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Developing a talented workforce with the skills to meet the needs of businesses
now and in the future is at the heart of the LEP’s plan to transform the Leeds
City Region economy.

With the largest workforce in northern England, and a working age population
set to grow faster than the national rate, our region has the potential to be a
major driving force of northern and national prosperity. It is essential that the
skills on offer from schools, colleges, universities and other providers reflect
the changing needs of our economy if we are to realise this potential. With this
in mind the Local Response Fund research which has been conducted will allow
us to understand our skills requirements so that as a region we can develop a
workforce with the right skills for our businesses to grow and compete on a
global scale.  

It is a fact that companies who invest in skills are at the heart of innovation,
developing new technologies, products and service for their customers.
Throughout my career I’ve experienced this first hand and relevant research
material to understand skills needs is a vital part of any skills investment plan.
I’m pleased to have had the opportunity to be involved in shaping this research
and I am confident that we can use this to make a real and tangible impact on
addressing the skills gaps that have been identified in our region.  

The people of our region, of all ages and backgrounds, are the most important
ingredient for our future prosperity. Leeds City Region will only succeed if we
nurture and attract talent to drive our businesses forward and create new
sources of growth and also individual well-being. This research is yet another
example of why it’s so important that the public and private sectors work
towards shared economic goals, and what we can achieve when we do.   

The Local Response Fund has been designed to support the objectives of the
Leeds City Region Skills Plan; developed in strong collaboration with regional
partners the programme has produced some significant research collateral that
identifies the new emerging skills needs of employers across the City Region.

Leeds City College is proud to work with the LEP on this ESF funded initiative; the
research shows how valuable this financial resource is to the skills sector to
ensure that the offer is appropriate for employers to provide the right training for
their workforce to meet future market demands.

The Local Response Fund will continue to trial and test specific emerging skills
with employers, the result of which will see a rich and relevant offer being
provided through future skills programmes which will result in improved
economic opportunities for all in the city region.
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The UK is a world leader in craft. In a sector worth £10.8bn, Craft enriches
our economy and society in many ways and makers contribute to sectors as
diverse as construction, medicine, engineering, fashion and agriculture.
Despite a projected employment growth of 12% over the next 10 years, 
there is a poor understanding of what is meant by traditional skills and
heritage craft and there is on-going concern about the health of a sector,
where some crafts are in imminent threat of terminal decline. Research 
has emerged from a concern over the decline in traditional skills and
heritage crafts.

It is clear that some areas of traditional skills, particularly around heritage
construction skills and higher-end artistic practice, are relatively well
supported strategically.

Many portable heritage crafts fall outside the remit of all government support
agencies and are suffering as a result.

The inherent characteristics of the sector, such as geographical dispersion
and a pre-dominance of SMEs and micro-businesses are compounding other
challenges, meaning many interventions to date have not had the positive
impact on the sector that was intended.

  It is a highly economically productive sector and there is optimism 
     about its growth potential

  Realising this optimism relies on addressing the key barriers facing 
     the sector;

              -    Access to training for new entrants
              -    Ensuring apprenticeships are fit for purpose
              -    Optimising existing business performance by widening 
                  training and support for businesses to improve their 
                  non-craft business skills.

a sector worth £10.8b

Acknowledging
Traditional Skills

Key findings
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In summary

There was an
almost unanimous
response that an
apprenticeship 
benefits the future
generation with
over 80% agreeing
to all responses

80%



  There is a need for further communication with SMEs to help them 
     understand the support available

  Education is required about the benefits of apprenticeships and the 
     business investment involved

  There is a strong appreciation of the value an Apprenticeship can bring.

It is encouraging that the barriers stopping SMEs engaging with
Apprenticeships can be overcome by addressing the following points:

              -    Highlighting the various roles apprentices are fulfilling across 
                  different industries

              -    Showing what time is required to train and supervise an apprentice
                  and how it compares to the value the apprentice will giving back to 
                  the business

              -    Raising awareness about the various Apprenticeships available

              -    Information on systems in place to support SMEs.

