design rights, intellectual property rights and skills in managing 

technical risk. 

 Science, Technology, Engineering and Maths (STEM) skills are important in adapting 

existing technology and processes to implement energy and resource efficient 

technology and processes. 

 The offshore wind sector has opportunities in the context of supply chain jobs that are 

not location dependent.  The specific skills needs amongst supply chain businesses will 

depend on the equipment or component involved, which are not specified at this stage of 

the developments. 

 The biomass sector has opportunities associated with the installation of biomass boilers 

and district heating in the domestic, commercial and industrial sectors.  This will require 

skilled technicians/operatives for anaerobic digestion, operators for medium scale 

biomass electricity plants and accredited biomass boiler installers. 

 Significant occupational and skills demands will be generated by the Leeds City Region 

Urban Eco Settlement proposals (28,000 new eco-homes) and improvements to existing 

homes (20,000).  It is difficult to forecast the exact skills needs associated with these 

developments and the Green Deal given the current uncertainty regarding the measures 

to be included and level of demand.   

 There is a substantial global export market for low carbon goods and services.  The 

sector is well placed for export opportunities in environmental consultancy, carbon 

finance, energy management, process engineering and technologies for the carbon 

capture and storage sector, components for the renewable energy supply chain and 

energy infrastructure based on specialist capabilities in energy storage and hydrogen 

and fuel cells. 

 

Overview 

4.5 The low carbon and environmental sector is a significant growth area of the UK 

economy.  This growth is driven by a combination of government policies and legislation, 

rising energy prices, concerns about the security of traditional energy supply and fuel poverty.  

The recent Prospects for Green Jobs Report for Yorkshire Cities and others in Yorkshire and 

Humber
7
 estimates that there were over 90,000 ‘green’ jobs in the region in 2009, which 

represented around 3.6% of total employment. The key sectors with significant growth 

potential were identified as follows: 

                                            
7
 The Prospects for Green Jobs to 2020: Final Report for Yorkshire Cities by Quantum Strategy and Technology, BE 

Group and the University of Hull, June 2011 
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 Major investment projects in offshore wind, biomass power generation, biofuels and 

biorefining, and carbon capture and storage (CCS); 

 Onshore wind, biomass heat, energy-from-waste and microgeneration (albeit on a 

smaller scale than the major projects); 

 Large scale low carbon building retrofit programmes linked to the Green Deal; 

 Waste recycling and reuse; 

 Environmental consultancy and other professional services linked to the growth of the 

green economy (e.g. finance, carbon accounting and legal).   

4.6 The most likely scenario for these selected growth sectors in the Green Jobs Report 

shows that employment in Yorkshire and Humber will double its current level of 21,700 to 

45,500 by 2020.  

4.7 In the Leeds City Region LEP area, a recent Mini-Stern project
8
 estimated that nearly 

10,000 jobs and GVA growth of £442 million per year will be generated over the next 10 years 

through the implementation of carbon reduction measures. 

The Low Carbon Sector 

4.8 In the Yorkshire Cities green jobs report, green jobs were defined as those concerned 

with activities that help to: 

 Decarbonise the energy system – examples include the generation of renewable 

energy, new energy infrastructure and low carbon buildings;  

 Improve resource efficiency – examples include recycling and reuse of waste or 

water, and sustainable products and materials;  

 Preserve and enhance the natural environment – examples include eco-systems and 

biodiversity, green infrastructure and sustainable agriculture.   

4.9 A summary of the scope of this definition is shown in the diagram below.  This covers 

the three strategic drivers, supply sub-sectors and cross-cutting activities of consultants, 

professional service providers and contractors.  It also identifies the main markets for the 

technologies, products and services involved (i.e. the demand side). 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                            
8
 The Economics of Low Carbon Cities: A Mini-Stern Review for the Leeds City Region by the Centre for Low Carbon 

Futures, Autumn 2011 
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Green Jobs Definition and Scope 

Decarbonising the 

Energy System

Improving 

Resource Efficiency

Preserving and 

Enhancing 

the Natural

Environment

Strategic Drivers

Low Carbon and Environmental 

Goods & Services (LCEGS)

Supply Sub-sectors

Nuclear Energy

Renewable Energy

Energy Efficiency & Services

Energy-from-waste

Energy Infrastructure

Low Carbon Buildings

Low Carbon Transport

Carbon Finance

New Technologies (e.g. CCS)

Waste Minimisation

Waste Recycling & Reuse

Water Recycling and Reuse

Sustainable Materials

& Products

Eco-design and Processes

Green Infrastructure

Eco-systems & Biodiversity

Marine Environment

Climate Change Adaptation

Water Supply & Wastewater

Other EGS sub-sectors

Markets

Local, UK, International

Agriculture & forestry

Mining & quarrying

Power generation, 

transmission & distribution

Manufacturing 

Construction
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Public administration
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4.10 The definition also distinguished between green jobs based on the level of activity 

undertaken within low carbon sectors.  A summary is shown in the table overleaf. 

Green jobs definitions 

Primary green jobs Secondary green jobs Supply chain 

Business activities are wholly or 

mainly aimed at the low carbon 

and environmental markets.  

This includes energy 

management, renewable 

energy, environmental 

consultancy, green 

infrastructure, waste 

management and recycling, 

water supply and wastewater 

treatment and other 

environmental goods and 

services sub-sectors. 

Business activities are partially 

involved in the low carbon and 

environmental markets. This 

covers a wide range of sub-

sectors such as agriculture, 

electricity production and 

distribution, energy equipment 

manufacture, construction and 

building trades. 

Businesses may not currently be 

involved in the low carbon and 

environmental markets but 

which have the potential to enter 

the supply chains especially in 

major growth areas such as 

offshore wind and carbon 

capture and storage. This covers 

sub-sectors such as castings, 

forgings, fabrications, bearings, 

gearboxes, pumps and valves. 

Source: Quantum Low Carbon report, 2012 

4.11 Alongside the sector activity detailed above, low carbon approaches are applicable 

across the business base as businesses look to implement energy and resource efficient 

approaches.  The aim of growing the low carbon supply side and reducing carbon across all 

sectors of the economy is illustrated in the figure below.  
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Growing a low carbon and sustainable economy 

 

Embedding Low Carbon Skills into the Economy 

Skills required for the low carbon sector 

4.12 A profile of low carbon skills, by level and industry, is shown below.  It illustrates that 

a basic level of understanding of sustainability, natural resources, global environmental 

impacts of goods and services, water, energy, transport and benefits of sustainable practices, 

forms a foundation on which further skills can be built.  This extent to which further skills are 

required varies by sector depending on carbon intensity and degree of regulation.  

 
Low Carbon Skills Portfolio 
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4.13 Further detail on the types of occupations required for the low carbon sector and skills 

for adapting to climate change are detailed in the Skills for a Green Economy report and 

summarised in the table below. This highlights the range of technical and knowledge intensive 

roles required by the sector. 

Skills for the low carbon industry, energy 
generation and industries with high energy 
requirements 

Skills enabling adaptation to climate change 

 Scientists and engineers with training or 
transferable knowledge for nuclear and 
renewable energy (including wind and 
marine);  

 Technicians with training or transferable 
knowledge to install energy efficiency 
measures and retrofit at a household and 
business premises level;  

 Skills to design and adopt technologies, 
products and processes to minimise carbon 
emissions;  

 Operator level actions to minimise carbon 
emissions (e.g. driving in a fuel efficient 
manner). 

 Scientific and technical skills such as 
modeling and interpreting climate change 
projections;  

 Risk management such as assessments of 
future resource availability;  

 Skills to design and adopt technologies, 
products and processes to improve climate. 

Source: Skills for a Green Economy. 

 

4.14 Across all sectors, businesses require a range of skills to implement low carbon 

approaches.  These are termed generic or ‘light green’ skills in the government’s Skills for a 

Green Economy
9
 report.  These include strategic business management skills to build 

resource efficient business models, financial accounting skills for carbon and natural 

environment accounting, and skills to design and adopt resource efficient technologies, 

products and processes. 

Energy and resource management 

4.15 It was widely agreed amongst industry members consulted for this work that all 

sectors require a greater level of basic knowledge and skills in sustainability, energy and 

resource management and carbon.  This refers to the foundation level skills indentified in the 

figure on the previous page.  These skills needs are driven by the fast pace of technological 

and market developments in the low carbon sector. 

4.16 Considering skills above this foundation level, energy management is seen as 

important. Businesses with high energy usage have increasingly included energy 

management within the role of facility or site managers, or taken on additional staff to carry 

out this function (the Carbon Trust recommends one full-time energy manager per £1 million 

annual energy spent).  

4.17 Some large businesses often recognise energy managers as being vital to their 

business models in reducing energy demand.  They also expect this role to become 

increasingly important as energy prices continue to rise and measures such as the Carbon 

Reduction Commitment (CRC) are introduced.  Businesses also expect it to become 

increasing difficult to retain and recruit staff with energy management skills as more 

businesses look to recruit employees with these skills.  Energy management skills are also 

important for small businesses due to the impact of energy price fluctuations (as an example, 

one start-up business consulted for this work identified the unpredictable rises in energy costs 

as a significant risk for their fledgling company).   

4.18 In addition to energy management, skills are needed in the broader field of resource 

management to improve the efficient use of other resources such as raw materials, water and 

transport. Process engineering, design and low carbon thinking skills will be needed to 

                                            
9
 http://www.bis.gov.uk/assets/biscore/further-education-skills/docs/s/11-1315-skills-for-a-green-economy.pdf 
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implement the necessary lean and sustainable manufacturing processes for resource 

efficiency. 

4.19 In the transition to a low carbon economy, businesses and the public sector will 

increasingly procure in ways that drive resource efficiency through their supply chains. 

Procurement and contract management staff will need specific knowledge and skills to ensure 

that their suppliers are delivering low carbon products and services and they will be looking 

for innovation to reduce waste and energy consumption.  Amongst supplier businesses, 

similar skills will be required in order to respond to this agenda.  This may also increase the 

importance of environmental management systems in demonstrating suppliers’ credentials. 

The recently introduced energy management system, ISO 500001, will provide a focus for 

improvements in energy efficiency and reductions in energy costs.  

4.20 Management and financial analysis skills to build the business case for investment in 

energy and resource efficiency will also be needed.  The Green Jobs report identified that the 

lack of such skills is a significant barrier to adopting energy and resource saving measures.  

Leadership for embedding low carbon approaches 

4.21 Leadership and management skills for embedding low carbon approaches have been 

strongly identified in the primary research undertaken for this project.  These are considered 

necessary amongst business leaders for driving changes throughout the organisation.  

However, the extent to which senior management is engaged with the low carbon agenda can 

vary by business size.  Leaders of larger companies are often under pressure to consider 

resource efficiency from investors, mandatory carbon reporting, environmental managers and 

customers requiring systems such as ISO14001 and ISO50001. Many of those with larger 

energy bills will have already integrated energy management into their company key 

performance indicators and policies. 

4.22 In contrast, smaller companies are less likely to focus on energy and resource 

management.  There have been initiatives across the region designed to address this, such 

as the programmes run by Envirowise, WRAP, Business in the Community, CO2 Sense and 

Groundwork. Environmental standards have been developed for small to medium sized 

enterprises, such as the Acorn standard, an SME equivalent of ISO 14001.  Given that the 

vast majority of the LEP business base is comprised of SMEs, the importance of engaging 

these business managers in resource efficiency should not be underestimated (an example is 

provided below). 

