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Executive Summary

Executive Summary
Introduction
The Humber Local Enterprise Partnership (LEP) has a
commitment to driving growth across the Humber
economy for the benefit of communities in the four
local authority areas of Hull, East Riding, North
Lincolnshire and North East Lincolnshire.
Crucial to ensuring the economic success of the
Humber is having a well-skilled and productive
workforce which is able to take advantage of the
economic opportunities in the area. The development
of the Skills Advisory Panel requirements, with the
support of the Department for Education will provide
the Humber LEP with high quality analysis of the skills
and employment needs to inform the area’s skills
agenda. This will assist the LEP in fulfilling its local
leadership role within the skills system and develop
action plans to address skills issues which, in turn, can
give more people in the local community access to
high quality skills provision that leads to good jobs.
This report follows the structure set out in
the Analytical Framework and Toolkit to analyse the
current skills profile of the Humber LEP and identify
the skills challenges faced locally. This follows five
main stages
+ Stage 1: Analysis and definition of local landscape
+ Stage 2: Analysis of skills demand
+ Stage 3: Analysis of skills supply
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+ Stage 4: Mapping of skills demand and supply
+ Stage 5: Conclusions
Stage 1: Analysis and definition of local landscape
The analysis in Stage 1 provides an overview of the
current economic and skills landscape in the Humber
LEP and explains how it performs/has performed
relative to other geographical areas.
The Humber LEP region is home to 930,000 people
and incorporates a diverse range of urban, rural,
coastal and industrial locations. The region is a highly
self-contained labour market, with many of those
living in the area also working locally. This presents
both opportunities and challenges and makes the
Humber more vulnerable to economic shocks.
The area has a number of economic challenges, with a
significant labour productivity gap. Productivity
(output per hour worked) in the Humber is 17% lower
than across England. Economic inactivity is also a
feature of the Humber, accounting for 23% of all
working age residents. A high proportion of those
currently inactive want a job however, and underemployment of the existing workforce is an issue. This
points to a lack of jobs, with the Humber having 0.79
jobs per working-age resident compared to 0.87
nationally.

Executive Summary
Stage 1: Analysis and definition of local landscape
(cont’d)
The Humber has experienced lower rates of pay
growth than England. Around 13% of all jobs are on
the minimum wage (19% in North East Lincolnshire)
and job security is an issue facing the Humber’s
workers, with an estimated 2.4% of the workforce on
zero hours contracts.
There are, however, a number of economic
opportunities going forward. The Humber’s Energy
Estuary ambitions has seen high levels of employment
growth within the offshore wind and wider energy
sector, and there has been strong employment growth
in other target sectors and higher level occupations. To
drive inclusive growth, there is a need to facilitate a
match between the skills of the labour force and the
demands of employers.
The Humber also faces a number of demographic
challenges in the future, including a below average
proportion of working-aged population and an ageing
workforce which contributes to a shrinking pool of
labour for employers to draw on.
Socially, there are high levels of deprivation in the
Humber, with 22% of LSOAs in the Humber amongst
10% most deprived nationally. The rural and coastal
characteristics of the Humber brings an additional
dimension to skills needs. There are also
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concentrations of households in receipt of government
payments, for example 13.5% of low income or out-ofwork households in North East Lincolnshire claim
Universal Credit to help with their living costs. To
underline the barriers to participation, North East
Lincolnshire scores 309th out of 324 local authorities on
the Social Mobility Index, illustrative of the social
mobility challenges which exist.
Stage 2: Analysis of skills demand
Stage 2 provides an in-depth analysis of the current
and future demand for skills in the Humber LEP area.
In general, many businesses across the Humber can
access the skills they need for their business to grow
and expand. There are however reported skills gaps,
with 13% of businesses reporting a substantial skills
gap in the workforce. Those skills which are
particularly lacking according to employers, include
specialists skills needed within sector, particularly
technical and practical skills. There also remains a
number of hard to fill vacancies, particularly in skilled
trades, professionals/associate professionals and
machine operatives occupations. Tackling these
identified skill gaps and shortages is key to enhancing
business competitiveness and allowing the Humber to
take full advantage of economic opportunities when
they arise.

Executive Summary
Stage 2: Analysis of skills demand (cont’d)
The Humber has achieved relatively strong
employment and business growth over the last five
years, reflecting a renewed economic optimism across
the area. Sectors which have experienced strong
growth in the level of employment over the last five
years includes tourism, property, professional services,
business administration and transport and storage.
The profile of the Humber’s occupations has also
shifted, with growth experienced in higher value
occupations such as managers, professionals and
associate professionals. There are a number of major
projects in the pipeline in the Humber which will need
to be serviced. The skills system needs to be
responsive to these changing demands.
Barriers to investment in training by employers do
exist. Whilst many of the Humber’s employers are
investing in upskilling their workforce, the amount of
training days that the Humber’s workers receive lags
behind national averages.
Forecasts of labour demand points to high demand
within sectors such as wholesale and retail, health and
social work, education and construction. Whilst
employment in the manufacturing sector is expected
to decrease in net terms, there is a high degree of
replacement demand required to address the outflow
of workers due to retirement, relocation etc. There is
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also expected to be strong demand for higher skilled
workers more generally, with over 60,000 more
workers qualified to Level 4 and above (L4+) needed
by 2024 within the Humber.
Stage 3: Analysis of skills supply
Stage 3 provides an analysis of the current skills supply
and availability in the Humber.
The Humber has an extensive range of education
provision including five Further Education (FE) colleges
and four Sixth Form Colleges, two University Technical
Colleges (UTCs) and the University of Hull. This is in
addition to over 300 circa private training providers,
many of whom deliver specialised training in areas
such as advanced engineering and health and social
care. There is also more provision in the pipeline
including the development of two Institutes of
Technology and University Campus in North
Lincolnshire and the planned development of a new
University Campus with the University of Lincoln and
Grimsby Institute. There are a range of skills and
employability interventions being delivered providing
the labour force with the opportunity to participate,
upskill and reskill.

Executive Summary
Stage 3: Analysis of skills supply (cont’d)
Reported barriers to take up of training provision by
businesses include availability of staff time, lack of
funds, and lack of time to organise the training.
Addressing these barriers through a flexible and
affordable skills system is key to encouraging
employers to invest.
The Humber has experienced low levels of population
growth (only 2% in the last 10 years) and a reduction in
the working age population which has fallen by nearly
3% since 2011. The population in the Humber is
ageing, placing a greater dependency on working age
people. This has implications for the size of the labour
force to service employer demands, and places
pressure on services catering for an increasingly older
population. In mitigation, employers are sourcing
workers from further afield. Travel to work analysis
indicates those with Level 4+ qualifications travel
further to work. Attracting and retaining graduates in
the Humber also provides a mechanism of boosting
the higher skilled labour supply. Upskilling/reskilling
the current workforce is also an important
consideration, particularly as the retirement age
extends and people remain working for longer, in
addition to the disruptive influences of automation
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and digitalisation.
A further risk to the supply of labour in the Humber is
Brexit.
There
is
a
relatively
high
reliance in some sectors in the Humber on EU workers,
particularly in the manufacturing sector where 10% of
workers come from the EU.
Despite improvements over time, the Humber has a
relatively low qualified workforce, with just over 26% of
the working age population qualified to Level 4+
compared to 35% nationally. The economically
inactive in the Humber tend to have a lower
qualification profile (66% have NVQ Level 2 or lower
skills). This presents additional barriers to accessing
employment opportunities which place increasing
value on higher level skills. Looking ahead, Working
Futures data predicts that 46% of jobs in the Humber
will require Level 4+ qualifications. This indicates a
mismatch between the current qualification profile
and future demands. A current DfE review into the
technical standards for Level 4 & 5 qualifications will
add clarity to the requirements of higher level skill
qualifications, signaling more effectively the demands
of higher level occupations.

Executive Summary
Stage 3: Analysis of skills supply (cont’d)
There are a number of projects aimed at addressing
skill needs in particular sectors such UTCs, Institutes of
Technology, and enhanced provision in existing Higher
Education (HE) and FE providers. Policy interventions
such as the Apprenticeship Levy, Advanced Learner
Loans and the introduction of T Levels also have a role
to play in boosting labour market participation and
meeting employer demands but there are barriers to
uptake which need to be resolved.
Stage 4: Mapping of skills demand and supply
Stage 4 brings together much of the evidence gathered
across the first three stages to provide an assessment
of the types of skills gaps and the causes, to ascertain
whether learner provision and business development
meets demand and to provide an assessment of the
likelihood in meeting future demand through current
supply.
Skill shortage vacancies account for a quarter of all
vacancies posted in the Humber. These are
particularly high in skilled trades, professional services
and machine operatives. As well as a need for more
technical and industry-specific skills in sectors such as
manufacturing and in occupations such as
management, recruitment, communications, training
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and sales, there is also a demand for softer skills such
as learning, leadership and literacy. The top skills
sought nationally include digital skills, knowledge of
products/services, and specialist/knowledge skills.
Sectors at risk of automation in the Humber include
transportation and storage, manufacturing and
wholesale and retail. The rise in automation will
change the nature of skills demand, with a greater
demand for technical and digital skills to support the
delivery of automated machines. A high proportion of
Humber’s employers (46%) report that there is a need
to improve digital skills in their workforce over the next
12 months. Software development skills are an
increasingly important aspect of digital skills, however
other aspects such as computer-generated imagery
(CGI) skills are also significantly important to
businesses.
Sector skills gap reports identify the specific
challenges faced by businesses in the Humber which
providers need to respond to.
Nationally, employers invest less in training now than
they have in the past and the Humber’s employees are
less likely to receive 7 or more training days than their
national counterparts. This represents a barrier to
meeting evolving skill requirements.