  Funding information and advice is central to engaging SMEs

  Direct communication is the best method to raise awareness about 
     apprenticeships

  This is supported by websites and marketing collateral

  Workshops and one-to-one consultations are ideal to convert interest in 
     apprenticeships into real opportunities

  Fewer SMEs have engaged in the last 3 years

  Support was a stronger influencing factor in opting for an apprenticeship 
     than funding, however funding is still the top category in which more 
     information is required.

To identify barriers to taking on apprentices amongst SMEs and micro
businesses and propose how to resolve them.

  63% of businesses researched do not currently have an apprentice

     Of these,

              -    20% have previously delivered an apprenticeship
              -    37% are currently engaging in apprenticeships

  There was an almost unanimous response that an apprenticeship 
     benefits the future generation with over 80% agreeing to all responses;

              -    They were trained in the needs of our business/organisation, 
                  so progressed quickly

              -    They benefited from being paid while they were still learning

              -    They got into the industry when a lot of their peers were 
                  struggling to get a job

              -    They attain valuable skills in the work place

              -    The gained valuable real life experience

              -    They achieved industry/relevant qualifications

              -    They enjoyed being part of a team.

1) We don’t have anything for a junior person to do

2) We haven’t got the time to invest in training and supervision

3) Our business/organisation needs are too specific for an apprentice

4) We already have all the skills in the business/organisation that I need

5) I haven’t really thought about it

  51% have no issues with delivering a younger apprentice (aged 16-18)

  49% won’t deliver a younger apprentice for some of the following 
     reasons:

              - Bad experience                 - Job restriction due to age

              -    Too young                          - Not yet mature

              -    Company policy                - Legal reasons (e.g. Health & Safety)

Capacity to manage 
apprenticeships

Brief Summary
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Top five barriers that stop
SMEs engaging with
Apprenticeships

Key findings



Many businesses are concerned that employees who have recently left
education and have entered the job market are ill-equipped and lack the
employable skills to navigate their way in employment and then to progress
when in work. This research establishes the need and scope for a business
readiness and engagement skills programme for employees across the
Leeds LEP region.

  Employers are looking for work-readiness and there is concern that 
     having an academic qualification is not a synonym for work-readiness

  Employers are routinely willing to teach and develop the technical skills 
     of the role but they are looking more closely at the employability skills 
     that people have

  Employers want good levels of literacy, numeracy and IT skills. The need 
     for these is greater than ever - there are fewer unskilled jobs in the 
     labour market and this trend is set to continue over the next decade.

  Employers want individuals who have self-management skills, thinking 
     and problem solving skills as well as communication skills

  Employers report that young people are lacking in confidence, they 
     struggle to articulate with colleagues and lack ‘common sense’

  Careers advice at school is too often focused on how to progress onto 
     higher education without having a link to the job market and what careers
     are available at the end of the course.

  Approaches should be piloted which concentrate on the ‘aesthetic skills’ 
     and job readiness as well as Confidence Building and Career Coaching.

Core Skills 
& Flexibility

Brief
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Summary of needs

Key findings

63% of
businesses
researched
do not
currently
have an
apprentice

63%



Evidence indicates that businesses in the rural community have not been
inclined to participate in training. This research identifies SMEs in specific
priority sectors which are not currently accessing training and identifies
emerging skills needs and barriers that limit the take up of training.

  Just over half of respondents indicated that they had not accessed 
     training because the current workforce is fully proficient

  30% could identify training needs and the remainder hadn't considered 
     training needs

  There is increased utilisation of casual labour and sub-contracting, 
     making firms less concerned by the skills present in their own workforce

  Employers cited a number of market challenges including suppressed 
     market demand as well as sector specific observations in respect of 
     technological development. Crucially, firms do not see training as a 
     means of overcoming these challenges.