Leeds based global consultancy WSP Environmental & Energy demonstrates its leadership 

on sustainability through its voluntary PACT employee engagement programme. PACT is 

Personal Carbon Tracking – each employee has a carbon allowance and reports on their 

home energy, travel and commute quarterly. There are financial rewards for coming in 

under target. There has been positive feedback from staff who on average reduce their 

emissions by 10%.  

Skills for low carbon innovation 

4.23 There is an established link at the LEP level between economic performance and the 

extent of local innovation activity
10

.  In the context of the transition to a low carbon economy, 

innovation can be classified within the following activities: 

 New low carbon technologies.  A high level of competition from overseas businesses 

is an issue for this sector, for example in offshore wind turbines (Siemens, 

Germany/Denmark and Vestas, Denmark), biomass boilers (Froeling, Austria) and PV 

modules (Suntech Power, China and First Solar, USA); 

                                            
10

 LEP Network’s recent report Creating Successful Local Economies: Review of Local Enterprise Partnership area 

economies in 2012 
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 New products and materials for growth low carbon markets (e.g. David Brown’s 

gearboxes for the offshore wind sector); 

 Improvements to existing products to make them more energy and resource efficient 

(e.g. Brook Crompton’s energy efficient electric motors/drives and Interface Global’s 

floor coverings); 

 Improvements in energy and resource efficiency in businesses through better 

management and control systems, more efficient processes and supply chain 

management. 

4.24 The skills needed for low carbon innovation are similar to those required for 

innovation and commercialisation more generally but are based on an understanding of the 

market drivers and opportunities in the low carbon economy.  This includes knowledge of 

patents, design rights, intellectual property rights, and skills in managing technical risk.  

Knowledge of the funding available for R&D and innovation in this field is also important (for 

example, through the EU’s 7
th
 Framework Programme, Intelligent Energy Europe, the 

Technology Strategy Board, Carbon Trust and the Energy Technologies Institute).      

4.25 To further the development of innovative product and services, businesses can 

access skills and knowledge through partnership working.  This can include working with 

businesses within the supply chain, universities (for example through Knowledge Transfer 

Partnerships) and sharing skills and knowledge between sectors (for example, knowledge 

within the aerospace sector about lightweighting could be transferred to other industries to 

reduce energy use).  However, businesses noted that the barriers to implementing these 

collaborations can include time constraints and difficulty finding the relevant contacts.  For 

example, a business in Leeds stated that they are interested in collaborating with an FE 

college regarding practical building methods but they had found it can be difficult and time 

consuming to find the people to talk to within the college.   

Science, Technology, Engineering and Maths skills 

4.26 Science, Technology, Engineering and Maths (STEM) skills are seen as an existing 

and future skills shortage.  For example, two Leeds-based large consultancy firms outlined 

skills requirements in the offshore/onshore wind sector (engineers), transport/public 

transport/road design, mechanical and electrical engineering (for buildings/construction), 

management services for buildings (energy management), and waste including energy from 

waste.  These skills are important in adapting existing technology and processes to 

implement energy and resource efficient technology and processes. 

What are the priorities for action? 

4.27 The priorities for the LEP for addressing the skills needs noted above are as follows. 

 Embedding low carbon skills:  LEPs can help businesses to engage with schools, 

colleges and higher education institutes to both embed and promote low carbon skills 

and sustainability awareness within provision. 

Businesses should include sustainability or low carbon, energy efficiency skills into 

induction programmes provided to employees.  

Developing a RoadMap for a low carbon LEP is important to enable businesses both 

large and small to see where they are heading in terms of low carbon and resource 

efficient business with potential new markets.  This current lack of a vision holds back 

companies from knowing what their future skills needs are.   LEPs could hold a 

workshop or series of events with businesses to promote the low carbon economic 

growth roadmap for local areas, with input from businesses leading the way and from 

the LEP. 

 Leadership for embedding low carbon approaches:  LEPs could lead a low 

carbon campaign to promote the concept and benefits of sustainability skills in 
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leadership. This could link to a RoadMap or vision for the low carbon future of the 

area.  

In terms of influencing existing leaders, leadership and peer networking at a LEP 

level that engages local companies with key messages and support could be 

powerful in building up skills and awareness amongst local business leaders. This 

could include sharing information about the cost savings and other benefits achieved 

from energy and resource efficiency initiatives. This would need to be done across all 

sectors, or at least priority sectors for growth.  

A City Region programme of leadership development that provides training to local 

leaders (business/public sector) could be developed.  This could be a short action 

learning set or coaching approach e.g. along the lines of Common Purpose
11

, linked 

to the Centre for Low Carbon Futures (CLCF) work on the circular economy and/or 

supported by Business in the Community. It would also need to engage SMEs, 

perhaps by linking larger companies to clusters of SMEs locally or though their supply 

chains.  

 Innovation: LEPs and their member companies could provide mentoring to start-ups 

and SMEs to provide them with the information and knowledge about the low carbon 

drivers, market opportunities and specific funding sources for R&D and innovation. 

This should draw on the work of the Low Carbon Innovation Co-ordination Group 

(LCICG) and the outputs from the Technology Innovation Needs Assessments 

(TINAs).  

LEPs should look at key skills clusters and create conditions not just to grow new 

skills, but to bring skills sets together to help foster innovation, with a focus on new 

low carbon markets. The LEP can play a strong role in facilitating knowledge sharing 

across sectors. Sheffield City Region’s Low Carbon Sector Group Strategy takes this 

approach. 

Within the Leeds City Region LEP, the large consultancies working on international 

projects could have a role in sharing some of their lessons from other countries to 

encourage innovation and solutions to challenges faced internationally. WYG and 

WSP have experience from the Middle East, India and Australia that could be usefully 

shared in the Yorkshire and Humber region.  

Offshore Wind 

4.28 The offshore wind sector is mainly of interest to Humber LEP and York, North 

Yorkshire and East Riding LEP due to the geographic location of these areas.  However, the 

sector is still relevant to the Leeds City Region LEP in the context of supply chain jobs and 

skills which are not location dependent. 

4.29 The sector includes the manufacture, assembly, operation and maintenance of wind 

turbines.  The forecast employment across these activities is primarily based in the Humber 

area.  The Parsons Brinckerhoff report identifies that the main demand will be for semi-skilled 

mechanical and electrical technicians. There will also be a significant demand for skilled 

fitters, welders and electrical engineers. 

4.30 The skills needs outside of the Humber LEP area will be dependant on the extent to 

which the large manufacturers base their supply chain in the region
12

.  David Brown Gears, a 

gear manufacturer in Huddersfield, is an example of a businesses located in the LEP which is 

part of this supply chain. 

                                            
11

 The Leadership Organisation see www.commonpurpose.org.uk 
12

 Humber Sub-Regional Renewable Energy Sector Skills and Training Study: Parsons Brinckerhoff January 2012 
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4.31 The specific skills needs amongst supply chain businesses will depend on the 

equipment or component involved.  The main skills issue will be tailoring existing skills to the 

offshore wind market rather than developing new skills.  In the short term, businesses will 

require an understanding of the offshore wind market, the procurement processes, technical 

requirements, standards, prices and commercial terms of the market.  Larger businesses will 

have greater capacity to undertake this market research.  SMEs however may find this 

challenging. 

Bioenergy 

4.32 The bioenergy industry includes the following main sub-sectors: 

 Biomass power including biomass co-firing and dedicated biomass power stations; 

 Anaerobic digestion of organic wastes to produce electricity and heat.  

4.33 Biomass heat production for domestic, commercial and industrial applications 

including district heating.The bioenergy sector is again mainly of interest to the Humber LEP 

and York, North Yorkshire and East Riding LEP due to the level of agriculture employment in 

these areas.  This sector is however relevant to Leeds City Region LEP in the context of 

biomass power generation and heating.   

4.34 The Mini Stern project for Leeds City Region identifies the potential to sustain an 

average of around 800 jobs every year over the next 10 years associated with the installation 

of biomass boilers and district heating in the domestic, commercial and industrial sectors.  

The qualifications and skills for biomass power generation and heating are shown in the table 

overleaf.  These highlight that a range of technical skills across a range of levels are required. 

Qualification and skills requirements for bioenergy 

Qualifications Skills 

 Medium and higher level skills (3 to 5) 
needed during the project assessment phase 
of system deployment; 

 Lower to medium level skills (2 to 4) needed 
during the on-site works phase of system 
deployment; 

 Lower to medium level skills (2 to 4) needed 
during the life cycle support (i.e. operation 
and maintenance) phase of system 
deployment. 

 Anaerobic digestion: Lack of skilled 
technicians/ operatives - there is a need for 
installers and maintenance engineers plus 
skilled biologists to maximise gas yields; 

 Medium scale biomass electricity plants 
>5MWe: There is a lack of experience in 
operating gasifiers. Technology 
requirements: there is need for a robust 
feedstock handling system and  more work 
on gas cleaning, in particular, hot gas 
cleaning; 

 The lack of trained and appropriately 
accredited biomass boiler installers is 
restricting the deployment of biomass heat. 
Potential customers have only a very small 
number of providers from whom they can 
request services. 

Source: Barriers to Bioenergy Matrix, UK Bioenergy Strategy 

Green Infrastructure 

4.35 Green Infrastructure covers a wide range of sub-sectors and activities including: 

 Landscape design and landscaping services; 

 Development and maintenance of public parks and green spaces; 

 Development and maintenance of nature reserves and botanical gardens; 

 Environmental conservation i.e. the management of landscape, habitats and species 

in urban, rural, coastal and marine environments; 

 Establishment, care, maintenance and management of trees, woodlands and forests. 
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4.36 The York, North Yorkshire and East Riding LEP area accounts for a significant 

proportion of the total green infrastructure jobs across the four LEPs.  However, to some 

extent the sector may be relevant to other LEPs in the context of their green infrastructure 

plans.  LANTRA, the Sector Skills Council for the land based industries, has identified the 

three main activities within the sector.  The skills needs associated with each activity are 

shown in the table below.  

Horticulture, Landscaping 
and Sports Turf 

Environmental 
Conservation 

Trees and Timber 

 Machinery and IT 

 Environmental protection 
and conservation 

 Leadership and 
management 

 For local authorities, 
community engagement 
and income generation 

 

 Computer modelling of eco-
systems, taxonomy and 
systematics, soil science, 
environmental 
epidemiology, sustainability 
science and planning, 
microbiology, energy supply 
and freshwater science 

 Understanding the impact of 
climate change for land 
management 

 Practical experience 

 Volunteer management and 
fund raising 

 Technical and practical job 
specific 

 Practical experience 

 Price negotiation 

 Access to funding 

 

LANTRA reports on Size, Structure and Skills in the three sectors (2011) 

 

Low Carbon Buildings and the Green Deal 

4.37 The low carbon building sector is of interest across all LEPs.  The Leeds City Region 

Employment and Skills Strategy states that Leeds City Region Urban Eco Settlement 

proposals will deliver 28,000 new eco-homes, environmental improvements to 20,000 existing 

homes and generate up to 44,000 new jobs
13

.  These plans, alongside the Green Deal retrofit 

scheme, will generate significant occupational and skills demands. 

The Green Deal 

4.38 The Green Deal is a Coalition Government financial mechanism which eliminates the 

need to pay upfront for energy efficiency measures and instead provides reassurances that 

the cost of the measures should be covered by savings on the electricity bill.  The measures 

likely to be included in the Green Deal are shown in the table below. 