Executive Summary
Stage 4: Mapping of skills demand and supply
(cont’d)
Wage growth has lagged behind growth experienced
nationally,
showing
lower
productivity
and
performance from businesses in the Humber area.
Increasing skill levels will be an important mechanism
in helping to address this.
There exists a range of careers advice services across
the Humber LEP area, supporting people in making the
right career choices for them. It will be important to
ensure these co-ordinate their approaches so that
everyone is able to access appropriate services.
Stage 5: Conclusions
This section sets out how the LEP can work with its
partners to address some of the skills priorities facing
the area, and outlines the mechanisms needed to
support the delivery of appropriate skills and
employment. The SAP Analysis Report identifies broad
skill priorities to inform policy development. Each
priority draws alignment with the 2014-2020 Humber
Employment and Skills Strategy to illustrate relevance
and potential gaps.
+ Growing the higher-level skill base: Areas of
focus include: the attraction and retention of
higher skilled working-age people in the region,
targeting graduates in particular; upskilling existing
residents/workforce; supporting employers to
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+

+

recognise the value of higher level skills and
invest/acquire these; and encouraging greater links
between employers and providers.
Strengthening vocational / technical skill
provision: The encouragement of more education
providers and employers to work together in
curriculum design and promote apprenticeships
and T-Level routes in areas of highest demand as
viable alternatives to increase take up. This will help
reduce skill shortages in machine operatives and
skilled trades which are largely represented in the
manufacturing and transport sectors.
Mitigating impacts of an increasingly ageing
population: The Humber needs to increase the size
of the workforce. There are a number of strands to
this including a focus on attracting and retaining
talent (graduates and working age residents);
inspiring young people to access local employment
opportunities; reskilling and replacement labour
strategies; promotion of career progression routes
and replacement labour strategies; the targeting of
inactive residents who want/can work; a continued
focus on under-employment; increasing and the
further development of the number of jobs /
businesses (enterprise / leadership skills).

Executive Summary
Stage 5: Conclusions cont’d
+ Ensuring equitable access to opportunities:
Brokerage between areas of opportunity and need.
Delivery of interventions targeted at economically
inactive groups (particularly in deprived and
rural/coastal areas of the region) to improve their
employability skills and transition back into the
labour market.
+ Raising digital capacity: Preparing the workforce
and businesses for increased automation and
digitalisation, through provision which improves
digital skills in the existing workforce (particularly
focusing on older workers, disadvantaged groups
and SMEs) and the development of digital skills in
the future workforce. The National Retraining
Scheme roll-out will support this.
+ Encouraging employers to invest in training:
Incentivising the Humber’s employers to increase
workforce training days by addressing some of the
key barriers faced including limited training
budgets. This could involve improved signposting
to funding sources and relevant training courses.
There are a number of gaps which have been
identified within the mechanisms section, which
should be considered going forward.
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+ A joined up approach between the Skills Advisory

Panel (SAP) data analysis and place promotion
strategy to attract and retain graduates in the
Humber.
+ The encouragement of employers to work with
local training providers to strengthen the offer and
take-up of industry placements, in preparation for
the introduction of T Levels.
+ Ensuring there are sufficient learning and training
opportunities available for older workers,
particularly focused around improving technological
skills in Humber’s priority sectors. Ensuring there is
alignment with the National Retraining Scheme and
relevant policy.
+ The support of future plans to roll out the Local
Digital Skills Partnership and improve the
coherence of digital skills provision in schools,
colleges, training providers and the University across
the Humber. Ensuring alignment with Humber
Careers Hub and the Enterprise Advisor Network
delivered through the Careers Enterprise Company
(CEC).

Executive Summary
Stage 5: Conclusions cont’d
+ A joined up approach between future Employment
and Skills Strategy and business support strategy to
address barriers facing Humber’s businesses to
invest in workforce training. This includes greater
consideration of the business support needs of
those sectors most affected by automation and EU
exit. Improve awareness of and signposting to
funding sources and local training providers.
+ Build on the successes of the Springboard
programme for young people not in education,
employment or training and Building Better
Opportunities funding to address wider barriers
facing Humber’s under-represented groups in
transitioning into the labour market.
+ Support Humber’s businesses to mitigate the
impacts of Brexit on their workforce, focusing
efforts on the priority sectors and the health and
social care sector.
+ Work with the CEC to ensure careers advice is
further developed in response to the opportunities
and needs of Humber’s priority growth sectors.
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Introduction
The Humber Local Enterprise Partnership (LEP)
has a commitment to driving growth across the
Humber economy for the benefit of communities
in the four local authority areas of Hull, East
Riding, North Lincolnshire and North East
Lincolnshire.
The LEP works closely alongside its partners to
help facilitate growth through three main areas:
+ a skilled and productive workforce
+ thriving successful business
+ an infrastructure that supports growth
Ensuring that the Humber LEP has a well skilled
and productive workforce will enable it to take
advantage of opportunities which present
themselves in the area.
To develop and strengthen the capabilities of LEPs
to respond to the skills challenges faced locally,
the Department for Education (DfE) has provided
guidance on Skills Advisory Panels (SAPs), with the
aim of carrying out high quality analysis which will
be used to identify their skills and employment

needs and priorities, as well as inform their skills
agenda, and improve their economic outcomes. In
the Humber LEP’s case, the responsibilities will be
embedded into the existing Employment and
Skills Board. This will assist LEPs in fulfilling their
local leadership role in the skills system and
develop action plans to address skills issues
which, in turn, can give more people in the local
community access to high quality skills provision
that leads to good jobs. It is anticipated that once
established, the Skills Advisory Panel analysis will
assist in developing and delivering the Local
Industrial Strategy.
This report follows the structure set out in the DfE
SAP Analytical Framework and Toolkit (shown on
the following page) to analyse the current skills
profile of the Humber LEP and identify the skills
challenges faced locally.

Introduction & Background
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Introducing Skills Advisory Panels (SAPs)
In building guidance on the development
of SAPs, the DfE has produced an
Analytical Framework and Toolkit which is
designed to support LEP areas to carry
out high quality local skills analysis, which
will be used by LEPs to identify their
existing and future skills gaps and
employment priorities.
This focuses around five key stages, with
further analysis accompanying each of
these stages. Within each stage, a list of
data sets has been provided that, whilst
not exhaustive, provides a reasonable
baseline from which skills performance
can be measured.
This report follows the structure set out in
the Analytical Framework and Toolkit to
ensure it addresses many of the key
questions on skills in the Humber region.

The Skills Advisory Panels Analytical Framework
Stage

Analysis

Stage 1: Analysis
and definition of
local landscape

•
•

Examination of the current economic landscape in the area
Determine performance benchmarks within and across
multiple geographical levels

Stage 2: Analysis of
skills demand

•

Identification of the strengths and weaknesses in labour
markets
Exploration of skill needs based on current and future
demand
Insight into business and employer environments

•
•
Stage 3: Analysis of
skills supply

•
•

Determine available skills against those required in the area
Identification of potential challenges that may restrict skills
supply

Stage 4: Mapping
of skills demand
and supply

•
•

Assessment of the types of skills gaps and the causes
Ascertain whether learner provision and business
development meets demand
Assessment of the likelihood in meeting future demand
through current supply

•
Stage 5:
Conclusions

•
•

Derive skills priorities for the local area to improve
economic efficiency
Outline the available or required mechanisms to support
the delivery of the skills and employment priorities

Source: Skills Advisory Panels – Analytical Toolkit for Local Skills Analysis, 2018

Introduction & Background

Geographies
The Humber LEP area was
established in 2011, covering the
four local authority areas of Hull,
East Riding, North Lincolnshire
and North East Lincolnshire.
The Humber covers a diverse area,
with a mix of industrial, urban,
rural and coastal areas. Key
settlements include the city of
Hull and the towns of Grimsby,
Scunthorpe, Beverley, Bridlington
and Goole.
The region is a major international
gateway and is recognised as the
UK’s Energy Estuary, contributing
to over a quarter of the UK’s
energy. The ports in the Humber
offer connections between the
North and Midlands to Europe and
beyond.

Source: Hatch Regeneris; Contains OS data © Crown copyright and database right 2018
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Stage 1: Analysis and definition
of local landscape

Stage 1: Analysis and definition of local landscape
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Introduction

The analysis in Stage 1 provides an overview of the current
economic and skills landscape in the Humber LEP and how it
performs/has performed relative to other geographical areas.
This seeks to identify particular strengths and weaknesses
facing the Humber economy and labour market.