  There is a view that off-the-job training is best delivered by existing staff 
     and that training is not a priority for the workforce. Further reasons for 
     not having accessed training are dominated by operational business 
     issues, rather than issues with the quality or accessibility of training 
     provision.

  Management and Strategic Vision

  Interpersonal Skills

  IT Skills

Engaging 
Rural Business

Brief
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Skills needs in summary

Several Key barriers exist

Key findings

30%

30% could identify training 
needs and the remainder hadn't
considered training needs

Ascertain the needs of businesses in relation to infrastructure in the Leeds
City Region.

  Employers need to ensure the smooth running of the business whilst 
     helping staff see that there is a future at the company

  Historic underinvestment has impacted the Leeds City Region’s ability to 
     optimise growth

  Commercial and residential sites need to be supported by appropriate 
     transport connections

  Population and economic growth has placed significant pressures on the 
     current transport system in the region; road congestion is a major 
     concern for businesses

  A planned series of investment programmes across transport, housing, 
     asset regeneration and digital infrastructure have been determined by the
     LEP. Each of these investments will support and create new job 
     opportunities spanning the years up to 2026

  These investments present a huge opportunity for the region

  Strategic help is required to ensure future development and growth, 
     including developing talent pipelines and getting strategic leaders to 
     examine and critique their business needs.

  Research found that SMEs and micro businesses have an appetite for 
     support in relation to the changes that will come as they grow and expand
     their business

  At the heart of this issue is the need for employers to increase the 
     retention of staff

  Employers are increasingly concerned about the loss of skills due to 
     retirements.

  Business strategy planning

  Workforce development

  Develop management capability

  Succession planning

Emerging 
Skills Needs

Key findings

Employer feedback
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Skills needs in summary
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This research identifies the attitudes and understanding of managers within
SMEs in the Leeds City Region to the particular issues raised by having an
ageing workforce, and similarly the views of those SME employees aged 50
or over.

  The perception of the SME employers surveyed is that only a minority 
     (37.5%) of 50+ employees will need further training in the near future

  The majority of this was in technical fields such as IT/software and social 
     media, as well as succession planning

  As far as the type of training is concerned, 66.7% of employers preferred 
     on-the-job training, as well as mentoring and e-learning

  All of the over 50 employees surveyed said an e-learning would be 
     preferable to them, with the same percentage agreeing that a formal 
     qualification would suit them best

  50% of employers do not have a policy to allow employees to reduce their 
     working hours – none had one specifically for the over 50s.

  Half of the employers surveyed agreed that they had discussed with older 
     employees about passing their skills on to those coming up through the 
     business

  In many businesses this was done as a matter of course through 
     supervisory relationships, one to ones and mentoring/coaching sessions

  Of the employee respondents 66.7% said their employer had discussed 
     this issue with them and suggested broadly the same methods for 
     knowledge transfer were being used

  There is a consensus that many older employees still had much drive and 
     dynamism. A large number of businesses make no distinction by age.

  More support and information should be available through local channels 
     around succession planning

  Training opportunities should be more easily accessible

  There is a need for general up-skilling around Social Media and new 
     technology, however, the training needs vary case-by-case and a one size 
     fits all response would be too simplistic.

Increasing the Capacity 
of the Ageing Workforce

Brief
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In summary

The need for succession
planning

Key findings

To pilot a set of engagement events to extend the Export Network, ensuring
that there is a substantial and sustained increase in the knowledge base
within SMEs on export trading by stimulating an increase in Export related
training interventions.

  Engagement in groups was difficult because of the lack of businesses 
     exporting and potential interest in exporting.

     During one to one consultations, the following key issues were identified:

              -    There is a general lack of knowledge of how to build a customer 
                  base or access agents and distributors

              -    There is a lack of knowledge around HMRC guidance and rules and
                  this is more prevalent now that HMRC have cancelled their support
                  courses on this

              -    There are limited training opportunities to cater for these needs

              -    Training on shipping documentation

              -    Guidance around targeting markets.