 

 

 

 

 

 

 

 

 

 

 

                                            
13

 3.4.3 P15 Leeds City Region Employment and Skills Board Strategy 
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Green Deal measures (as at July 2011) 
Heating, ventilation and air 
conditioning  

Condensing boilers 
Heating controls 
Under-floor heating 
Heat recovery systems 
Mechanical ventilation (non-domestic)  
Flue gas recovery devices  

Building fabric  Cavity wall insulation 
Loft insulation 
Flat roof insulation  
Internal wall insulation 
External wall insulation 
Draught proofing 
Floor insulation 
Heating system insulation (cylinder, pipes)  
Energy efficient glazing and doors  

Lighting   Light fittings 
Lighting controls 

Water heating  Innovative hot water systems  
Water efficient taps and showers  

Micro-generation  Ground and air source heat pumps  
Solar thermal  
Solar PV 
Biomass Boilers  
Micro CHP  

Source: Quantum Low Carbon Report, 2012 

4.39 Successful delivery of the Green Deal will require the following roles:  

 Green Deal Provider – provision of financing plan to the client; 

 Green Deal Assessor/Advisor – carrying out inspection of a building and producing an 

Energy Performance Certificate (EPC).  This will identify appropriate energy efficiency 

measures that qualify for Green Deal funding and provide advice on energy saving 

behaviours and improvements; 

 Green Deal Installers – Accredited installers to survey the property for particular 

measures, check these are appropriate for the age of the building and install them to 

the agreed manufacturer specifications and quality standards.  

4.40 An indication of the numbers of new jobs sustained by the retrofit of low carbon 

measures in domestic and non-domestic buildings is given in the Mini Stern projects. The 

following table summarises the total numbers of jobs needed to implement the cost effective 

measures (i.e. those that would pay for themselves on commercial terms over their lifetimes) 

and cost neutral measures (i.e. those that could be paid for at no net cost to the local 

economy if the benefits from the cost effective measures were captured and re-invested in 

further low carbon measures).  The job figures refer to those required to implement the 

measures over and above ‘business as usual’ and include direct jobs plus indirect jobs based 

on composite supply chain and income multipliers. 

Job projections associated with the Green Deal in the Leeds City Region LEP area 

Sector Low carbon measure 
Average jobs per annum 
(over 10 years) 

Domestic buildings Cost effective 978 

Cost neutral 2,720 

Sub-total 3,698 

Non-domestic buildings Cost effective 1,596 

Cost neutral 1,541 

Sub-total 3,137 

Total 6,835 

Source: Mini Stern Review for Leeds City Region 

4.41 In terms of new build, the government has scaled back planning policy that took 

homes to zero carbon including energy use which would have required a significant shift in 
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skills. By 2016, new homes will be built to the current standards of social housing which will 

reduce the level of skills change needed by the construction industry, yet there are still 

important issues and challenges to address.  

Skills for the Green Deal 

4.42 At the time of writing there is uncertainty around the Green Deal regarding the 

measures included and level of demand.  This means businesses have found it difficult to 

predict their employment and skills needs with certainty.  Existing research on the likely 

occupational impacts of the Green Deal has shown that across Yorkshire and Humber the 

roles in which growth is expected include
14

: 

 Sales; 

 Energy Assessors/Advisors; 

 Installation of insulation and micro generation; 

 Logistics; 

 Customer Services.  

4.43 If the market is dominated by large companies, the opinion of stakeholders is that 

these businesses are likely to upskill their own employees rather than recruit from outside the 

business.  The example below is taken from the Sheffield City Region report and illustrates 

the expected occupational needs of a large supplier. 

EON’s feedback to the Sheffield Low Carbon Skills Group survey showed that they have 

medium certainty and cannot yet state job numbers but will need the following skills to 

respond to Green Deal:  

-   Energy Assessors QCF Level 3  

-   Insulation Engineers qualified in Building Insulation and Treatments QCF / Apprenticeship  

- Microgeneration Engineers (working with the Green Deal Skills Alliance to review 

qualifications frameworks for microgeneration installation)  

-   Project Managers Level 4 – 6  

4.44 Research for the Green Deal Skills Alliance highlighted significant skills gaps in 

relation to the Green Deal, with two thirds of the workforce requiring training. The key 

knowledge gaps indentified were regarding a lack of knowledge of building fabrics and the 

impact energy efficiency measures have on different types of building.  

4.45 The business consultations undertaken identified current and future skills needs 

associated with the Green Deal.  The skills need required for the Green Deal are the same as 

those for installing measures in new build properties.  The specific skills noted are: 

 External wall insulation installers – there is a shortage of young tradespeople who 

want to enter the construction industry.  A business based in the Sheffield City Region 

requires 3,000 – 5,000 people to upskill nationally to meet contracts in the north of 

England.  Another national energy business stated that the supply chain does not 

have the resources to support demand for solid wall insulation; 

 Installers need to be able to install equipment to a high standard and need to 

understand how it relates to other equipment e.g. a plumber fitting a boiler needs to 

seal pipes back up to avoid draughts and heat loss;  

 Trades need to understand how their work fits with others e.g. wall to roof, window to 

wall;  
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 Trades need to be able to communicate with the consumer to explain how they 

should use the new products, what the implications of turning heating up/down may 

be; 

 Mechanical ventilation is often not properly fitted, resulting in noise and increased 

energy use, thus ventilation may be switched off resulting in damp and mould growth. 

There are currently no installer accreditations for fitting mechanical ventilation;  

 Heat pumps are also not always properly fitted, even by MCS installers resulting in 

poor performance of the product.  

4.46 Businesses felt that skills gaps in the sector would damage the industry’s reputation 

and affect product take up.  Where poor skills result in equipment underperforming, the 

industry tends to tackle the problem, but not until some properties have been fitted with poorly 

performing products. This can then affect take up of those measures which get a bad press.  

4.47 In order to retain new skills, strong project management is needed to continue to 

raise awareness and maintain standards. There should be a greater focus on building 

performance matching design across the industry with robust testing of a sample of properties 

on handover taking place.  

4.48 The primary research has also highlighted a likely shortage of skills in relation to 

energy assessors and advisors and renewable energy installation. For example, Kirklees 

Council’s WarmZone scheme experienced difficulties in recruiting suitably skilled assessors to 

promote their scheme.   This role will be critical in securing take up of the Green Deal offer.  A 

high degree of subject and product knowledge and strong communication skills will be 

required to encourage clients to go ahead with an installation. 

4.49 If there is a high demand for the Green Deal, concerns have been raised amongst 

companies consulted that the requirement for only existing tradespeople (e.g. plumbers, 

electricians) to upskill to install microgeneration products means there will only be limited 

scope to deliver large volumes of work. 

4.50 The current uncertainty could risk creating skills gaps as companies delay training 

and investment until they have further information regarding the scheme and associated 

demand.   This view was backed up by the Green Deal Skills Alliance (GDSA) research, 

which showed a lack of training, low awareness of the Green Deal in the workforce and a 

reluctance for SMEs and training providers to being training until a demand from consumers 

is seen. 

Who Provides the Training? 

4.51 Coordination of skills provision for the Green Deal is through the Green Deal Skills 

Alliance (GDSA), comprising the Sector Skills Councils, ConstructionSkills, Asset Skills and 

SummitSkills.  Training and accreditation for the energy assessment, advice and installation 

workforce has been developed and is currently available through providers.  

4.52 Within the Leeds City Region LEP area, Barnsley College, Bradford College and 

Leeds College of Building are lead hubs for the National Skills Academy for Environmental 

Technologies working with other colleges to provide SummitSkills accredited courses in the 

design, installation and maintenance of technologies such as solar thermal, photovoltaics, 

heat pumps, water harvesting and recycling.  

What are the Priorities for Action? 

4.53 There are similar skills gaps and issues for delivering low carbon retrofit 

improvements under Green Deal and for new build.  Tackling skills and quality gaps for Green 

Deal will benefit the construction industry as a whole, providing these jobs can be retained for 

delivery of new build low carbon standards.  

4.54 Colleges should not only work with the National Occupational Standards coming out 

on Green Deal from the GDSA but also to link with local construction firms, and Green Deal 
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providers as well as local authorities to tailor courses to ensure high local take up. Training 

needs to be appropriate to measures identified locally and to local building types and much 

training is seen as being too generic. The GDSA survey of businesses rated Yorkshire and 

Humber’s training provision as 5.5/10 with regards to the extent to which it could deliver 

training on the skills and knowledge relevant to Green Deal.  

4.55 As technologies and products develop, trainers themselves need to keep up to date. 

Research for the Green Deal Skills Alliance showed that tutors do not always have the most 

up to date knowledge. Companies providing Green Deal could assist in this by providing 

guest tutors or facilitating training visits to real homes.  

4.56 LEPs have a role in acting as facilitators to bring together expertise to improve the 

training offer and provide intelligence and coordination in the local approach to Green Deal. 

For example, Greater Manchester’s LEP and the Greater Manchester Environment 

Commission are working together on the transition to a low carbon economy and have 

researched the retrofit programme opportunities to look at the scale of investment and market 

size, and secured £5 million from ERDF for its social housing retrofit programme to lay the 

foundations for the Green Deal supply chain
15

.  

International Perspective 

4.57 The global market for low carbon and environmental goods and services sector was 

estimated to be worth £3.3 trillion in 2010-11, a 3.7% growth on the previous year
16

. The USA 

accounts for 19.5% of the global total followed by China (13%), Japan (6%), India (6%) and 

Germany (4%). The UK is ranked 6
th
 with a 3.7% share.  

4.58 A breakdown of the market into major sectors shows that the: 

 Low Carbon sector sales were estimated to be £1.6 trillion (48% of the total) with the 

main sub-sectors being alternative fuels, alternative fuel vehicles and building 

technologies; 

 Renewable Energy sector sales were estimated to be £1 trillion (31% of the total) with 

the main sub-sectors being wind, geothermal, biomass and photovoltaics (PV); 

 Environmental Sector sales were estimated to be £0.7 trillion (21% of the total) with 

the main sub-sectors being water supply & wastewater treatment and waste 

management & recycling. 

4.59 High growth rate sub-sectors for the next two to three years are expected to include 

carbon finance, alternative energy sources (e.g. energy storage, hydrogen and fuel cells), 

renewable energy (e.g. wind, biomass and PV), energy management, carbon capture & 

storage (CCS) and environmental consultancy.  

4.60 UK Trade & Investment (UKTI) has produced an e-booklet entitled Be inspired – UK 

Low Carbon Know How which provides examples of the UK’s knowledge and capabilities in 

providing low carbon solutions for international markets. This covers areas such as energy 

efficiency, wind power, marine energy, low carbon buildings, environmental consultancy and 

low carbon vehicles as well as sectors which support the development of the low carbon 

economy such as financial services, creative industries and information technology.   

4.61 Exportable skills in the Leeds City Region LEP area in the context of the global 

market opportunities include: 

 Environmental consultancy with many of the major players having offices based in the 

LEP area; 
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 Carbon finance based on the strengths of the financial sector and the large carbon-

intensive industries; 

 Energy management including building energy services/consultancy and 

design/manufacture of energy efficient products for the domestic, commercial and 

industrial sectors (e.g. insulation, motors & drives, lighting, heating and cooling); 

 Process engineering skills and technologies for the carbon capture and storage 

sector; 

 Renewable energy – based on the development of innovative and competitive 

technologies, products and components for the wind, bioenergy and marine sectors; 

 Energy infrastructure – based on specialist capabilities in energy storage and 

hydrogen and fuel cells. 

4.62 Large firms in the LEP areas are likely to have the skills needed for tacking 

international markets and may also be part multi-national organisations (e.g. as in the case of 

the large environmental and engineering consultancies).  