Headline Findings
•
•

•
•

•
•

The Humber LEP area has a population of 930,000 people,
of which 61% are of working age.
There are 302 primary schools, 55 secondary schools, five
FE colleges, four Sixth Form Colleges, two University
Technical Colleges, the University of Hull and over 300
independent training providers.
Productivity in the Humber is 17% below national levels.
The Humber sub-regional economy produced a total of
£18.6bn GVA, with the largest sectors being chemical &
petroleum manufacturing, real estate, wholesale & retail
and health & social care.
Employment growth in recent years has been strong, with
10% more jobs in the Humber compared to 5 years ago.
There are relatively high levels of deprivation across the
Humber, particularly in relation to education, skills and
training. Coastal and rural areas are particularly affected by
the demand and supply of skills.

Source: DfE Skills Advisory Panels – Analytical Toolkit for Local Skills Analysis, 2018

Key questions to be answered:
•
•
•

What is the labour market and skills
performance of the local area?
How does that compare with neighbouring
or similar areas, and how does it sit
regionally and nationally?
Is there potential for the local area to be
comparable to various geographical levels
(e.g. international, national, and regional)?

Objectives:
•
•

Increasing awareness of the volume and
depth of strengths and weaknesses in the
local area.
Understanding the factors that influence
labour demand and supply.

Stage 1: Analysis and definition of local landscape

Skills & Labour Supply

Area

Total
Population

%
WAP

% Living in
Rural areas

East Riding

340,000

58%

60%

Demographic Profile - What is the demographic structure (by size
and age) of the overall and working aged populations (WAP)?

Hull

260,000

65%

0%

NE Lincs

160,000

60%

16%

The Humber LEP region has a population of 930,000
people, with 260,000 residing in Hull (28% of the Humber’s
population), 340,000 in East Riding (37%), 170,000 in North
Lincolnshire (18%) and 160,000 in North-East Lincolnshire
(17%).
The Humber LEP covers a diverse area, incorporating a
range of urban, rural, coastal and industrial locations. A
third of the LEP’s residents live in rural areas (higher than
the national average – 24%), with the highest local
authority proportions within the East Riding (60%) and
North Lincolnshire (46%).
Nearly two-thirds of the Humber LEP’s residents (61%) are
of working age (aged 16-64). Of these, there is a slightly
higher proportion (39%) aged 50-64 compared to the rest of
the population.

N Lincs

170,000

60%

46%

Humber LEP

930,000

61%

33%

Yorkshire &
Humber

5,480,000

62%

22%

England

55,977,000

63%

24%

Working Age
Population
Breakdown
(WAP)
Sources: Mid-Year Population Estimates, ONS, 2007-17; Rural-Urban Classifications,
DEFRA, 2011; Local Area Migration Indicators, ONS 2017
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Age Profile of the
Humber’s Population
compared to
Nationally

Stage 1: Analysis and definition of local landscape
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Skills & Labour Supply
Education Providers - Who are the key education

providers in the local area and where are they situated?

There is a wide spread of institutions offering higher
and further education across the Humber LEP area.
The Humber region has a range of education and
training providers offering providing some good and
outstanding learning provision. The area has five FE
colleges and four Sixth Form Colleges, two University
Technical Colleges and the University of Hull. This is
in addition to over 300 private training providers,
many of whom deliver specialised training in areas
such as advanced engineering and health and social
care. A recent development is the upcoming delivery
of the (University of Lincoln) Institute of Technology
and the Yorkshire and the Humber Institute of
Technology, which will both deliver higher level
training in Digital, Agri-Tech and Engineering. The
Lincoln IoT will also specialise in food
manufacturing.
The largest further education providers in the
Humber are Hull College (13,400 students), Grimsby
Institute (13,100), East Riding College (6,100) North
Lindsey College ( 6,000) and Bishop Burton College
(3,000).

Map of Higher, Further and Specialist Education Institutions in
the Humber

Source: Hatch Regeneris; Contains OS data © Crown copyright and database rights 2018

Stage 1: Analysis and definition of local landscape

Skills & Labour Supply
Education Providers - Who are the key education

providers in the local area and where are they situated?
Cont’d

There are 55 mainstream secondary schools/
academies across the Humber area, of which 18 are
in the East Riding, 14 in North Lincolnshire, 13 in Hull
and 10 in North-East Lincolnshire. The Ofsted
performance of these schools varies greatly across
the Humber, with a number of schools rated as
‘Outstanding’, particularly in North-East Lincolnshire
and Hull. There are however a number still requiring
improvements, with this being above the national
proportion in three of the four local authorities in the
Humber (North-East Lincolnshire, Hull and the East
Riding).
There are 302 primary schools in the Humber area,
of which 40% of these are located in the East Riding.
Primary schools generally have higher Ofsted ratings
than secondary schools (particularly when
considering ‘Outstanding’ and ‘Good’ schools
combined), with over 85% of primary schools in the
Humber being rated either ‘Outstanding’ or ‘Good’.
Source: Department for Education & Ofsted, 2019

Number of
Mainstream
Primary &
Secondary
Schools

Secondary
School
Ofsted
Performance

Primary
School
Ofsted
Performance
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Skills & Labour Supply
NEETs - What is the proportion of individuals who are Not in Education, Employment or Training (NEETs)?
Although the Humber has a range of education and employment opportunities, there remain a number
of young people (aged 16 to 17 years) who are Not in Education, Employment or Training (NEETs). This
accounts for 5.3% of young people in the Humber, below the levels recorded across the Yorkshire and
Humber region (6.0%) and nationally (5.5%).
Areas with higher levels of NEETs in the Humber are North East Lincolnshire (6.4%) and Hull (6.3%). The
proportion of people classified as NEET has increased over the last 3 years in the Humber, with a +0.5
percentage point increase since 2016/17.
Statistics on 16 and 17 year olds who are Not in Education, Employment or Training (NEETs) ,
2018/19
Area

Number of NEETs

% NEETs of all 16-17 year
olds

Percentage point change
since 2016/17

East Riding

280

4.1%

0.0%pt

Hull

340

6.3%

+0.8%pt

NE Lincs

220

6.4%

+0.2%pt

N Lincs

180

4.9%

-0.3%pt

Humber

1,020

5.3%

+0.5%pt

Yorkshire & Humber

6,800

6.0%

+0.2%pt

England

61,800

5.5%

-0.5%pt

Source: Young people not in education, employment or training (NEET), Labour Market data, ONS (2019)

Stage 1: Analysis and definition of local landscape
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Skills & Labour Supply
Local Migration - What proportion of people move employment within the local area? What are the reasons for employee

movement (e.g. wages, progression opportunities)?

There is a strong crossover of people travelling within the Humber area for employment opportunities.
However, the Humber estuary is a dividing factor in the area, with the strongest migration movements being
between Hull and the East Riding (and vice versa) and between North Lincolnshire and North East Lincolnshire
(and vice versa). Over 4,000 people a year moved between Hull and the East Riding, this being the strongest
relationship between the Humber’s local authorities.
The Review of the Humber’s Economic Geography suggested that the Humber economy is highly selfcontained including commuter and migration flows within the area.
Migration Data between the Humber’s Local Authorities, 2017
Local Authority Moving To

Local
Authority
Moving
From

Hull

East Riding

North Lincolnshire

North East
Lincolnshire

-

4,240

290

160

4,000

-

380

70

North Lincolnshire

200

250

-

570

North East Lincolnshire

165

120

620

-

Hull
East Riding

Source: Local Area Migration Data, ONS (2018); Review of the Humber’s Economic Geography, Humber LEP (2018)
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Stage 1: Analysis and definition of local landscape

Economy and Labour Demand

Nominal GVA per Hour

Productivity - What is the level of productivity and

economic activity (overall and by sector / occupation)?

The Humber economy produced a total of £18.6bn
GVA in 2017, having grown by 10% over the last five
years. GVA in the Humber LEP region comes from a
range of different sectors, including: chemical and
petroleum manufacturing (£2.3bn), real estate
activities (£2.1bn), wholesale & retail (£2.0bn),
health & social care (£1.6bn), transport & logistics
(£1.1bn) and construction (£1.0bn).
The average output per worker (productivity) in the
Humber is £28 per hour (£27 in Hull; £30.6 in the
East Riding and £30.8 in North and North East
Lincolnshire) compared to £34 per hour nationally.
This means productivity in the Humber LEP is 17%
below national levels. There have been a number of
peaks and troughs within this productivity over the
last ten years, reflecting the Humber’s vulnerability
to economic shocks.

Source: Labour Productivity Statistics, ONS (2018)

Nominal GVA by Sector in the Humber LEP (£m)

Stage 1: Analysis and definition of local landscape

Economy and Labour Demand

Correlation between high level qualifications and productivity

Productivity - What is the level of productivity and how

does it relate to skills?