Export &
Global Trade

Key findings
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Web App
Development

In summary
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Brief Leeds City College undertook internal research into the use of Google

Powered Web Apps for use in education and how this may translate to a
wider business context.

  The web app development project has opened up a wide range of 
     possibilities for the end user, with customisable and personalised ranges 
     of apps available to staff and students

  Unlike the Windows desktop versions (where they exist) these are also 
     available outside the organisation and are available the vast majority of 
     devices

  Feedback on the apps within Leeds City College has been extremely 
     positive and has contributed to the rapid growth of the user base for 
     Google Apps for Education

  This kind of personalised interface was previously only available to 
     students participating in the Chromebook project, but we now have a 
     platform to deliver to all our students and staff

  This model, based as it is on readily available and free technologies, is 
     one that can be used in almost any organisation so is not limited to 
     LCC. It would provide a low-cost way for SMEs to develop apps for their 
     businesses which didn’t depend on specific devices or technologies.

66.7%

66.7% of employers preferred 
on-the-job training, as well as
mentoring and e-learning



  The UK’s performance in Leadership and Management needs to be 
     addressed by Government, industry bodies and LEPs

  The wider problem of Leadership and Management is heightened in the 
     case of manufacturing and heightened further when looking specifically 
     at small manufacturing companies

  To ensure that Leadership and Management issues are addressed 
     requires sustained investment by the LEPs, the SFA and providers.

  Determine a Leadership & Management Framework

  Key focus on core skills requirement

  Create a sustained Leadership & Management development focus

  Develop a Culture of Leadership & Management

Key recommendations

Key findings

Leadership & Management
in Manufacturing 11

This research sets out the findings of an in depth analysis of the strengths
and weaknesses of the local labour market in Leeds and the wider City
Region, focusing on;

              -    Skills needs of local residents and how these are changing over 
                  time

              -    Examining the recent trends and forecasts of the local and city 
                  region economy

              -    Examining supply and demand.

The research has been split into separate geographical analysis of the
following Leeds City Region area;

              -    Bradford
              -    Calderdale
              -    Craven
              -    Harrogate
              -    Kirklees
              -    Leeds
              -    Selby
              -    Wakefield
              -    York

Labour Market
Analysis

Brief
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Research area



  The number of people employed in the sector in the ‘outer-ring’ of the 
     Leeds City Region fell from 107,085 to 102,160 between 2010 and 2013

  There is a stigma around Engineering roles

  There is universal support for apprentices although there is the occasional
     discourse between the skills provided and what the industry require

  Firms are comfortable with the prospect of recruits not being trained to 
     full operational capacity when they began. They recognised that some 
     training will always be required and some employers introduced the notion 
     of a ‘60/40 split’; hoping recruits could work at 60% operational capacity 
     from day one, accepting that the residual 40% may take a little while to 
     develop

  Very few employers mentioned skills as a corporate priority, with firms 
     much more likely to refer to weak market demand or service as a critical 
     challenge. Often, training is non-accredited and delivered ‘in-house’.

  Greater integration between skills supply and demand

  Intervention to get strategic managers to realise the need for skills in their 
     business

  Some of the biggest challenges faces by employers have been the changing
     nature of the industry and how hard it has been to react and adapt to it

  Young people and fresh recruits aren’t aware of the entry points into the 
     sector

  Apprenticeships are widely recognised as a path to integrating the training 
     and work but employer investment is hampered by both the cost and the 
     limited availability of these

  Lack of IAG provided around the sector – perceived to be dirty/manual and 
     low paid

  Attitudinal skills are paramount – time keeping, professionalism, work 
     readiness and maturity

  Majority of training is conducted in house and based around new legislation

  Succession planning and future proofing.