4.63 However, smaller local firms often lack the knowledge, resources and skills to tackle 

overseas markets. Support is available from the export services arm of UKTI which includes 

international trade advisors who provide professional advice on a range of UKTI services, 

including financial subsidies, export documentation, contacts in overseas markets, overseas 

visits, e-commerce, export training and market research. The support includes training for 

new and inexperienced exporters (Passport to Export) and the Gateway to Global Growth 

service for experienced exporters. 

4.64 These services are delivered regionally through the UKTI Yorkshire team. A key issue 

in this context is knowledge and experience of the trade advisors in the international markets 

for the low carbon sector.  There is a role for LEPs to consider how they might collaborate 

with UKTI and others (e.g. CO2Sense and the chambers of commerce) to ensure that trade 

advisors have the appropriate knowledge and skills in the priority international markets for the 

sector. 

4.65 There is also scope for the LEPs to encourage the larger local companies working 

internationally (e.g. environmental consultancies) to bring back experiences, skills and 

knowledge of global markets and projects to share with the smaller local companies.  

Low Carbon Sector: In Conclusion 

4.66 The low carbon sector presents a significant opportunity for businesses in the LEP 

and the implications for training provision will increase as new opportunities are developed. 

The main areas are summarised in the table below.  
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Sector/Activity Opportunity  

Embedding Low Carbon Skills Across all sectors of the economy to reduce demand for carbon 
intensive energy and to increase the efficient use of other key 
resources such as water and raw materials. 

Offshore Wind: A wide range of skills will be needed over the next 10 to 12 years 
to develop, build, install and maintain the major offshore wind 
farm investments off the east coast. 

Bioenergy This sector covers: biomass power including biomass co-firing 
and dedicated biomass power stations; Anaerobic digestion (AD) 
of organic wastes to produce electricity and heat; biomass heat 
production for domestic, commercial and industrial applications 
including district heating. 

Green Infrastructure Broad ranging group of sectors covering landscaping, green 
spaces, environmental conservation and trees/timber. 

International Perspective The global market for low carbon and environmental goods & 
services (LCEGS) was estimated to be worth £3.3 trillion in 2010-
11, a 3.7% growth on the previous year. 

Low Carbon Buildings and 
Green Deal 

 

A range of skills will be needed to deliver the Green Deal and 
ECO retrofit schemes and to deliver new build construction to 
increasingly lower carbon standards in line with building 
regulations and planning policies. 

4.67 While opportunities vary across Yorkshire, all four LEP areas will benefit from the 

further growth in products, services and sales. There will be a need for training to support 

growth sectors, including the need to re-training workers from other sectors moving to take up 

new and in many cases better prospects in low carbon and renewable energy companies.  
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Manufacturing and Precision Engineering 

What does the sector look like? 

4.68 Overall, the Manufacturing and Engineering sector in the Leeds City Region employs 

around 139,000 people – nearly 11% of the workforce and a higher proportion than nationally.  

It comprises a broad range of companies, including those in industries such as transport 

equipment, electrical and optical equipment, textiles and clothing, wood products and food 

and drink.  It includes general as well as advanced manufacturing. 

Future prospects 

4.69 The sector has endured a challenging period of restructuring but is emerging leaner 

and fitter.  It includes large and growing companies who are competing internationally as well 

as smaller operations.  Different areas of manufacturing are forecast to have contrasting 

fortunes.  Whilst economic modelling shows that some areas such as textiles and clothing 

and electrical and optical equipment are forecast to see significant reductions in employment, 

notable rises are predicted in others such as machinery and equipment and other 

manufacturing. 

4.70 Forty four percent of manufacturing businesses surveyed through the main LEP Skills 

Research project thought local economic conditions would improve in the next 3-5 years, 

whilst 25% anticipated no change. Employment forecast are static for most roles, however, 

those expecting to recruit more people to specific roles outweigh those expecting to shed 

staff.   

4.71 The occupations where most growth is expected are skilled trade occupations (33% 

expected to employ more people, 3% to employ less) and process, plant and machine 

operatives (21% expected to employ more people, 1% expected to employ less). 

Which skills and qualifications are the most important? 

4.72 The sector places most onus on apprenticeships, NVQs, GCSEs and industry 

standard qualifications.  Fewer firms rate A-levels, degrees and post-graduate qualifications 

as important.  Engineering skills are especially important to the sector at various skills levels. 

4.73 Most businesses want to see a combination of good core knowledge, especially in 

mechanical engineering, coupled with transferable and employability skills like a positive 

attitude, drive, initiative, flare and problem solving ability.  Many feel that they can mould 

recruits with the right knowledge base and attitude into the skilled employees they need.   

Skills issues 

4.74 There is a shortage of good, qualified engineers.  This is a national and global issue, 

but one that is felt acutely by local businesses and expected to become worse given what one 

business described as an ‘age tsunami’ of retirement in the next 5-15 years.   

4.75 Specific shortage cited include: 

 Mechanical engineers, including specialisms such as maintenance engineers, 

process engineers, manufacturing engineers, project engineers and quality 

engineers; 

 Machinists (e.g. millers, grinders, lathe operators), especially ones in more highly 

skilled roles such as experienced machine setters; 

 Engineers with shop floor skills – e.g. shop floor inspectors. 

 

Graduates 

4.76 Employment of graduates in manufacturing is low – only 15% of those companies 

who responded to the telephone survey employ graduates in graduate level jobs. However, 
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larger and more specialised companies do employ graduates, for instance in management 

positions or as mechanical engineers. 

4.77 Two thirds of those who employ graduates say they are important to their business.  

Only a small proportion – 2% – of those who do not employ graduates intend to recruit them 

to graduate level roles in the next 3-5 years. 

Apprenticeships and the integration of work and learning 

4.78 The businesses interviewed through the qualitative research were universally positive 

about apprenticeships.  Some are now recruiting more apprentices than graduates for the first 

time, and many support bright apprentices to keep on upskilling, for instance to degree level.  

This combination of work and learning is highly valued, and employers also support other 

options that offer the same benefits, such as placements from degree courses. 

4.79 Apprenticeships are used more commonly in this sector than most others.  24% of 

businesses who participated in the telephone survey employ them now, whilst 30% intend to 

recruit apprentices within the next three years.  The most common area for recruiting 

apprentices in is engineering and manufacturing technologies (most commonly in engineering 

manufacture at craft and technical level or operator and semi-skilled level).  Some companies 

are collaborating in recruiting apprentices, with local authority support. 

Training provision 

4.80 Two thirds (65%) of firms from the telephone survey expect some or all of their staff to 

receive training over the next three years.  Most think training budgets will stay level, but over 

a third expect them to rise. 

4.81 Larger businesses in particular often engage with and/or use education and training 

provided by FE colleges and higher education.  Perceptions about the quality of this vary, with 

companies describing the apprentices they sourced from some colleges as far better than 

others.  Links with universities were also variable, but with good practice in places. 

4.82 Education and subject choices are key to the sector - it needs more students to 

choose science, engineering, technology and maths subjects.  Some companies have 

suffered bad practice such as being excluded from talking to academically brighter pupils.  

But others have engaged positively and recruited good apprentices downstream that way. 

Opportunities for Providers 

 Manufacturing employers are, in relative terms, amongst the least likely to be aware of 

the training provision available in their local area.  Alongside the LEPs, there is therefore 

a role for providers to promote both their offer and the commercial benefits of training to 

employers. Regarding the commercial benefits aspect, this research recommends that a 

standardised e-information pack be developed by the LEPs and shared with the 

providers for dissemination to employers.  This need not be lengthy; in fact, in keeping 

with the tone of providers’ feedback throughout this research, the more succinct it is, the 

better. Nor need it incur any significant public expense.  It is more of a case of drawing 

together information that already exists into a single place and giving providers a tool 

with which to strengthen their employer engagement.  

 There is the opportunity for closer working with employers to help upskill the existing 

workforce to meet replacement demand issues for mechanical engineers, project 

engineers and quality engineers.  Likewise skilled machinists and shop floor inspectors.    

 Providers should emphasise to learners, especially school leavers and new entrants to 

the industry, the importance of transferable skills and soft skills to their employment and 

career progression prospects.  
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Creative and Digital Industries 

What does the sector look like? 

4.83 The creative and digital industries (CDI) sector contains a broad mix of businesses, 

including design, media, ICT and cultural.  It is characterised by small and micro businesses, 

and hence most firms have a spread of technical and business management skills 

requirements. 

4.84 Depending on definitions used, there are around 6,000 businesses in the sector in 

Leeds City Region, collectively employing between 32,000 and 42,000 people.  The largest 

single sub-sector is software and electronic publishing which employs around 10,000 people. 

Future prospects 

4.85 The sector enjoyed quite rapid growth prior to the recession and is forecast to grow in 

the future, by around 6% over the next five years in the Leeds City Region.   

4.86 Forty three percent of the businesses in the sector that participated in the telephone 

survey for the LEP Skills Research project think that local economic conditions will improve in 

the next 3-5 years whilst 25% expect no change.  Most expect employment to be steady over 

this period, however, more businesses expect to recruit than plan to shed staff.  The 

occupations in which businesses expect to see most growth are sales and customer service 

occupations and skilled trades occupations.   

Which skills and qualifications are the most important? 

4.87 Businesses rate transferable and employability skills highly, and many say they 

recruit on attitude and stand out talent more than or alongside specific qualifications.  Key 

skills in this respect include IT and software skills, problem solving, customer handling, team 

working and collaboration.  Drive and the ability to self-learn are crucial in a fast moving field.  

The combination of good technical skills and wider competencies that help firms to create and 

innovate, build relationships and sell to customers is invaluable for many. 

4.88 The sector sees GCSEs, A-levels and degrees as the most important qualifications, 

notably more so than qualifications such as NVQs and BTECs.  It puts emphasis on higher 

level skills and rates degree qualifications as very important. 

Skills issues 

4.89 It is hard to generalise because firms are so diverse; some are inundated with 

applicants and have no shortages, others struggle to get the people they need.  Shortages 

cited through the qualitative research include: 

 People with a blend of a specialist expertise and broader knowledge, employability 

skills and attitudes (e.g. people with sales skills who understood enough about what 

they were selling, computer and technical people with interpersonal and self-learning 

skills); 

 Computer programmers and software engineers; 

 Multi-platform skills relating to production management and digital technologies; 

 Broadcast engineers. 

Graduates 

4.90 Over 50% of firms employ graduates now, and a third of these expect to recruit more 

within the next three years.  A quarter of those without graduates now expect to recruit 

graduates within the next three years.   

4.91 Some parts of the sector feel there is an oversupply of graduates, but that many do 

not meet their needs, sometimes because their business skills and work readiness are not up 

to the mark, and sometimes because only a minority have talent that really shines through.   
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4.92 There is a quite common perception that too many graduates enter the industry with a 

lack of practical skills and unrealistic expectations (on salary, the level they will operate at, 

etc.).  Employers want graduates to be better prepared for a period of getting to know the 

business, proving their worth in it, and working their way up. 

Apprenticeships and the integration of work and learning 

4.93 Much of the industry is regarded as hard to get into, especially media and graphic 

design.  Connection to businesses and understanding of what is required in the workplace, 

coupled with outstanding talent is key to getting a job.  Employers value new entrants who are 

able to apply their skills quickly, and those with previous work experience through placements 

or intensive short courses.  

4.94 Apprenticeships are used relatively infrequently now (by 12% of employers) but 22% 

expect to employ apprentices within three years.  The most common areas for recruiting 

apprentices are in arts, media and publishing (the main specific fields include creative and 

digital media, design and technical theatre) and ICT (including IT application specialists, 

software, web and telecoms). 