There is a strong positive correlation between
degree-level skills and productivity nationally:
those LEP areas with the highest levels of
productivity are also those with the highest
proportion of degree level qualifications.
This correlation is illustrated in the Humber: the
sub-region ranks 35th out of 38 LEPs on this
measure, with GVA per hour worked of £28.40 and
30% of working age residents holding NVQ L4+.
There are some notable differences at a local
authority geography: East Riding has a similar
proportion of highly skilled residents to the UK
average but a less productive economy, whilst
North and North East Lincolnshire have a low
proportion of highly skilled residents but a
relatively productive economy, illustrating the
sectoral influence on productivity.

Source: Regional GVA Estimates; APS, ONS (2018). The Humber LEP, including component Local Authorities are coloured green. Yorkshire and
Humber region and the UK are also coloured green.
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Stage 1: Analysis and definition of local landscape

Economy and Labour Demand
Productivity – How big is the productivity gap between the Humber LEP and England?
GVA per Hour Worked is calculated by dividing Gross Value Added (a measure of economic output) by total
hours worked in the economy (a measure of economic input). On this measure, the economy of the Humber
was 15.5% behind England.
This gap widens to 21.1% if the measure of input is changed to Full Time Equivalent (a measure of employment
that accounts for part time work). This widening could be due to full time employment in England consisting on
average of more work hours than in the Humber LEP.
GVA per Head, which takes accounts for the whole population, including the economically inactive, reveals a
gap of over 50%.
Depending on the measure used, closing the productivity gap in the Humber would realise an additional
£2.88bn - £9.72bn in economic output.
GVA per Hour Worked

GVA per FTE

GVA per Head

Humber LEP

£28

£56,917

£19,807

England

£34

£72,127

£41,438

15.5%

21.1%

52.2%

+ £2.88 billion

+ £3.92 billion

+ £9.72 billion

Size of Gap (%)
Impact of closing the gap for Humber
LEP’s economy
Source: Regional GVA Estimates; APS, ONS (2018)

Stage 1: Analysis and definition of local landscape

26

Economy and Labour Demand
Economic Activity - What are the levels of employment,

unemployment and inactivity?

The Humber currently has an economic activity and
employment rate which sits slightly below the
national average. Just over three-quarters of the
working-age population (77%) in the Humber area
are currently economically active, with 73% of these
currently in employment. This rate is lowest in North
Lincolnshire, where 74% of the population are
currently economically active, with 70% being in
employment.
There is a similar trend amongst those economically
inactive, with 23% of the working age population
across the Humber LEP area being economically
inactive. This rate is highest in North Lincolnshire,
with 26% of the working age population being
inactive.
Around a fifth of currently economically inactive
residents in the Humber want a job.

Economic Activity Rates for Working Age Population
(16-64)
% of
Economicall economically
Economic Employment
inactive who
y inactive
activity rate
rate
report that
rate
want a job
East Riding of
Yorkshire

80%

77%

20%

25%

Hull

77%

71%

23%

32%

North East
Lincolnshire

77%

71%

23%

19%

North
Lincolnshire

74%

70%

26%

26%

Humber

77%

73%

23%

21%

England

79%

76%

21%

20%

Source: Annual Population Survey, ONS (2018); Modelled unemployment data, ONS (2019); ONS user-requested data
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Economy and Labour Demand
Underemployment - What are the levels of underemployment?
In March 2018, underemployment (people employed who want to and are able to work more hours) amongst
23-33 year olds was slightly higher in the Humber LEP (8.3%) than the Great Britain (6.7%). Within the LEP,
underemployment was greatest in North Lincolnshire (12.6%) and lowest in the East Riding (4.9%).
Underemployment in 23-28 year olds was also higher in the LEP (10.4%) than Great Britain (7.4%).

Underemployment Data for Humber, 2018

East Riding

Hull

N. Lincs

NE. Lincs

1,240

1,880

2,080

1,590

6,780

380,890

1,560

3,610

3,050

1,850

10,070

636,900

Underemployment rate
(23-28)

7%

8%

16%

13%

10%

7%

Underemployment rate
(23-33)

5%

8%

13%

9%

8%

7%

Underemployment (2328)
Underemployment (2333)

Humber LEP Great Britain

Source: Annual Population Survey, ONS (2018); Modelled unemployment data, ONS (2019); ONS user-requested data
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Economy and Labour Demand
Incomes - What proportion of jobs are low paid? Which occupations / sectors are these in (e.g. public sector)? What proportion of low

paid employees move to higher paid work over time?

Incomes in the Humber are generally below those paid at the national level, with the average resident being paid
£513 per week in comparison to £575 across England. There is only a small difference in pay between residents and
workers, reflecting the relatively low levels of out-commuting from the Humber area. There are some variations
within the Humber, with resident salaries being significantly lower than workplace salaries in Hull, suggesting that
higher paid jobs in the city are more likely to be taken by people commuting into the area. Conversely, in the East
Riding and to a lesser extent in North East Lincolnshire, resident earnings were higher than workplace earnings
indicating that residents in these areas are more likely to commute out of the area to access employment.
Workplace earnings have grown in each of the LEP’s local authorities in the past 5 years except for North East
Lincolnshire. Resident earnings have grown across the LEP over the same period, with the strongest growth in the
East Riding. Compared to England, both workplace and resident pay growth has been slower in the LEP.
Gross weekly pay (median)
*2013 values for the Humber LEP
are averages of the LAs weighted
by their employment

East Riding of Yorkshire
Hull
North East Lincolnshire
North Lincolnshire
Humber
England

Workplace
2013
£466
£460
£462
£518
£473*
£520

2018
£515
£512
£461
£541
£515
£575

Resident
2013
£502
£433
£466
£516
£476*
£521

2018
£552
£460
£497
£533
£513
£575

Source: Annual Survey of Hours and Earnings, ONS (2018). NB: gross pay includes basic and overtime pay
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Economy and Labour Demand
Incomes - What proportion of jobs are low paid? Which occupations / sectors are these in (e.g. public sector)? What proportion of low

paid employees move to higher paid work over time? Cont’d

The relatively low salaries in the Humber is partly reflected in the
sector composition of the economy. The Humber has a relatively
high proportion of jobs in lower paying sectors including
wholesale & retail, health & social care work and manufacturing,
with relatively few jobs in high paying sectors (e.g. information
and communication, construction and finance).

Gross annual pay by selected sectors nationally
Sector (national)
Information & Communication
Construction
Financial & Insurance
Public Admin & Defense
Professional Services
Education
Manufacturing
Transport & Storage
Health & Social Work
Wholesale & Retail
Arts & Recreation
Agriculture, Forestry & Fishing
Admin & Support Services

Source: Annual Survey of Hours and Earnings, ONS (2018). NB: gross pay includes basic and overtime pay

Median
wage

% of Humber
Jobs

£33,450
£30,990
£30,810
£30,340
£28,970
£28,750
£27,690
£26,160
£23,740
£23,140
£22,750
£21,550
£21,140

1%
5%
1%
5%
6%
8%
16%
7%
13%
15%
3%
3%
8%
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Economy and Labour Demand
Job Security & Informal Employment - What is the

coverage of ‘atypical work’ and how stable is the working
environment?

The Humber region has a range of different jobs, all of
which offer different terms of employment. Nationally,
there has been a recent rise in the proportion of
employment which does not guarantee a fixed number of
hours (commonly known as zero-hour contracts).
Although no data exists specifically for the Humber LEP
area, across Yorkshire and the Humber, 2.8% of the
workforce are on a zero-hours contract (compared to 2.7%
nationally). This equates to 13,125 jobs in the Humber LEP
area.
To understand more about the sectoral distribution of
zero-hour contracts across sectors, national data can be
proportioned against employment data for the Humber
LEP. This reveals that the health & social work (2,370 jobs)
and accommodation & food (2,320 jobs) sectors have the
highest level of zero-hour contracts, whilst wholesale &
retail (8%) and public administration (4%) have the
highest proportion of the workforce in zero-hour contracts
across the Humber LEP area.
Source: ONS Labour Force Survey, 2017 & BRES, 2017

Estimated Number of Workers on Zero-Hours Contracts
in the Humber LEP by sector

Note: Percentages show % of the workers in the Humber
estimated to be on zero-hour contracts
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Economy and Labour Demand Key Sectors by Jobs & Specialisation
Key Sectors – What are the key sectors / occupations of
employment?

The Humber area provides a wide range of different
employment activities. The most prominent sectors
within the area include public admin, education &
health (108,500 jobs), manufacturing (64,360), retail
(48,620) and hospitality, leisure and recreation
(35,665). Relative to the concentration of employment
nationally, the Humber has particular strengths in
manufacturing, transport and warehousing &
logistics.

Occupations by
Employment,
2019

Sector
Public Admin, Education, Health
Manufacturing
Retail
Hospitality, Leisure and Recreation
Business Support Services
Financial and Professional Services
Construction
Transport
Wholesale
Agriculture and Mining
Warehousing and Logistics
Other Services
ICT & Digital
Utilities and waste
Creative

No. of Jobs
108,500
64,360
48,620
35,665
30,130
28,645
21,100
18,915
13,870
8,940
8,830
5,895
5,015
4,770
3,165

Sector
Specialisation (LQ)
1.1
2.0
1.1
0.9
0.9
0.5
1.1
1.6
0.8
1.6
1.2
0.9
0.3
1.1
0.3

People within the Humber also work across a wide range of
different occupations. The most common of these include
elementary administration & services, caring & personal
services, administrative and sales. Higher-level occupations
(largely managerial and professional occupations) account
for 38% of all workers in the Humber. This is much lower than
the national level (47%), with a higher proportion of workers
in skilled trades and elementary occupations.