Manufacturing &
Engineering

Key findings
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Skills needs in summary

Very few
employers
mentioned
skills as a
corporate
priority



Three key themes emerge for skills for the future from over 300 retailers
engaged across the Leeds City Region;

  Understanding the customer experience

  Understanding digital technology

  Understanding the supply chain

  Lack of physical customer footfall is a common issue whilst recognising 
     the growth of online customers

  Although most SME retailers possess the latest technology, many have 
     not yet embraced or been in a position to embrace the skills required to 
     maximise social media opportunities for their business

  Underutilisation of Social Media Platforms to enhance and promote 
     business and their local shopping environment- due to lack of time 
     resources/lack of knowledge on how to use different platforms

  Most retailers have been disengaged from the skills agenda for some 
     time, if never at all in some cases

  SME retailers recognise that they need to develop both a “bricks and 
     clicks” strategy if their business is to survive

  Major concerns emerging over business “succession and development” 
     approaches with original business skillsets disappearing as the next 
     generation succeeds

  Opportunity for both training providers and awarding bodies to develop 
     new approaches to skills and qualifications particularly in merchandising,
     social media and business merchandising

  Encourage training providers to deliver more solutions to address 
     deficiencies in the use of customer data linking through to store 
     presentation and visual merchandising

  Facilitate the LEP to ensure link with local business support provision to 
     compliment and support skills development.

Key recommendations

Brief

Retail
Engagement 13

This Research identifies;

  Barriers to accessing training provision

  Skills gaps or deficiencies in current training provision by educational 
     institutions and training providers

  Level of demand for flexible provision in terms of place, pace or mode of 
     delivery message and methods to overcome barriers to accessing staff 
     training

  Current skills development being undertaken by employees, leaders and 
     business owners.

  Training employees could lead to other companies attracting away the 
     skilled workforce

  The fear of losing trained staff to competitors is seen as one of the 
     barriers to employer engagement in staff training by these participants

  56% of the participants attended training in the last twelve months.

  Barriers to accessing training provision are mainly financial and time, the 
     latter particularly in relation to productivity

  Training for leaders to support company growth and reduce isolation. 
     Leaders of companies with growth potential would benefit from a 
     programme where they are brought together with other leaders, to focus 
     on ‘leading for growth’.

  Enterprise or entrepreneurial training for staff, to develop creative 
     responses and collate ideas from staff which create new opportunities

  Selling, marketing and the practical use of social media

  ICT, some of which is specific to financial or design software

  Training must be flexible to meet both the needs of the employer and 
     their availability to commit to training with minimal impact on their 
     business operation.

Sector
Engagement 14

Employer feedback
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Key findings



To identify how skills shortages in the tailoring & apparel sector are
affecting companies in the Leeds City Region. Working with employers to
focus on how opportunities  within the textiles industry are marketed with a
view to de-mystifying the textiles industry for potential new employees,
reinvigorating the appeal of the traditional and skills appeal of the industry
and identifying further training needs in this sector to inform existing
employees of the career paths and progression opportunities.

  In 2013/14 the value of the global apparel market was reported to be a 
     staggering £1.3trillion. The UK industry continues to grow as ‘re-shoring’ 
     increases

  Global demand in the “Smart Textiles” sector is expected to grow and by 
     2020, reports suggest the value of smart textiles will be > £1billion

  Traditional textile manufacturing and production in the UK is also  
     growing. Latest figures suggest a value of over £9 billion (excluding sole 
     traders, self-employed and textiles laundry services)

  The wider, non-production manufacturing areas such as fashion design, 
     media, marketing, and fashion retail are valued at £26 billion

  UK clothing exports stand at around £5 billion and continue to grow, as 
     the value of the ‘Made in Britain’ brand continues to increase

  Currently, the UK textile and apparel industry employs an estimated 
     90,000 to 100,000 people (excluding sole traders, self-employed and 
     textiles laundry services).