4.95 Increasing interest in apprenticeships reflects a widely shared desire to see a 

stronger combination of work and learning in parallel.  Some companies think that tuition fees 

will provide a further push towards (higher level) apprenticeships as an alternative to degrees. 

Training provision 

4.96 A lower than average proportion of firms expect some or all of their staff to receive 

training over the next three years – 55%.  Yet the proportion expecting training expenditure to 

increase (53%) was higher than average. 

4.97 Many businesses tend towards in-house training or learning on the job, reflecting the 

rapid pace of change in the sector.  Many businesses feel that if they are at the forefront of 

their fields in the way they need to be, they will be ahead of what training/learning providers 

can offer. 

4.98 Uptake of external training is more common in the general business and 

management skills such as sales, presentation and management, usually through short 

courses. 

4.99 Many in the sector feel that education could do more to promote the skills they need 

(technical and transferable skills such as problem solving, collaboration and ability to learn 

using own initiative).  Others think FE and especially HE could better champion and make 

links with the sector locally. 

Opportunities for Providers 

 An above average proportion of employers in the sector plan to increase their 

expenditure on training in the short to medium term. Some of this may be with very 

specialist, niche providers (potentially outside of the City Region), but there is a still a 

role for the FE, work based learning and HE sectors within the City Region to to promote 

both their offer and the commercial benefits of training to CDI employers. Regarding the 

commercial benefits aspect, this research recommends that a standardised e-information 

pack be developed by the LEPs and shared with the providers for dissemination to 

employers.  This need not be lengthy; in fact, in keeping with the tone of providers’ 

feedback throughout this research, the more succinct it is, the better. Nor need it incur 

any significant public expense.  It is more of a case of drawing together information that 

already exists into a single place and giving providers a tool with which to strengthen 

their employer engagement.  

 The sector is forecast to become more active in terms of apprenticeships over the next 

three years, particularly in arts, media, publishing and ICT.  Some employers currently 
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have very limited knowledge of the apprenticeship system and will benefit from 

engagement activity by providers to help them specify their requirements more clearly.   

 As in many other sectors, the soft skills of new entrants are extremely important yet are 

often seen to be lacking.  This is very challenging for providers to address, but an 

emphasis on the personal and social development aspects of CDI related courses 

(where the courses permit) should remain a priority.  
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Healthcare and Medical Technologies 

What does the sector look like? 

4.100 The healthcare and medical technologies sector is difficult to define using standard 

industrial classification (SIC) codes.  It is likely to account for around 4,200 employees – 0.3% 

of the Leeds City Region total – although that is based upon a crude calculation of removing 

177,000 from the much broader health and social care SIC codes.   

4.101 It comprises the following sub-sectors: 

 Orthopaedics; 

 Regenerative medicine; 

 Surgical instrumentation; 

 Wound management; 

 Biotechnology and pharmaceuticals; 

 Assistive technologies. 

4.102 The sector is recognised for its importance to the Leeds City Region and features:  

 The Leeds NHS Teaching Hospital Trust – the largest teaching hospital trust in 

Europe; 

 Innovation City Leeds – a partnership between the University of Leeds, Leeds 

Metropolitan University, the NHS and Leeds City Council as a hub for innovation, 

particularly in medical and healthcare technologies; 

 The Institute of Medical and Biological Engineering at the University of Leeds, which 

is comprised of £100m research and innovation funding delivered through 200 

researchers, connected to over 100 companies; 

 Advanced Digital Institute/ Technology Strategy Board ‘Connected Health’ project. 

4.103 There is a considerable degree of overlap between the sector and other advanced 

manufacturing sectors due to the engineering, design and manufacturing processes involved.  

Many of the messages from businesses in other such sectors are likely to be applicable in 

some healthcare technologies sub-sectors.  There is also some overlap with the creative and 

digital technologies sector, especially in IT and telehealth related activities. 

Future prospects 

4.104 All of the businesses consulted for the research were optimistic about the future 

prospects of the sector. The majority expect to increase their headcount over the next three 

years but were unable to talk about specific numbers due to the uncertainty of market forces 

and other influences.   

4.105 The sector is recognised in the Innovation Capital Programme, which sets out the 

collective vision for the Leeds City Region and presents a programme of activity to promote 

innovation, enterprise and growth in the area. 

Which skills and qualifications are most important? 

4.106 Businesses consistently mentioned engineering and manufacturing skills as being 

extremely important to their business. Within these, specific skills include computer aided 

design (CAD), computer numerical control (CNC) machining, milling and turning.  Alongside 

these skills, the qualifications they seek in applicants include first degrees, HNDs and Level 3 

NVQs. 
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4.107 Within the telehealth sector, the skills required included IT and specialist software 

development, and communication or ‘people skills’ for those working in support services.  

Degree level qualifications are important for IT and software development staff. 

Skills issues 

4.108 The skills shortages recorded through the consultations tended to be specific to one 

business each rather than applying across the sample.  They included:  

 Foreign language skills: one business highlighted that engineers are required to work 

within global teams across the company and often have few foreign language skills; 

 Commercial skills: one business noted that engineers within medical technologies are 

technically focused and tend to lack skills such as marketing, commercialisation, 

business case making and business/project management; 

 Manufacturing skills: one business noted a skills gap amongst shop floor employees 

regarding CNC/lathe skills.  This was perceived to be due to a lack of training in these 

skills within schools which, combined with a poor perception of engineering, has 

resulted in a skills shortage in the sector. 

Graduates and apprenticeships 

4.109 The sector relies on graduate intake for specialist technical skills in engineering, IT 

and software development.  None of the businesses consulted for the research had 

experienced (nor expect to experience) any significant difficulties recruiting graduates. 

4.110 Apprenticeships have also been an import source of labour and are viewed 

favourably by the businesses consulted.  One business noted their apprenticeship 

programme has been very successful in filling a skills gap relating to shop floor manufacturing 

skills.   

Training provision 

4.111 Perceptions towards FE and work based learning provision in the City Region are 

good.  Training in a range of areas had been sourced over the past two years, including 

management skills, specialist IT skills and engineering skills.     

Working with universities 

4.112 Given the knowledge intensive nature of the sector and its reliance on graduate skills, 

links with universities in the City Region were seen as important.  The universities’ research is 

seen as being of high calibre and relevant to businesses’ activities. 

4.113 The links between businesses in the sector and the City Region’s universities are 

important for furthering research projects and graduate recruitment.  Two businesses noted 

that they look to recruit students that are involved in joint research projects.  This allows 

businesses to vet potential employees, provides students with subject knowledge and 

commercial skills relevant to the business, and ensures students are well informed about the 

industry prior to applying for a position.  It was also noted that recruiting locally in this way is 

expected to increase staff retention. 

Opportunities for Providers 

4.114 The information obtained through the research from businesses in the Healthcare 

Technologies sector is diverse and, in many cases, company specific.  It is therefore not 

really appropriate to list opportunities for providers but rather to recommend that they 

maintain a dialogue with employers in the sector to ensure that they are well placed to 

respond to training needs as they arise.   
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Finance Professional and Business Services 

What does the sector look like? 

4.115 The Finance, Professional and Business Services (FPBS) sector employs around 

241,000 people across the Leeds City Region, together accounting for 19% of total 

employment
17

.  The sector is made up of banking and insurance, professional services and 

business support services. 

Vacancies 

4.116 Based on a snapshot from May 2012 (and also corroborated through data from earlier 

in the year), the sector had the highest number of vacancies in the Leeds City Region 

(11,231) and the highest number of unfilled vacancies (8,631).  In both cases, however, it is 

recognised that this is based on a high degree of ‘churn’ within the sector itself rather than 

being due to net growth.  

Future prospects  

4.117 The businesses consulted for the qualitative research were generally optimistic about 

the future prospects of the sector as a whole. This corroborates the findings from the 

economic modelling undertaken for the main LEP Skills Research project, which shows that a 

high proportion of the forecast economic growth across the City Region will be driven by this 

sector. 

4.118 It is also in line with the results from the main business telephone survey, which 

shows that half of the FPBS companies expect local economic conditions to improve over the 

next 3-5 years and a quarter expect no change. Most of the remainder were unsure.   

4.119 At a sub-sector level, the picture is more mixed, although some businesses did not 

feel able to comment:  

 Banking and insurance: there has been a significant employment decline since the 

onset of the economic recession.  However, within the Leeds City Region, businesses 

have tended to undertake more traditional services, such as personal finance and 

mortgages, as opposed to the financial engineering activities more common in 

London.  These traditional activities have been less affected by the recession and 

remain in demand; 

 Professional services: although businesses in the sample reduced headcount as a 

result of the recession, there are signs that the sub-sector is recovering and that 

businesses are looking forwards to a more stable future. 

4.120 The qualitative research shows that businesses see there being a strong good skills 

base in the City Region and that it is a good place to do business.  Top tier companies 

reported having no plans to relocate although headcount is forecast to remain relatively static 

for the foreseeable future.    

Which skills and qualifications are most important? 

4.121 The telephone survey showed that numeracy skills were most commonly expected it 

increase in importance (24%).  This included skills related to sales such as calculating 

commission and providing quotes.  More specialist skills such as keeping up to date with 

quantity surveying methods.  Foreign language skills were expected to increase in importance 

(23%).  The qualitative survey comments show the skills are required in operating overseas 

and dealing with customers in the UK.  The languages noted included Eastern European 

languages, French, German and Italian. 

                                            
17

 Business registers and employment survey 2010. 
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4.122 Customer handling skills were also cited as of increasing importance in the survey 

(22%). The qualitative consultations also highlighted communication and sales skills going 

forwards. 

4.123 Industry standard qualifications are the most important to businesses in the sector, 

with larger companies running well-established internal training programmes.  GCSEs and 

NVQs are also seen as being relatively important (compared with post-graduate qualifications 

and BTECs, for example) and more than so post-graduate qualifications.  

4.124 Many of the sector’s new recruits are graduates, with businesses looking for evidence 

of academic achievement alongside strong interpersonal and communication skills and a 

drive or determination to succeed in the business. 

Skills issues   

4.125 Few of the businesses consulted during the qualitative work reported any significant 

skills gaps or shortages.  Where they did, examples include:   

 Written communication – one business noted that the level of written communication 

amongst existing staff (especially new recruits) and applicants was often lower than 

they would expect;   

 Foreign languages – one business noted that staff are increasingly dealing with 

Eastern European customers that do not speak English.  Although not yet a major 

issue, it is creating a skills gap in the current workforce; 

 Employability skills – one business noted poor employability skills amongst young 

people applying for entry level positions, particularly regarding business/professional 

etiquette.  

Graduates and apprenticeships 

4.126 The FPBS sector has an above average proportion of businesses that employ 

graduates (27% compared with 21% for the full telephone survey sample) and an above 

average proportion (18% compared with 12%) that plan to recruit them over the next three 

years.  

4.127 Apprenticeships are used less commonly in this sector (16% of businesses in the 

telephone survey) compared with the overall survey sample (19%).  Just under a fifth of FPBS 

companies (19%) plan to recruit apprentices over the next three years compared with 23% for 

the survey as a whole. 

4.128 The business interviews suggested that, while the sector has drawn heavily on 

graduate intake in the past, over recent years recruitment at school-leaving age has 

increased.  The reasons for this are based on the financial return that businesses make on 

training staff from a younger age. It was also noted that whilst there is a good supply of 

graduates coming through university, there is strong competition amongst businesses to 

attract those with both academic attainment and strong employability skills.  The tuition fee 

increases are expected to increase the number of young people choosing to enter work rather 

than higher education. 