Source: Annual Population Survey, ONS (2019); Business Register and Employment Survey, ONS (2017)
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Economy and Labour Demand

Economic Growth - What is the rate of job and business creation

Number of Businesses in the Humber LEP

(overall and by sector / occupation)?

The Humber economy has experienced relatively strong growth in
recent years, with particularly strong employment growth (12% since
2012) and business growth (12% since 2013). This growth has occurred
across virtually all sectors of the economy, with the exception of the
public admin, education and health and wholesale sectors.
Business Growth
Business growth has been experienced in all four local
authorities in the Humber LEP area over the last five years,
with the strongest growth occurring in the East Riding of
Yorkshire 1,855 (+13%).

As shown below, business start-up rates were greater than the
number of businesses closing down in the Humber in 2018,
despite net births being negative across the wider Yorkshire
and Humber region.
Business Births
/ Deaths as a
proportion of
active
businesses
Source: UK Business Counts and UK Business Demography, ONS (2018)

Note: Size of bubble is proportion to number of businesses

Sector Specialisation

Business growth has occurred across a wide range of
economic sectors, with particularly strong growth occurring
in the warehousing and logistics (+73%), business support
services (+46%), transport (+29%) and creative (+28%) sectors.

Business Sector Strengths

Business Growth 2013-18
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Economy and Labour Demand
Employment, 2017

% Employment
Growth since 2012

Hull

125,000

9%

East Riding

127,000

12%

North Lincs.

72,000

7%

North-East Lincs.

68,000

5%

Humber LEP

407,000

9%

Economic Growth - What is the rate of job and business
Employment Growth
407,000 people were employed in the Humber LEP
area in 2017, with employment having grown by 9%
since 2012*. Currently there are 127,000 people
employed in the East Riding, 125,000 employed in
Hull, 72,000 employed in North Lincolnshire and
68,000 employed in North-East Lincolnshire.
The local authority with the fastest employment
growth rate is the East Riding of Yorkshire, having
grown by 12% over the last five years.
The Humber has particular employment sectoral
strengths in manufacturing (LQ** = 2.0), transport
(1.6) and warehousing and logistics (1.2). Strong
sectoral employment growth over the last five years
has been reported in the warehousing and logistics
(+66%), business support services (+38%), financial
and professional services (+37%) and hospitality &
leisure (+29%) sectors.

Humber’s Employment Sectoral Strengths
Note: Size of bubble is proportion to number of jobs

Sector Specialisation

creation (overall and by sector / occupation)? cont’d

*adjusted for inclusion of PAYE only into the BRES in 2015; **location quotient is calculated by

dividing the proportion of sector employment in the Humber against the proportion of sector
employment nationally in England
Source: Business Register and Employment Survey, ONS (2017)

Employment Growth 2012-17
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Economy and Labour Demand
Economic Growth - What is the rate of job and business
creation (overall and by sector / occupation)? cont’d

Occupational growth has occurred across a range of
different occupations in the Humber.
Particularly strong growth has been felt in higherlevel occupations (including managerial, professional
and technical occupations). The highest level of
increase over the last five years has been in ‘other
managers’ positions (+5,800 jobs); science,
engineering and technical occupations (+3,500) and
culture, media & sports roles (+3,000).
Occupations which have been in decline over the last
five years reflect some of the wider sector declines
experienced in the Humber. Additionally, cross sector
administrative occupations have declined by 3,500
jobs,
alongside
reductions
in
elementary
administration occupations (-2,000 ) and sales (2,500) .

Source: Annual Population Survey, ONS (2019)

Occupational Growth in the Humber LEP, 2014-19
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Breakdown of Business Sizes

Business & Wage Distribution - What does the

dispersion / distribution in employment (e.g. business type and
size) and wages look like?

Business sizes in the Humber broadly reflect the
wider Yorkshire and Humber region, although there is
a greater proportion of small businesses and lesser
proportion of micro businesses in the Humber than
the national average.
The distribution of wages across the Humber is
comparable to that across the Yorkshire and Humber
region, although is slightly lower: the lowest paid 25%
of the population earn less than £19,000 in the
Humber LEP area, compared to £19,800 across the
Yorkshire and Humber region and £21,300 nationally.
Those earning above £47,600 in the Humber LEP area
are among the 10% highest earners, compared to
£49,800 across the Yorkshire and Humber region.

Wage Distribution for Full-Time Workers
Wage of top
10% of earners
Wage of top
25% of earners

Humber

Yorkshire
&
Humber

England
Median Wage

Wage of bottom
10% of earners

Source: UK Business Count, ONS (2018); Annual Survey of Hours and Earnings, ONS (2018)

Wage of bottom
25% of earners
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Cross cutting
Inequality - What are the levels of inequality in your

area?

Deprivation across the Humber LEP area is
relatively high, with particular concentrations
of deprivation around Hull, with 69 Lower
Super Output Areas (LSOAs*) in the 10% most
deprived in the country (41% of all Hull LSOAs).
Overall, 22% of LSOAs in the Humber LEP are
among the 10% most deprived nationally.
The sub-domain with the highest level of
deprivation is the education, skills and training
sub-domain, with 22% of LSOAs in the Humber
being in the 10% most deprived although
income, employment and crime are similarly
high. There are particular deprivation
challenges in Hull, in which 45% of LSOAs are
among the 10% most deprived nationally
across all domains. The coastal areas of the
Humber also have high levels of deprivation.

Source: Index of Multiple Deprivation, MHCLG (2015)
*LSOAs = Lower Layer Super Output Area, one of the smallest
statistical geography sizes
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Inequality - What proportion of individuals are in receipt of government payments (e.g. Universal Credit, Working Tax Credit, Child
Tax Credit)?

Within the Humber LEP, 21,649 households claimed Universal Credit in February 2019, with 4,863 claiming in East
Riding, 5,309 in North Lincolnshire, 6,694 in North East Lincolnshire and 4,783 in Hull. This represents 7.4% of
households in the Humber*, which is similar to the 7.6% average for Great Britain. Within the Humber , North East
Lincolnshire has the highest percentage of households on Universal Credit at 13.5%, compared to the lowest in
East Riding of Yorkshire at 4.7%. This reflects the transition to Universal Credit Full Service in December 2017 in
Northern Lincolnshire, July 18 in the East Riding and December 2018 in Hull .
Approximately 35,000 people received Employment and Support Allowance in the Humber in 2018. This
represents 3.8% of the Humber’s population, similar to the 3.6% of the wider Yorkshire and Humber region and
within half a percent of the GB average (3.3%). Within the Humber , 43% of claimants were from Hull, 26% from
the East Riding, and 17% and 14% from North East and North Lincolnshire.
9,360 people received Income Support in the Humber area in 2018, with half of these coming from Hull, then
20%, 18%, and 13% coming from NE Lincolnshire, East Riding and N. Lincolnshire respectively. More than twice
the number of people claimed Income Support in the Humber than York, North Yorks & East Riding (4,270).
The Alternative Claimant Count measures the number of people claiming unemployment and employment
related benefits, accounting for the broader span of claimants required to look for work under Universal Credit
than under Jobseeker’s Allowance. In total, the Humber (23,200) possessed nearly twice the number of
claimants than York, North Yorks & East Riding (13,000). Within the Humber, Hull had more than twice the
number of claimants (10,300) than any Local Authority in either LEP area. The age profile of these claimants is
heavily skewed towards middle aged people and to a slightly lesser extent older people. Within the Humber, 55%
of claimants were aged between 25-49, 27% were over 50, leaving just 17% of claimants aged 24 or younger. This is
broadly similar to York, North Yorks & East Riding.
Source: Universal Credit Check Statistics, ONS (2018); Index of Multiple Deprivation, MHCLG
(2015) *Total household count from the 2017 Annual Population Survey
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Cross-Cutting
Inequality - What are the levels of inequality in your area? What proportion of

individuals are in receipt of government payments? Cont’d.

Rates of workless households provide another indicator of
deprivation. All local authorities within the Humber have higher rates
of workless households than the England average.