1) Major sector promotional campaign in schools

2)  Practical School Engagement Programmes

3)  Create an industry Pre-Apprenticeship Programme

4)  Establish a Leeds City Region ‘Stitching Academy’

5)  The Creation of an Online Skills Bank

6)  Investigate the ‘technical’ skills gaps

7)  Understanding the barriers to ICT and social media usage

8)  Internal Knowledge Building: Train the Trainer

Skills needs summary

Key findings

Brief

Textiles, Tailoring
& Apparel 15

In 2013/14
the value of
the global
apparel
market was
reported to
be a 
staggering
£1.3trillion



Commissioned from a focus group in the Leeds City Region, this research
investigates skills needs and issues identified by employers around
Software Coding and Engineering skills.

  Lack of knowledge in specific programming languages and frameworks 
     is holding back growth in the sector, both locally and nationally

  Need for complimentary soft skills.

  65% of staff are hired through Agencies and no graduate schemes are 
     available

  35% of employers look for postgraduate skills whilst 65% look for 
     undergraduates

  Employers identified that a proven track record, excellent portfolio of 
     work and industry qualifications were important additional factors when 
     recruiting.

The following skills needed addressing:
              -    Maths, English and general communication skills
              -    Team working
              -    An understanding of business practice
              -    Organisational skills

A number of reasons were given for this, which included:
              -    A lack of ‘real world’ experience
              -    ‘Lazy’ programming relying on templates and pre built modules
              -    The lack of ‘serious’ development

  Over 80% of employers surveyed undertake training ‘in house’

  There is an increasing demand for candidates who are creative ‘future 
     thinkers’

  Given the wide range of computer languages used by employers it is 
     impossible to develop one single course that caters for all

  Many employers feel that graduate employees already have the core 
     skills required, however there is a disconnect between these skills and 
     their application in a business context.

Software Coding 
& Engineering 16

Key issues

Brief

Some key findings

Employer feedback

The Art Enterprise Team at Leeds City College set out to devise a course
that would offer students a ‘real world’ experience and prepare them for a
potential career in the arts. Through the research it has become evident
that there are three main considerations that need to be addressed in order
to create an intelligent and sustainable framework.

The experience of students graduating is largely confined to what they have
gained over the course of their post-compulsory education. Although they
have been prepared for a degree autonomy, their focus has tended to be
internalised. The notion of engaging with a wider audience in a public arena
can be a bit of a shock and their experience and confidence need to be
nurtured.

This is a world that is often outspoken and quite regularly outlandish – and
underlying this, is the fact that it is a highly competitive industry. To fully
function in this in this community, you need to know about its wider world,
and especially its people. 

In addition to the practical, entrepreneurial and creative elements, the Art
Enterprise course also needs to consider and respond to the needs of
academia to justify its existence as a degree course.

  It is evident that there is no single route to being a successful Art 
     Entrepreneur.

Frameworks need to practice the same responsiveness – to adhere rigidly
to a one-model approach would very quickly become its own undoing.
Frameworks also need to continue to provide the opportunities for skills
development in:

-    Creative Practice and Production
-    Enterprise and Business
-    Communication, Networking and Collaborative Working
-    Marketing and digital media
-    Academic Research
-    Educational Delivery
-    Curation and Exhibition Management
-    Studio Management

The learner

The Art and 
Enterprise World

The Academic World

Key findings

Brief

Technical Skills in the
Creative and Digital Sector 17



This research looks at the skills needs that businesses need to take
advantage of and maximise opportunity in the visitor economy.

  Lack of basic IT skills

  Understanding technology

  Understanding the importance of the customer experience

  Understanding communication channels

  Management skills

  Professional chef skills

There is a demonstrable recurring theme of little or no training in basic IT
within the sector. The majority of the small establishments have alienated
their businesses with many establishments having no direct route to
market, no online presence and relying on booking agencies to control their
marketing. There is a distinct lack of ‘USP’ and a lack of identity.

Based on the findings and the research carried out there are several 
re-emerging themes and necessary actions as follows;

  Relationship building with SME Hoteliers on an individual level is key to 
     the growth and sustainability of the sector

  Key personnel and or representatives of the LEP who are sector experts 
     should have a presence in the visitor communities.

Visitor
Economy 18
Key findings
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