Training provision 

4.129 A slightly below average proportion of businesses within the FPBS services sector 

plan to provide training for some or all of their staff (69%, compared with 72% of the full 

survey sample). The businesses that took part in the interviews did however challenge this, 

with one echoing the sentiments of others in saying, “when businesses [in the sector] identify 

a skills gap they plug it quickly”’ 

4.130 Niche providers that deliver bespoke financial and legal training are based in the City 

Region, but beyond these, businesses tend to train in-house, in part at least because local 

provision is not suitably specialist to meet their needs.   



LEP Skills Research – Leeds City Region Report  

  80 
 

4.131 Businesses suggested this was because the content of training available through 

local providers was not specialist enough to meet their needs. 

Opportunities for Providers 

4.132 The Finance Professional and Business Services (FPBS) sector calls upon the FE 

and work based learning network to a lesser extent than many others in the region.  Whilst 

some skills gaps and shortages do exist, it is more typically through either internal training 

programmes or the recruitment of individuals qualified to graduate level that businesses look 

to address them.   

4.133 That is not to say that there is no merit in targeted marketing by FE and work based 

learning providers to employers in the sector – the increasing importance of numeracy and 

customer handling skills, for example, could provide opportunities for closer working, as could 

the growing importance of foreign language skills – but it seems unlikely that the sector will be 

a significant growth area for FE or work based learning providers in the short to medium term.   

4.134 From the HE perspective, the research does not suggest any evident dissatisfaction 

amongst employers with the graduates they recruit, aside from isolated examples of sub-

optimal soft skills (an issue that is repeatedly raised by employers across a range of sectors).  

In part this is likely to be due to the remuneration that the sector offers and the high calibre of 

graduates applying for places.  The issue seems to be far less pronounced than in other 

sectors and does not provide the basis for any recommendations being made here.       
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5 THE PROVIDER PERSPECTIVE  

Key Point Summary 

 While providers value LMI, the information currently available to them is generally seen 

to be of modest quality.  In many cases it is not sufficiently specific, does not offer 

enough information about employers’ short-term priorities and concentrates too much on 

job trends rather than skills needs. 

 The most important types of information for providers’ provision planning relate to: i) the 

qualifications that employers are likely to demand and ii) information on employers’ 

current skills gaps. Shorter term employers’ skills needs over the next two years and 

their current recruitment needs are also important.  The quality of information available 

on all data topics, however, is not well regarded, with no source receiving a combined 

‘quite good’ and ‘very good’ response from more than 50% of providers. 

 The official data sources that providers most commonly use are Sector Skills Council 

research and participation statistics.  They also use informal consultations with 

employers (e.g. employer forums) and other local research.  Although this tends to be on 

a smaller scale than the official data sources, it often provides greater detail and is 

therefore valued more highly. 

 The data that providers value most highly is that which concentrates on their local area 

and which is on a scale which enables them to make informed planning decisions.  

However, funding is the most influential factor on provision planning overall, with the 

needs of businesses and demand for courses and qualifications cited as the second and 

third most important factors by the providers in the Leeds City Region consulted for the 

research.   

 A slightly higher proportion of providers in the Leeds City Region than in other LEP areas 

report having unmet demand, i.e. they have insufficient places in the current academic 

year to satisfy all learner and employer demand.  This could be for several reasons, 

including the size of the market for skills and learning in the Leeds City Region, which is 

much larger than in the other LEPs (although it also has by far the highest number of 

providers).  No trends are evident in terms of the curriculum areas or qualification levels 

in which the unmet demand has been evident.  

 Over-supply of places is less common and has only been observed by a quarter of the 

Leeds City Region providers in the current academic year.  Where it has occurred, it is 

mainly attributed to the economic climate and to individuals and employers being 

unaware of the availability of the provision.   

 Just under half of the providers in the Leeds City Region LEP would like to be able to 

offer new or different provision but feel are unable to do so, mainly because of 

uncertainties over funding and/or the need for capital investment.  

 

Introduction 

5.1 In March and April 2012, a telephone survey was undertaken with 105 providers (FE 

colleges and work based learning providers) across the Yorkshire and Humber region.   

5.2 The survey was undertaken with one individual per organisation, with the interviewers 

requesting to speak to someone that had responsibility (in full or in part) for curriculum 

planning.  Each consultation lasted for an average of around 15 minutes and covered three 

broad areas:  

 The type of labour market information that providers use for curriculum planning and 

how highly they value it;  
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 The balance between the supply of, and demand for, skills and qualifications;   

 Factors influencing the introduction of new provision.     

5.3 Within the above were various lines of enquiry, each of which is covered in the sub-

sections that follow.  This chapter should be read in conjunction with the report summarising 

the findings from the Business Planning Process research undertaken during May and June 

2012.  The report adds further qualitative insight to some of the issues raised here and 

considers in more detail the types and formats of labour market information that providers 

would like to receive.   

Provider Profile   

5.4 Of the 56 providers surveyed in the Leeds City Region, 37 are private training 

providers and 6 are FE colleges (see table below).  The remainder – in each case only a very 

small number – are spread across other types of providers.    

Survey responses by type of provider 

Private Training Provider 37 66% 

Further Education College 6 11% 

Charity 3 5% 

Local Authority 2 4% 

Adult and Comm. Learning 1 2% 

Employment Law Firm 1 2% 

Welfare to Work Provider 1 2% 

Not given  5 9% 

Total  56 100% 

Source: LEP Skills Survey, 2012 

5.5 The majority (64%) of the providers in the Leeds City Region sample employ fewer 

than 50 people (see table below).  This reflects the prevalence of private training providers in 

the sample and is broadly in line with the other LEP areas (69% of the 105 providers 

surveyed employ fewer than 50 people).   

Survey responses by provider size (employees) 

No of Employees No. % 

1 to 9 14 25% 

10 to 49 22 39% 

50 to 249 4 7% 

250 or more 8 14% 

Not stated  8 14% 

Total 56 100% 

Source: LEP Skills Survey, 2012 

5.6 The distribution of the Leeds City Region sample by local authority is also shown 

overleaf. 
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Survey responses by local authority 

Authority No % 

York 10 18% 

Bradford 9 16% 

Leeds 9 16% 

Harrogate 7 13% 

Kirklees 7 13% 

Barnsley 5 9% 

Craven 3 5% 

Calderdale 2 4% 

Wakefield 2 4% 

Brighouse 1 2% 

Selby 1 2% 

Total 56 100% 

Source: LEP Skills Survey, 2012 

5.7 The majority of the individuals consulted for the survey (59%) have worked at their 

provider for five or more years and have responsibility for:     

 Developing and/or sourcing new provision (93%); 

 Planning the curriculum (in full or in part) (86%); 

 Negotiating training packages with employers (82%).   

5.8 Other elements of their roles include managing budgets, employer engagement, 

liaising with local businesses and identifying the skills needs of local areas.   

Curriculum Planning  

5.9 It is clear from the survey that providers draw on multiple sources of labour market 

information to inform their curriculum planning decisions.  Below we consider the role of this 

information and providers’ views on its quality and limitations.   

Spatial Dimension 

5.10 Providers were asked to rank the relative importance of local, regional and national 

information for their curriculum planning processes.  As shown in the chart below (and as 

corroborated through the qualitative Business Process Planning work that has been 

undertaken with providers following the survey), local information is the most important to 

providers in the Leeds City Region LEP area, followed by regional and national information.  

Very similar results were observed in each of the other three LEP areas.   
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Employer Intelligence  

5.11 The survey gave providers a list of information sources and asked them to identify the 

importance of each to their curriculum planning, and particularly to their curriculum planning 

over the longer term (two years+).  The results from Leeds City Region providers are shown 

in the chart overleaf and mirror those elsewhere in the region.  The key points to note are 

that:    

 Information about employers’ current skills gaps and the types of qualifications that 

employers are likely to demand are the most important sources;   

 Employers’ skills needs over the next two years and their training budgets are also 

important, considerably more so than any intelligence relating to the three year+ 

outlook.   

 

5.12 One of the most significant findings from the survey is that there is a very distinct 

contrast between the importance to providers of different types of labour market information 

and its perceived quality.  As shown in the chart below, and against no category did the 

combined ‘very good’ and ‘quite good’ responses exceed 50%.   
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5.13 Information relating to current recruitment needs, training budgets and longer term 

projections of recruitment and skills needs were seen to be of the poorest quality.  These 

findings are broadly consistent with other LEP areas.        

 

The Role of Official Data Sources   

5.14 As shown in the chart below, Sector Skills Council (SSC) research and participation 

statistics are the data sources with which providers in the Leeds City Region are most likely to 

be familiar with.  Knowledge of the Employer Perspectives Survey and the Annual Business 

Inquiry (now the Business Register and Employment Survey) is much lower, although these 

are neither sector specific nor focused exclusively on the demand and supply of skills, so it is 

not surprising that fewer providers had a detailed knowledge of them.   

 

 

5.15 A finding very closely linked to the above is that across all of the official data sources 

listed in the survey, it is SSC research and participation statistics that have the greatest 

influence on curriculum planning.  This is also true of providers in the other LEP areas, with 

59% of providers across the survey population influenced by SSC research.   

5.16 Other data sources influencing the long term planning process of Leeds City Region 

providers include DWP claimant data, although a greater proportion of providers said that this 

had little or no influence (see the chart below).   
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Other Sources of Labour Market Information 

5.17 In addition to official data, the survey shows that providers use various other sources 

of information to support their longer term curriculum planning.  As shown in the chart below, 

these include ad hoc or informal conversations with employers, research undertaken by the 

providers themselves and other research commissioned locally.   

5.18 The significant finding here is that the quality of the information gleaned from these 

less formal channels is seen to be better than the formally produced data.  As highlighted 

through the Business Planning Process work, it is based upon smaller samples than the 

official data, and in many cases does not yield enough confidence in the results upon which to 

base or change curriculum planning decisions, but its granularity is generally thought to be 

better.  The ideal for providers is therefore to have localised information which is:  

 On a scale that provides a sound platform for decision making; or 

 In a format that enables them to take forward more detailed conversations with 

employers about the specifics of their requirements.  

5.19 The Business Planning Process report expands upon both of the above points.    
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Limitations in the Data     

5.20 Despite the perceived importance to providers of labour market information for 

curriculum planning purposes, it is seen almost universally as having considerable limitations.    

5.21 As shown in the table below, the most common criticisms are that: 

 It is not sufficiently specific;  

 It concentrates too much on job trends rather than skills needs; 

 There is not enough information about short-term priorities.   

Limitations with LMI data   

 
Leeds City 

Region 
Total survey 
population 

 No % No % 

Not specific enough 43 77% 70 67% 

Focuses too much on job trends and not on skills and training 
needs 

39 70% 65 62% 

Not enough information relating to the short term (0-1 years) 35 63% 60 57% 

Out of date 35 63% 59 56% 

Does not cover all of the types of provision I am interested in  31 55% 54 51% 

Does not cover all of the sectors that I am interested in 25 45% 45 43% 

Not enough information relating to the longer term (2+ years) 25 45% 44 42% 

Not enough information relating to the medium term (1-2 years) 18 32% 39 37% 

Inaccurate 15 27% 25 24% 

There aren't any shortcomings 3 5% 7 7% 

Other  20 36% 26 25% 

Source: LEP Skills Survey, 2012 

5.22 In all of the categories covered by the survey, providers in the Leeds City Region 

tended to be more critical of the labour market information to which they have access than 

providers in the other LEP areas.  There is no obvious reason why this is the case – and it 

may simply be a product of the survey sample or the relatively small samples at LEP level – 

but the message is that providers in Leeds City Region think there is considerable scope for 

the information to better meet their needs.  When asked what impact better quality information 

would have, half of the Leeds City Region providers said it would prompt them to consider 

introducing new provision and/or would cause them to consider changes to their current offer 

(generally small scale changes, such as increasing or decreasing the number of places on 

specific courses).  