Area
North Lincolnshire
Hull
North East Lincolnshire
East Riding of Yorkshire
England

Workless Households
20%
19%
17%
14%
14%

The Social Mobility Index, developed by the Social Mobility Commission, provides an index which measures the
prospects of disadvantaged young people growing up in their areas. It combines a range of 16 indicators for every
life stage from the early years through to adulthood.
Across the Humber area, the East Riding of Yorkshire ranks highest, being 106th out of 324 local authorities
nationally. Particular strengths in both the East Riding, but also across the Humber, are in the Early Years rank.
North East Lincolnshire has been ranked as 309th out of 324 local authorities on the overall Social Mobility Index
ranking. Particular indicators which ranked poorly across the Humber included the percentage of people in
managerial and professional occupations, the reported percentage of jobs paying less than the Living Wage and
the percentage of young people eligible for free school meals who enter higher education at a selective university
(in which the authority is the lowest ranked nationally).
Social Mobility Index

East Riding

Hull

N. Lincs

NE. Lincs

Overall Ranking

106th

169th

184th

309th

Early Years Rank

57th

31st

67th

72nd

Schools Rank

168th

82nd

230th

287th

Youth Rank

150th

256th

228th

322nd

Adulthood Rank

149th

305th

168th

300th

Source: Social Mobility Index (out of 324 local authorities), Social Mobility Commission, ONS (2018)
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Cross cutting
Migration - What is the qualification level of the labour force that

migrate into the local area for employment? Is this a result of domestic
or international migration?

Data showing the migrations flows to and from the Humber
LEP area, shows that a large amount of migration occurs
within the Yorkshire and Humber region, with common
origins/destinations including the wider Lincolnshire area,
Leeds, Sheffield, York and Doncaster.
There are different trends at different ages, with more young
people moving out of the Humber to large cities, including
London, Leeds and Manchester.
Net Migration by Age

Source: Local Area Migration Data, ONS (2018)

Migration
Outflows
(Top) and
Inflows
(Bottom) from
Humber LEP
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Cross cutting
Migration - What is the qualification level of the labour force that migrate into the local area for employment? Is this a result of

domestic or international migration? Cont’d

Further research into EU migration was commissioned by the Humber; Leeds City Region; and the York, North
Yorkshire and East Riding LEP areas in order to assess the business and skills implications for the LEP areas
resulting from a potential reduction in access to EU migrant workers. This featured a range of statistical
analysis and interviews with businesses and migrants.
The research found that EU migrants were employed in a variety of roles, with approximately a quarter of
businesses predominately employing EU migrants in high-skilled roles, with the remainder generally
employing them in low-skilled roles. Businesses requiring higher skills were focused in digital, education,
(advanced) manufacturing and health and social work sectors.
Businesses across the Humber; Leeds City Region; and the York, North Yorkshire and East Riding LEP areas
reported that EU migrant employees are seen as beneficial due to their work ethic, skill level and flexibility as
well as their availability. For two-thirds of businesses interviewed, they stated that they employed EU workers
because they were the best candidate for the role. For others, EU workers had the skillset or work ethic that
was required or were employed due to the general lack of UK applicants.

Source: Research to Understand EU Migrant Labour, 2017
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Cross cutting
Commuting - What proportion of workers commute into and out of the local area

for work?

The Humber LEP area and its four local authorities have a relatively tight
commuting area, with much of the commuting done between the four
local authorities. A significant proportion of Hull’s workforce comes from
within the Humber area (97%), with similarly high proportions in the East
Riding (90%), North East Lincolnshire (89%) and North Lincolnshire (87%).
Movements across the Humber are relatively small, with 3,500 heading
North from North and North-East Lincolnshire, and 2,900 heading South
from the East Riding and Hull.

Commuting Inflows into Humber LEP Local Authorities

Source: Census, ONS (2011)
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Cross cutting
Commuting - What proportion of workers commute into and out of the local area
for work? Cont’d
Rates of out commuting are relatively low, although these are highest in
the East Riding and Hull. Over a quarter of the East Riding’s workforce
commute into Hull each day and a fifth of the Hull’s workforce
commutes into the East Riding. North and North East Lincolnshire’s
labour market is much more self contained, with 82% of residents in
North East Lincolnshire working in the borough and 76% of residents in
North Lincolnshire working in the same borough.
Commuting Outflows from Humber LEP Local Authorities

Source: Census, ONS (2011)
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Housing in the Humber is reasonably affordable
compared to nationally, with relatively modest house
price growth over the last ten years. Relative to wages,
housing affordability has remained relatively stable in
recent years, with the average house price being
between 4.8 and 6 times the average annual salary
across the area. By comparison, across the Yorkshire
and Humber region, the average house price is 6
times the average annual salary, and nationally it is 8
times.
In 2017, average house prices across the Humber
ranged from £111,000 in Hull to £172,500 in the East
Riding.
The Index of Multiple Deprivation indicates that there
are relatively low barriers to housing and services
across the Humber (only 7% of LSOAs are among the
10% most deprived nationally, compared to 22%
across all indicators).

East Riding

Source: ONS Housing Affordability, 2018
Note: ‘Resident’ house price affordability ratio refers to the ratio
between the average earnings of the resident population and average
house prices. ‘Workplace’ earnings refers to the ratio between the
average earnings of those working in an area and average house
prices in that area.

North
Lincolnshire

Hull

North East
Lincolnshire

Ratio of Average House Price
Relative to Average Wage

with neighbouring areas?

Ratio of Average House Price
Relative to Average Wage

Housing - How affordable is housing in your area compared

Ratio of Average House Price
Relative to Average Wage

House Price Affordability Ratios

Ratio of Average House Price
Relative to Average Wage

Cross cutting
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Policy
Policy Crossover - Is there a distinct difference in your local

area or regional landscape compared with others?

The following section sets out a review of relevant
national, regional and local policy.
Securing the appropriate skills for sustainable
economic growth is an important component of
national policy. This is reflected in the Government’s
National Industrial Strategy which positions
investment in people as a central foundation for
Britain’s future prosperity. The industrial strategy sets
out aspirations to create an economy that boosts
productivity and earning power throughout the UK.
One of the five foundations of this strategy is ‘people’;
aiming to create good jobs and greater earning power
for all. Key policies within the Industrial Strategy
relating to ‘people’ include:
+ Establishing a technical education system to stand
alongside the UK’s world-class higher education
system
+ Investing an additional £406m in maths, digital and
technical education to address the shortage of
science, technology, engineering and mathematics

(STEM) skills
+ Creating a National Retraining Scheme which
supports people to re-skill, beginning with a £64m
investment for digital and construction training
There are ambitions to involve employers more
closely in the education system, with a commitment
to delivering 3 million apprenticeship starts by 2020.
There are also ambitions to tackle entrenched
regional disparities in education and skill levels, with
a need to invest in those areas which are struggling to
achieve good skills results. The key approach of the
National Industrial Strategy is to build upon the UK’s
existing strengths, with a particular emphasis on:
+ Delivering a world-class technical education system
+ Driving up the study of maths
+ Driving up digital skills
+ Investing in skills to support growth and
opportunity across the country.
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Policy
Policy Crossover - Is there a distinct difference in your local area or regional landscape compared with others? Cont’d
Relevant local and regional skills and labour market policy for the Humber LEP area is summarised below:
Policy

Description

Humber
Growth Deal

• The LEP has invested City Deal and Local Growth Deal (LGF) monies in skills capital improvements aligned to sector growth areas and focused
on improving and growing provision of STEM skills. This has resulted in over 12,000 additional students taking STEM-related courses.

Hull and
Humber City
Deal

• Signed in 2013, this gave the Humber LEP new freedoms and flexibilities on skills and planning, as well as £10m investment. This was used to
support the Humber Centre of Excellence for Energy Skills, develop the Springboard Programme to reduce youth unemployment, the further
development of FE estates, and deliver the LEP’s Growth Hub.

National
Offshore
Wind Sector
Deal

• Details commitment to increase UK content to 60% by 2030 and a £250m investment in the UK supply chain.
• Sets out ambitions to strengthen links between employers and higher-level technical training providers to develop a sector-wide standardised
curriculum and prepare for the introduction of T Levels. States there will also be greater collaboration between industry and universities to
support a higher skilled and inclusive workforce.

Humber
Industrial
Strategy
Prospectus,
2019

• Sets out the Humber’s ambitions to grow into the future. The Humber is expected to focus around four key sector areas, including clean energy,
engineering & assembly, energy intensive & continuous process and enabling services (including ports & logistics and digital & professional).
The principal focus is to accelerate clean growth on the Energy Estuary, with the Humber becoming a net-zero carbon industrial economy by
2040.
• The LEP is committed to building the Humber’s skills profile and encouraging greater inclusion across the four key sectors, through the ‘People’
pillar of productivity. To date the LEP has used ESF investment to enable programmes which assist young people and adults to participate in
economic activity. This includes targeted programmes for young people and improving productivity for those in work via the Skills Support for
the Workforce Programme, which has so far upskilled over 6,350 SME employees.

Enterprise
Zones

• The Humber has the largest Enterprise Zone in the country, covering 1,238ha and comprising a package of 30 sites. Many of these are primarily
targeting the offshore wind sector, including the Able Marine Energy Park, Green Port Hull, Port of Grimsby and Humberside Airport
• As of June 2018, 38 organisations had located on the Humber Enterprise Zone including the Doubletree by Hilton Hotel, the Ron Dearing UTC
and Indivior’s £23m pharmaceutical research centre, creating 454 new jobs.

Northern
Powerhouse

• The Northern Powerhouse is driving forward its ambitions for devolved powers and budgets to local areas in the North to invest in skills,
innovation, transport and culture.
• The 1st ever Northern Powerhouse Decarbonisation and Energy conference is set to be held in Hull in November 2019, reflecting the
perceived strength of the sector within the Northern Powerhouse area. 700 + delegates are expected to attend.
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Policy Crossover - Is there a distinct difference in your local area or regional landscape compared with others? Cont’d
Policy

Description

Review of the
Humber
Strategic
Economic Plan,
2016

• Sets out ambitions to maximise the Humber’s potential, economic resilience and develop key sector strengths, focusing on the Energy
Estuary. Other important sectors for the economy include: ports and logistics, chemicals, engineering and manufacturing, creative and digital,
food and the visitor economy.
• The Humber identifies employment and skills as one of five ‘strategic enablers’. The Hull & Humber City Deal invested £1.124m to improve
facilities in five Further Education Colleges in the region – most of which were linked to STEM and renewable energy technology.
• The Humber ESIF programme has invested in activities to support a skilled and productive workforce in the Humber. These include
supporting people into the labour market as well as up-skilling those currently in work. The Humber LEP area ESIF strategy highlighted the use
of Community Led Local Development to engage with the hardest to reach groups as a priority for investment.

Innovation in
the Humber,
2018

• The report aims to understand the Humber’s contribution to innovative activity in support of the development of the Local Industrial Strategy.
A number of R&D centres and collaborative partnerships are identified as important for innovation, mainly concentrated in Hull with others on
the South Humber Bank, Scunthorpe and Grimsby.
• Evidence shows Y&H region generates proportionally smaller Innovate UK funded projects (£266,464 against the national average project size
of £337,599). The Humber sub-region falls below the regional average (£174,443 against £266,464) and generating just 7.36% of funded
Innovate UK applications within Y&H.

The Humber
Skills
Commission ,
2013

• The Humber LEP Skills Commission ‘Lifting the Lid’ looked at the challenges, issue and barriers that the Humber faces in respect of skills, to
review employment and skill initiatives and recommend how the Humber should take advantage of opportunities arising from national skills
policy. The findings are linked to the outcomes in the Employment and Skills Strategy.
• The report identifies the following as areas to address in the Humber: skill shortages in the manufacturing / engineering and renewable energy
sectors, CEIAG refocus, promotion of apprenticeships, involvement of employers in schools / colleges,
upskilling the workforce, and tacking youth unemployment.

Employment
and Skills
Strategy, 20142020

• The LEP is committed to deliver a skilled, motivated and productive workforce to drive economic growth and sustainability for the Humber
region, which will help drive regeneration and innovation.
• Seven priorities outlined: Raising employer commitment and investment in skills at all levels; Fostering an inclusive, LEP-wide approach with
all key stakeholders; Influencing provision to better meet local economic need; Improving the quality, accessibility and dissemination of
labour market information and careers education, information, advice and guidance (CEIAG); Supporting people in finding and sustaining
employment, in progressing their own enterprises; Maximising the use of funding, including capital, to develop excellent learning
environments and facilities, leading to a more highly skilled current and future workforce; Extending residents aspirations to gain higher level
academic and vocational skills, including progression to HE.

Stage 1: Analysis and definition of local landscape

47

Policy

Policy Crossover - Is there a distinct difference in your local area or regional landscape compared with others? Cont’d
Policy

Description

East Riding
Economic
Strategy
2018-2022

• Sets out ambitions to become a competitive and resilient low carbon economy that supports sustainable and inclusive growth
• Four overarching priorities: business growth; lifelong learning; quality locations; sustainable economy. Priority 2 (lifelong learning) will support
pathways to progression, improve learning and employment outcomes and develop a skilled and productive workforce.
• East Riding LA (along with all the Humber LAs) champions the combined Humber Gold Standard / Quality in Careers Standard and deliver high
quality CEIAG for young people, broaden STEM participation via the Education and Skills Partnership and support the renewable energy sector
through the Green Port ‘Employment & Skills’ strand.

Hull City
Plan

• Launched in 2013, the City Plan aims to create 7,500 jobs for local people through various projects and investments. It sets out Hull’s ambition
to become a gateway to Europe and an integral part of the Northern Powerhouse of cities.
• Focusing on inclusive growth, the Plan has helped to support: a city-wide coherent education system, building entrepreneurial skills / attitudes
among young people, and improving access to good jobs, training and skills development.
• Green Port Hull – beneficiary of significant Regional Growth Fund funding secured to establish Hull and the East Riding of Yorkshire as a world
class centre for renewable energy; now home to Siemens Gamesa turbine manufacture facility.

North
Lincolnshire
Economic
Growth Plan

• The strategy looks to increase productivity, create higher level skills, higher level jobs, increase employment and improve infrastructure across
North Lincolnshire. This was developed in response to the UK’s Industrial Strategy.
• Two of the ten ‘ideas’ for growth are directly aligned to employment and skills: lifelong integration of skills and development (idea 7); and the
University Campus North Lincolnshire – providing higher level skills (idea 8). To achieve these outcomes, the LA plans to use devolved budgets
to push the skills agenda, support devolving administration of the Apprenticeship Levy and use capital funding to develop a multi-university
campus.

North East
Lincolnshire
Economic
Strategy

• The strategy sets out priority aspirations to: encourage businesses to invest and grow, support entrepreneurship, have a skilled and productive
workforce which can access fulfilling / well-paid jobs, build world-class infrastructure and ensure young people have aspirations which hold no
bounds.
• The LA focusses on improving the educational attainment of young people and preparing them more effectively for the world of work;
developing better career pathways including Apprenticeships and other vocational/academic learning; improving the quality and relevance of
training for unemployed adults; and encouraging more employers to invest in upskilling their workforce.
• The Council and its partners have developed a Skills Strategy to address these challenges.
• 8,800 new jobs and nearly 10,000 new homes will be delivered in Greater Grimsby as part of the Stage 1 Town Deal worth £67 million
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Policy
Policy Crossover - Is there a distinct difference in your local

Enterprise Zones - Is job creation or business growth within

The Humber has a very complimentary policy
landscape to other areas, having been developed
around the five foundations of the Industrial Strategy
White Paper: ideas, people, infrastructure, business
environment and places. Aspirations to improve
productivity are also set out across the Northern
Powerhouse, in which the Humber has an important
role to play in global transport connectivity and
sharing its specialisms in energy and manufacturing.
The Humber’s four key sector areas (set out in the
Humber Industrial Strategy Prospectus), demonstrate
the unique offer the area has, with focuses around
decarbonisation and clean energy, engineering &
assembly, energy intensive & continuous process
industries (including chemicals) and enabling services
(including ports & logistics and digital & professional).
The Humber’s aspiration to accelerate clean growth
on the Energy Estuary (with the Humber becoming a
net-zero carbon industrial economy by 2040) sets it
apart from other areas, and should be championed,
enabled and promoted.

The Humber has the largest Enterprise Zone in the
country, covering 1,238ha and comprising a package
of 30 sites. Many of these are primarily targeting the
offshore wind sector, including the Able Marine Energy
Park, Green Port Hull, Port of Grimsby and
Humberside Airport
Given the diversity of these sites and the broad spread
of them across the region, it is challenging to track job
creation and business growth within each location
through official statistics.
Evidence suggests that the Enterprise Zones are
performing well and are attracting new businesses
and jobs to the area. As of June 2018, 38 organisations
had located on the Humber Enterprise Zone including
the Doubletree by Hilton Hotel, Ron Dearing UTC and
Indivior’s £23m pharmaceutical research centre,
creating 454 new jobs.

area or regional landscape compared with others? Cont’d

Enterprise Zone locations?
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Policy

Universal Credit & National Minimum Wage - What
has been the impact of the introduction of Universal Credit and
National Minimum Wage?

The introduction of Universal Credit was aimed at
loosening the grip of poverty across the UK, with the
previous benefit and tax credit system being
eventually replaced. This was designed to create a
system which sought to respond better to people’s
changing circumstances as they move in/out the
workforce. Estimates from the Joseph Rowntree
Foundation suggest that nationally, the introduction
of Universal Credit is likely to increase incomes for
5.5million people and reduce incomes for around 3
million people (the majority of which are out-of-work
families). No data exists regarding the specific impact
of this on families in the Humber LEP area, although it
can be assumed that with a higher proportion of
people being unemployed, the Humber will be
affected by Universal Credit’s introduction and rollout and move to Universal credit from other benefits .
In April 2019, the National Living Wage was increased
to £8.21 per hour (a 4.9% increase on the previous
level). This followed recent significant increases over
the last three years since the National Living Wage
was introduced in 2016. Across the Yorkshire and
Humber region it is estimated that 56,900 workers are

currently on minimum wage, accounting for around
13% of all jobs in the Humber LEP. This rate is
particularly high in North East Lincolnshire, where
19% of workers are currently on the minimum wage
(the sixth highest level of 380 authorities across
England and Wales).
Research from the Low Pay Commission has found
that the recent uplift in the National Living Wage has
helped increase wages for the low paid with little
adverse impact on employment retention. However,
there has been an increasing impact on businesses,
particularly those dependent on low-wage
employment, and SMEs. For example, the British
Retail Consortium predicted that UK retailers would
have to find an additional £3bn per year to pay for the
increased wage burden, putting pressure on a sector
already struggling with online competition.
Source: Joseph Rowntree Foundation, Briefing: Where next
for Universal Credit and tackling poverty, 2019
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Implications for the Humber LEP’s Employment and Skills Board
incorporating the responsibilities of the Skills Advisory Panel
+ The Humber is a highly self-contained labour

market. This presents both opportunities and
challenges and makes it more vulnerable to economic
shocks.
+ There is a significant labour productivity gap in the
Humber, illustrated by 17% lower average output per
hour than England. workers, with an estimated 2.4% of
the workforce on zero hours contracts.
+ There are high levels of deprivation in the Humber,
with 22% of LSOAs1 in the Humber amongst 10% most
deprived nationally. Coastal and rural deprivation are
a notable feature. There are also concentrations of
government payments, for example 13.5% of
households in North East Lincolnshire claimed
Universal Credit. To underline the barriers to
participation, North East Lincolnshire scores 309th out
of 324 local authorities on the Social Mobility Index,
illustrative of the social mobility challenges which
exist.
+ The rurality and coastal nature of the Humber
presents barriers to delivery and access of skills
provision.