Information Gaps     

5.23 When asked for specific examples of additional information that they would like (in 

addition to the general ‘more detail’ responses), half of the Leeds City Region providers 

offered a response, although there was little commonality across them.  The examples 

included:  

 Information disaggregated by sub-region; 

 Characteristics of local jobseekers;   

 The number of young people out of work, their locations and their employment 

preferences.   

5.24 None of the above was identified by more than one provider.     
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Other Drivers of Curriculum Planning 

5.25 Providers were also given the opportunity to identify the three most important factors 

that influence their curriculum planning processes.  This was via an open-ended, unprompted 

question rather than a pre-defined list, the results from which have been grouped and show 

that:  

 Funding is the most influential factor behind curriculum planning decisions, cited by 

25 of the 56 providers in the Leeds City Region sample; 

 The needs of businesses (17 providers) and demand for courses and qualifications 

(13 providers) are the next most influential factors.  

5.26 Other factors include the level of demand for courses and qualifications (13), the 

economic climate (5) and gaps in the skills market (5).    

Qualifications   

5.27 The Coalition Government’s programme of qualification rationalisation, through which 

the number and types of qualifications eligible for public funding is being reduced, appears to 

be having a mixed effect on providers in the Leeds City Region.  Many report that it has 

having no effect on them (20 providers) whilst an almost equal number report that 

rationalisation is either having a negative (16) or a positive impact (14).
18

   

5.28 It is therefore not surprising that two thirds of the Leeds City Region providers also 

stated that there are sufficient qualifications available to them, and at appropriate levels, for 

the types of provision they offer.   

5.29 Amongst the 10 providers who said there were insufficient qualifications, there was 

little consensus as to which curriculum areas or types of programmes were most affected. 

Examples include advanced apprenticeships, business studies and management, but these 

are included here for the purposes of illustration rather than necessarily being the most 

important or priorities for action.  

Balancing Demand and Supply    

Demand 

5.30 In the Leeds City Region more so than in the other LEP areas, unmet demand (i.e. 

providers having insufficient places to satisfy all learner and employer demand) is evident.  

Two-fifths of the providers in the Leeds City Region (23 of 56 providers) sample said this was 

the case, compared with 34% of providers across the survey as a whole.  This could be for 

several reasons:  

 The Leeds City Region is by far the largest of the LEP areas in terms of both 

population and business density, i.e. the potential ‘market’ for skills and learning is 

much larger (although the Leeds City Region LEP also has a far higher number of 

providers than the other LEPs); 

 The Leeds City Region has the highest proportion of school leavers progressing into 

of the four LEP areas; 

 Linked to the above, the Leeds City Region economy, whilst severely affected by the 

recession, remains the most buoyant of the four LEP economies in Yorkshire and the 

Humber.   

5.31 The 23 providers together identified a broad range of curriculum areas and/or types of 

provision where unmet demand had occurred.  Whilst most were only cited by one provider, 

IT courses and construction related training were cited by four and three providers 

respectively.   There was no discernable pattern in terms of qualification levels, with unmet 
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 Six providers in the Leeds City Region answered ‘don’t know’ 
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demand at Entry Level 1 cited as often as unmet demand at Level 4 (across the survey as a 

whole, unmet demand was most frequently reported at Levels 2 and 3, although the very 

small sub-samples in the Leeds City Region LEP make a direct comparison potentially 

misleading).  

5.32 Similarly, providers did not identify either individual learners or employers as being 

the main cause of their unmet demand, but in almost all cases said that each accounted for 

an equal proportion.   

5.33 The main reasons behind the unmet demand, as reported by providers in the Leeds 

City Region LEP, are summarised below.   

 Lack of funding or other funding issues; 

 Economic conditions prompting more people to enter or remain in learning than to 

enter the job market; 

 Few or no other providers locally offer the same provision;   

 Too few apprenticeship places available locally.  

Supply 

5.34 The vast majority of providers – 73% in the Leeds City Region LEP and 85% of 

providers across the survey as a whole – report having no unfilled places on any courses in 

the current academic year.  Where over-supply has occurred, it is attributed to mainly to the 

economic climate and to individuals and employers being unaware of the availability of the 

provision.   

New Provision  

5.35 Just under half of the providers in the Leeds City Region LEP would like to be able to 

offer new or different provision but for a variety of reasons feel they are unable to do so.  

5.36 The curriculum areas and programmes types that they would like to offer vary 

significantly, and although the vast majority were only cited by one provider each.  In most 

cases they refer to provision at Levels 2 and above.   

5.37 The findings are more conclusive in terms of the reasons why providers are unable to 

introduce the new provision, with uncertainty over funding and the need for capital 

expenditure being far more prevalent than any of the other reasons given.  Awarding 

organisation fees being too high (in the view of the providers) and the risks associated with 

sign-up and success rates etc were also mentioned.     

In Conclusion   

5.38 Providers in the Leeds City Region, and in other Yorkshire and Humber LEP areas, 

are being hindered in their responsiveness to employer and learner demand by an absence of 

good quality, accessible and localised labour market information. In summary: 

 National data sources, such as SSC research and the NESS, provide useful 

contextual information for providers but are insufficiently detailed, localised or up to 

date to have a major influence on curriculum planning.   

 Less formal channels, such as ad hoc employer engagement, employer forums 

(where they function effectively) and small scale research undertaken locally, provide 

more detail.  However these are often lacking in scale and consistency.   

 An information gap exists in relation to localised, qualitative information on learner 

and employer need that is sufficiently robust to justify curriculum changes.  This topic 

is explored in further detail in the Business Planning Process report, where measures 

to address this gap, and their associated resource implications, are considered.   
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5.39 Were localised, qualitative information on learner and employer need available, it 

would not change their strategic direction or fundamentally alter their curriculum offer, but it 

would provide the evidence base for (and reduce the risk of) the introduction of new units 

and/or qualifications that are currently not being provided.  Likewise the expansion or 

contraction of the number of places available on existing provision.   

5.40 The debate over whether the skills system is meeting the longer term needs of the 

economy has been ongoing for many years.  Most recently, the Local Government 

Association has issued strong criticisms of the system and especially of the high numbers of 

learners in certain subjects relative to the employment opportunities in those vocations.   

5.41 The providers in the Leeds City Region consulted for this research, argue that the 

solution is far more complex than simply steering learners towards subjects of economic 

importance or where there are shortages of skilled labour.  A range of other factors need to 

be considered, from IAG in schools to employers’ inability or unwillingness to fund training in 

what remains a very difficult economic climate, especially in this region.   

5.42 The survey of providers found: 

 No evidence of over-supply or any obvious trends in unmet demand suggesting that if 

market failures do exist they are not reflected in high volumes of learners unable to 

undertake the provision they would like. 

 Very few providers in the Leeds City Region or in the other three LEPs mentioned 

economic need (short or long term) as being an important influence on curriculum 

planning.  While ‘employer need as a key driver’ is an important factor for providers, 

this was in response to short term skills gaps rather than longer term areas of growth 

or need.   

5.43 Providers are prepared to consider the longer term, as evidenced by the presence of 

strategic plans across the City Region’s providers and significant capital investment in low 

carbon skills at Calderdale College and Barnsley College, for example. However medium and 

longer terms plans are restricted by uncertainty over future funding and an annual curriculum 

planning process that draws largely upon historical activity rather than forward looking 

forecasts.    

5.44 There is also a role for providers to work more closely with schools to inform and 

influence IAG so that young people have a better appreciation of the employment prospects 

of the vocations in which they are interested.  Likewise, there is a wealth of empirical 

evidence available (including evidence that is tailored to the Yorkshire and Humber region
19

) 

about the commercial returns to businesses of investing in training, yet the messages are not 

reaching employers regularly enough or with enough clarity.  Through employer forums and 

the many other channels with which providers have contact with the business base, the case 

for investing in training, and the implications of not doing so, should be made more clearly.   

5.45 Alongside the LEPs’ work on future skills needs is a role for the Skills Funding Agency 

and its partners to consider whether the communication of funding eligibility changes can be 

made more visible or efficient.  This is an operational issue, and in theory one that should be 

easy to resolve, but it should not be underestimated as it is consistently cited by providers in 

the Leeds City Region and elsewhere as being amongst the most prohibitive factors to 

employer and learner responsiveness.   

5.46 The more fundamental issue of providers responding to learners’ interests or 

preferences, regardless of whether a given sector requires more potential recruits, is less 

easy to resolve, especially in the current policy context of freedoms and flexibilities.     

5.47 In the more immediate term, however, LEPs should be encouraged by providers’ 

willingness to understand their priorities, the justifications for those priorities, and how they 
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 E.g. the ekosgen evaluation of the Skills Enhancement Fund – 2009-2011. 
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can work together.  Awareness of the LEPs amongst providers varies significantly, to the 

point where awareness raising is recommended as a priority.  A clearer understanding of the 

role and strategic direction of the Leeds City Region LEP amongst providers should give a 

very solid basis upon which to take forward a fruitful relationship.   



LEP Skills Research – Leeds City Region Report  

  92 
 

6 CONCLUSIONS AND RECOMMENDATIONS 

 

Economic Challenges 

While the Leeds City Region is the largest sub regional economy in Yorkshire and the 

Humber, and is forecast to have the strongest economic recovery, there are a number of 

challenges which need to be addressed over the coming years. The economic challenges, 

which will impact on local and sub regional agencies involved in skills and training, are:  

 Training/re-training/redeployment for those affected by the reduction in public sector 

employment and continuing decline in manufacturing employment, where possible 

linked to increasing employment and demand. This includes:  

- Higher level skills, to take advantage of strong growth in financial and business 

services, particularly post 2015; 

- Care skills related to post 2015 increased health related employment, partly a 

response to the ageing of the population;  

- Transport and construction related training, including apprenticeships.  

 

 Supporting job seekers, in those local authority areas where new employment 

opportunities are likely to be low, to acquire the appropriate skills to access a wide 

labour market. 

 Accelerating the transformational projects.  Although a number of these are not yet 

guaranteed to proceed, and some may take some years to realise their full 

employment potential, these projects are critical to job creation in a number of local 

economies. 

 Promoting higher level qualifications, including through information, advice and 

guidance (IAG) in schools, based on increasing demand for higher level skills, notably 

first degrees and higher level HND, HNC and BTECs.   

 Continuing investment in basic training, responding to the substantial numbers in the 

workforce with qualifications below Level 2.  

Business Needs with Implications for Skills and Training 

Businesses in Leeds City Region have mixed views on the outlook for the economy and the 

picture that emerges from the business survey is one of caution, with businesses expecting 

little change in their occupation and skills requirements for the foreseeable future.  A number 

of the skills challenges will impact on local and sub regional agencies involved in workforce 

development and training provision.  P to address these should include: 

 Making the case for training: just under one quarter of companies state that they will 

not provide any formal training over the next three years, and 5% do not know.  Micro 

and smaller business are less likely to train, and promoting the benefits to these 

enterprises should be a priority. 

 Making businesses aware of what is on offer: around 40% of companies who are 

planning to provide training expect to increase their expenditure on workforce 

development over the next three years when compared with current levels. Two-thirds 

plan to use external training providers to deliver at least some of their training. 

 Addressing non-monetary barriers: more companies would use training providers if 

the training was more tailored to their business needs (32%) and if more training was 

delivered in the workplace or locally (29% and 23% respectively). 
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 Examining the resources and case for stimulating demand through lower costs: more 

companies would use training providers if greater public subsidy was available (41%) 

or if course fees were lower (32%). 

Graduates 

The proportion of businesses employing graduates will rise, reflected both in the business 

survey and the economic forecasts for the Leeds City Region. The challenges for local and 

sub regional stakeholders are:   

 Promoting graduate potential to businesses: 70% of businesses (particularly micro 

and small businesses) do not, and do not intend to, employ graduates. Making 

employers aware of the benefits of employing graduates should be a priority for local 

partners.   

 Encouraging degrees which reflect demand: employers intend to recruit graduates 

with a range of degree subjects including engineering and technology, business and 

administrative studies, creative arts and design, and computer science.  School 

leavers should be made aware, through IAG, of future employer demand to help 

make informed choices on under-graduate degrees and college courses.  

 Making graduates more work ready: nearly 30% of employers recruiting graduates 

expect some difficulties and two-thirds of these expect that applicants will not have 

the skills required by the business. 

Apprenticeships 

The priorities for local and sub regional stakeholders are:   

 Continuing to promote apprenticeships in high demand sectors: construction, 

education, manufacturing and business sectors are most likely to employ apprentices. 

 Promoting apprenticeships in sectors where replacement demand is significant.  

 Investigating methods to increase the take up of apprenticeships by smaller 

companies (fewer than 50 employees).  

 Redoubling efforts in sectors where take up is low: including health, other services 

and transport:  The transport sector in particular stands out in comparison to other 

parts of the region – whilst only 2% of transport businesses in Leeds City Region 

employ apprentices, 11% of transport sector businesses in the sector in Humber do 

so, and 26% in Sheffield City Region.  The arts and culture sectors both have slightly 

below average current apprenticeship employment, although twice as many 

businesses plan to recruit apprentices in the next three years (30% and 27% 

respectively).  

 Providing support which allows smaller companies to offer apprentice places: larger 

companies are more likely to employ apprentices. Only 10% of business employing 

fewer than 10 people, and 25% of companies employing up to 49 employees have 

apprentices, compared with some 35% of medium and large sized companies. 
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Reconciling Economic Priorities and Employer Demand to Training 

Provision 

The providers consulted for this research say that making training provision directly relevant 

to economic priorities is not always straightforward, particularly when employer demand is 

uncertain.  The priorities for local and sub regional stakeholders in this regard are: 

 The LEP setting out clear priorities, with supporting rationale, for the economy and 

explain the part that providers can play in meeting those priorities: providers 

recognise that the LEPs face a difficult task in galvanising local businesses, 

universities, colleges and other sources of economic potential to create the conditions 

for growth. They also recognise that LEPs do not have the resources to provide 

detailed analyses and solutions, as the RDA did before them, and do not expect LMI 

to provide a blueprint of how much provision should be planned in specific areas or 

how course content should be fine tuned to match employer requirements.  However, 

they would also like LEPs to provide clarity on what they consider will be most 

important to the economy in terms of skills and explain, in straightforward terms, how 

they would like providers to respond.  A shortlist of no more than a dozen confident 

central messages, conveyed in an accessible format, would be sufficient.    

 The LEP following up national surveys like the National Employer Skills survey 

(NESS) with a combination of face-to-face, semi-structured interviews and sectoral 

focus groups, in effect mirroring the qualitative research work undertaken in the 

Leeds City Region for this project (see Chapter Four): the interviews would probe in 

detail the reasons behind the statistics and would provide a level of confidence and 

local interpretation that is currently lacking. Inevitably, the issue is one of scale and 

resource – to establish a regular programme of qualitative research across all sectors 

would be unsustainable – but a focus on the LEPs’ priority sectors, plus those which 

the economic forecasting shows are likely to see the largest growth, would provide a 

starting point.  LEP Sector Champions (where in place) have excellent links with 

industry and would be well placed to facilitate access to groups of employers that 

could enable a much needed local interpretation of the quantitative surveys.     

 The Skills Funding Agency and its partners influencing the provision of IAG so that it 

is linked to the longer term needs of the economy: providers have made it very clear 

during this research that if they are to adjust their provision to meet the medium and 

long term needs of the economy, learners need to recognise where the future job 

prospects will lie and for this to be as important an influence on their decision making 

as their families, peers, and perceptions of different vocations.  This is a contentious 

issue (the argument for some being that courses not aligned with economic need will 

nonetheless equip young people with transferable skills that can be used in a host of 

jobs and sectors) and any solution will take time to embed – a number of years of 

least.  However, it is difficult to see how the alignment of supply and demand will 

improve significantly without some form of intervention to change learner demand.  A 

possible starting point is for the Skills Funding Agency, the Department for Education 

and the Education Funding Agency to consider how the provision of IAG in schools 

can better encourage young people to take up courses in areas that previously they 

would have discounted.  The Leeds City Region ‘sector factsheets’ provide a useful 

starting point and could potentially be replicated in other areas.  

 The Skills Funding Agency and its partners improving employers’ understanding of 

QCF qualifications and the meaning of the different levels: many employers have a 

limited and dated understanding of qualifications and do not yet trust the QCF or 

understand how awards and certificates tally with GCSEs, for example
20

.  The basic 
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 A notable finding from the provider telephone survey is that NVQs now seem to be more trusted by 
employers than many would have anticipated or than has been indicated by surveys in the past. One 
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principles of the QCF need to be communicated to employers and learners alike so 

that the benefits can be better appreciated. The issue of confusion with employers is 

not about the number of qualifications on offer per se, but the lack of familiarity with a 

new classification system, and it is hindering providers’ attempts to market effectively 

to employers. A related problem is explaining the relationship between QCF 

qualifications and apprenticeships, which are a framework of individual qualifications.   

 Using employer networks to make the commercial case for training: there is 

considerable empirical evidence available about the commercial returns to 

businesses of investing in training, although many employers are not convinced. 

Employer forums and other intermediary channels should help make the case for 

investing in training, with advocacy material and research results made available 

through providers and network websites.   

                                                                                                                             
possible explanation for this may be that the first generation of those who took NVQs is now in a 
position to employ or arrange training for their employees.  
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7 SUPPORTING DOCUMENTS 

7.1 There are a number of supporting documents and datasets which provide further 

detail and which would enable local partners to carry out additional analysis to meet specific 

requirements. These include:  

 The Business Planning Process Report;  

 The Low Carbon Report produced by Quantum;  

 Data gathered through the business survey by LEP, sector, business size band and 

local authority;  

 Data gathered through the provider survey by LEP;  

 The economic forecasts dataset produced by the Regional Economic Intelligence 

Unit;   

 Summaries of the economic forecasts for each local authority.  



LEP Skills Research – Leeds City Region Report  

  97 
 

APPENDIX A: VACANCY DATA TABLES 

 
Total vacancies by sector, Leeds City Region 

Sector No. Vacancies % Vacancies 

Business Services 11,231 60% 

Health 1,290 7% 

Retailing 943 5% 

Construction 791 4% 

Hospitality 768 4% 

Other Services 729 4% 

Education 473 3% 

Other Financial Services 445 2% 

Public Admin & Defence 361 2% 

Culture, Media & Sport 216 1% 

Real Estate 208 1% 

Agriculture 177 1% 

Gas, Electricity & Water 166 1% 

Research & Development 150 1% 

Financial Services 137 1% 

Wholesaling 135 1% 

Motor Trades 122 1% 

Transport Activities 105 1% 

Land Transport 73 0% 

Insurance & Pensions 72 0% 

Total 18,592 100% 

Source: Jobcentre Plus, May 2012 

 
Total unfilled vacancies by Sector Leeds City Region 

Sector No. Vacancies % Vacancies 

Business Services 8,631 57% 

Health 1,318 9% 

Retailing 834 6% 

Other Services 782 5% 

Hospitality 644 4% 

Construction 553 4% 

Education 452 3% 

Other Financial Services 326 2% 

Public Admin & Defence 269 2% 

Gas, Electricity & Water 263 2% 

Culture, Media & Sport 175 1% 

Agriculture 151 1% 

Research & Development 140 1% 

Motor Trades 123 1% 

Wholesaling 115 1% 

Insurance & Pensions 110 1% 

Transport Activities 66 0% 

Financial Services 66 0% 

Domestic Staff 61 0% 

Manu.: Furniture 51 0% 

Total 15,130 100% 

Source: Jobcentre Plus, May 2012 
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Unfilled vacancies of over 13 weeks by sector, Leeds City Region 

Sector No. Vacancies % Vacancies 

Business Services 181 37% 

Gas, Electricity & Water 101 21% 

Retailing 92 19% 

Insurance & Pensions 40 8% 

Health 36 7% 

Computer and related activities 14 3% 

Motor Trades 8 2% 

Construction 5 1% 

Hospitality 3 1% 

Manu.: Metals 2 0% 

Manu.: Motor Vehicles 1 0% 

Land Transport 1 0% 

Other Services 1 0% 

Total 485 100% 

Source: Jobcentre Plus, May 2012 

 
Total unfilled vacancies by occupation, Leeds City Region 

Occupation No. Vacancies % Vacancies 

Caring Personal Service Occs 2,976 19% 

Transport & Mobile Machine Drivers & Ops 1,808 12% 

Sales Occs 1,728 11% 

Elem.: Administration and Service Occs 1,717 11% 

Business & Public Service Associate Prof. 1,696 11% 

Administrative Occs 762 5% 

Elem.: Trades, Plant & Storage Related Occs 696 5% 

Skilled Metal & Electronic Trades 671 4% 

Process, Plant & Machine Ops 586 4% 

Customer Service Occs 543 4% 

Corporate Managers 449 3% 

Teaching & Research Prof. 343 2% 

Textiles, Printing & Other Skilled Trades 302 2% 

Health & Social Welfare Associate Prof. 219 1% 

Culture, Media & Sport Occs 203 1% 

Leisure & Other Personal Service Occs 157 1% 

Science & Technology Prof. 150 1% 

Skilled Construction & Building Trades 143 1% 

Secretarial & Related Occs 118 1% 

Science & Technology Associate Prof. 97 1% 

Total 15,364 100% 

Source: Jobcentre Plus, May 2012 
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Unfilled vacancies of over 13 weeks by occupation, Leeds City Region 

Occupation No. Vacancies % Vacancies 

Business & Public Service Associate Prof. 135 28% 

Customer Service Occs 102 21% 

Elem.: Administration and Service Occs 62 13% 

Sales Occs 57 12% 

Administrative Occs 45 9% 

Caring Personal Service Occupations 24 5% 

Science & Technology Prof. 14 3% 

Health & Social Welfare Associate Prof. 10 2% 

Skilled Metal & Electronic Trades 7 1% 

Process, Plant & Machine Ops 7 1% 

Business & Public Service Prof. 6 1% 

Transport & Mobile Machine Drivers & Ops 6 1% 

Elem.: Trades, Plant & Storage Related Occs 4 1% 

Corporate Managers 2 0% 

Managers & Proprietors 1 0% 

Secretarial & Related Occs 1 0% 

Textiles, Printing & Other Skilled Trades 1 0% 

Leisure & Other Personal Service Occs 1 0% 

Total 485 100% 

Source: Jobcentre Plus, May 2012 

 
 
 