+ Below average working-age population and ageing

workforce contributes to a shrinking pool of labour
for employers to draw on
+ There has been strong employment growth in target
sectors and higher level occupations. To drive
inclusive growth, there is a need to facilitate a strong
match between the skills of the labour force and the
demands of employers
+ Economic inactivity is a feature of the Humber,
accounting for 23% of all working age residents. A high
proportion of those inactive want a job however, and
under-employment of the existing workforce is an
issue. This points to a lack of jobs, with the Humber
having 0.79 jobs per working-aged resident compared
to 0.87 nationally.

1. LSOAs = Lower Layer Super Output Area, one of the smallest statistical geographical areas
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Introduction
Stage 2 provides an in-depth analysis of the current and
future demand for skills in the Humber LEP area. It provides
an insight into the current business and employer
environments and how this impacting on demand for skills.
It also identifies the current strengths and weaknesses in the
local labour market and the variation between sectors and
occupations.

Key questions to be answered:

Headlines

Objectives:

•

•

•
•

•

At a high level, many of the Humber’s businesses are able
to access the skills they need to grow their business.
Specialist and technical jobs exhibit the highest skills
gaps.
The Humber has experienced strong growth in recent
years, particularly in tourism, property, professional
services and transportation sectors. The development of
the offshore wind sector has also created significant
employment.
Recent growth is expected to continue into the future,
with a range of major projects taking place across the
area.

Source: Skills Advisory Panels – Analytical Toolkit for Local Skills Analysis, 2018

•

•

•

What barriers are preventing businesses
from securing the labour to meet their skills
needs?

Defining the stock of employment and skills
that employers are requesting.
Building a picture of overall business
conditions, whilst also examining specific
factors for particular sectors and
occupations.
Identifying the changes and factors that
could impact on businesses recognising the
wide diversity among businesses (e.g. small
employers, large employers, both private
sector and public sector).
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Skills & Labour Supply
Skills Needs and Shortages - What skills are

employers demanding? Are these skills transferrable
or specialist? How are these skills likely to change in
the next 5 – 10 years?

In general, many businesses across the
Humber LEP area are able to attract the
skills they need for their business to grow
and expand. Only 13% of the Humber’s
businesses reported there being substantial
skills gaps, a similar level to the national
average (14%). Of those reporting a skills
gap, the most common skill required was
‘specialist skills or knowledge needed to
perform the role’, accounting for 36% of
businesses. Other common skills gaps
included ‘knowledge of products/service
offered by organisation’ (10%) and
‘customer handling skills’ (7%).
Occupations in which there were a high
proportion of skills gaps reported, includes
sales and customer service (21%),
administrative and clerical (20%) and
elementary (15%) occupations.
Source: Employer Skills Survey, ONS (2017)

Employer Reported Skills Gaps Breakdown by
Occupation

Proportion of Employers Reporting a Lack of Skills in the
Workforce
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Skills Needs and Shortages - What skills are employers

demanding? Are these skills transferrable or specialist? How
are these skills likely to change in the next 5 – 10 years? Cont’d

As the Humber’s economic evolution continues, the
types and levels of skills demanded will also change.
Data from Working Futures (developed in 2016 by the
UK Commission for Employment Skills) provided
detailed projections for each LEP on future industry
and occupations over a ten year period (2014-24).
Although this shows potential future skills gaps, these
projections do not take into consideration the growth
aspirations of local partners (e.g. LAs and LEP’s).
Sectors which are expected to have high demand for
employment over the next ten years includes
wholesale & retail (30,900 workers needed), health & Future Demand for Skills, 2014-24
social work (25,200), education (15,900) and
construction (14,400). When analysing the
occupations which are likely to develop in the future,
there is expected to be strong demand for higherskilled workers, with 60,700 more workers qualified to
L4+ needed within the next ten years (2014-24) in the
Humber.
Source: Working Futures, UKCES (2016)

Note: Net change shows the
expected number of workers
needed through net employment
growth.
Replacement demand shows the
number of workers needed to
replace the outflow of workers
from the labour force (e.g.
retirement, relocation).
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Skills & Labour Supply
Vacancies & Recruitment - What are the sectors and occupations with the

largest proportion of new vacancies? Do these require a specific qualification
level or course?

Of those vacancies which are hard to fill, those in skilled trades
(27%), professionals (14%) and machine operatives (13%) are the
hardest occupations to fill. This partly reflects the strong presence of
the manufacturing sector in the Humber, creating a strong demand
for skills (with skills shortages within the local workforce).
When the Humber’s businesses are recruiting, many still use
‘traditional’ methods, including word of mouth or personal
recommendations (39% of businesses). Other common recruitment
methods (which largely reflect those used nationally) include
placing adverts on their website (27%), promotion via social media
(24%) and using a government recruitment scheme (19%).

55
All Hard to Fill Vacancies Breakdown by
Occupation
Occupation

Humber

England

Managers

1%

3%

Professionals

14%

20%

Associate Professionals

12%

12%

Admin/clerical

5%

10%

Skilled trades

27%

21%

Caring, leisure & other

11%

10%

Sales & customer
services

8%

6%

Machine operatives

13%

7%

Elementary

8%

10%

Proportion of Businesses Using Recruitment Methods in the last 12 months

Source: Employer Skills Survey, ONS (2017); Employer Perspectives Survey, ONS (2017)
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Skills & Labour Supply
Vacancies & Recruitment - What are the

sectors and occupations with the largest
proportion of new vacancies? Do these require a
specific qualification level or course? Cont’d

Analysis of job postings in the Humber
reveals the jobs which are most in demand
across the area. Many of these are among
some of the largest in the Humber,
including
healthcare,
education,
manufacturing and transport.
Among the jobs most posted between
2016-19 in the Humber are nurses, HR
administrators, teachers, care workers,
manufacturing labourers and van drivers.
Many of these jobs require low to
intermediate skills which can be met
through qualifications delivered by existing
FE provision and/or apprenticeships.
Apprenticeships can be of degree level and
are often delivered in partnership with
universities. In the Humber’s case, the
University of Hull offers degree
apprenticeships.
Source: Job Posting Analytics, EMSI (2019)

Web Job Postings in the Humber by Occupation and Qualification
Needed
Occupation (SOC)

Common Jobs

Typical Qualification
Needed

Unique
postings
(2016-19)

Nurses

Registered Nurse, Staff Nurse

University course or
apprenticeship

9,225

HR Manager

Training course or
apprenticeship

6,412

Teaching Assistant, Nursery
Worker

University course or
apprenticeship

6,381

Care workers and home carers

Family Support Worker

Training course or
apprenticeship

5,700

Metal working production and
maintenance fitters

Maintenance Engineer

Training course or
Apprenticeship

4,832

Sales accounts and business
development managers

Business Development
Manager

Training course or
apprenticeship

4,696

Van drivers

HGV/Large Goods Vehicle
(LGV) Driver

Apprenticeship and Driving
Licence

4,601

Business sales executives

Sales Executive

University course or
apprenticeship

4,256

Other administrative
occupations n.e.c.

Administrative Assistant

Training course or
apprenticeship

4,113

Customer service occupations
n.e.c.

Customer Service
Representative

Training course or
apprenticeship

3,806

Book-keepers, payroll
managers and wages clerks
Primary and nursery
education teaching
professionals

Note: this only includes job advertisements posted online and analysed by
EMSI. This provides an indication as to jobs that have been advertised in the
Humber, although only captures those jobs which have been advertised
online (and not those posted elsewhere).
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Skills & Labour Supply
Vacancies & Recruitment

- What are the

sectors and occupations with the largest
proportion of new web published vacancies? Do
these require a specific qualification level or
course? Cont’d

When grouped according to their sector,
the most common sector for web job
postings is healthcare (with 9,750 postings
across
the Humber
LEP
area),
management positions (5,890), office and
administrative roles (5,890), education
(4,720), transportation (4,430) and
engineering (4,100).
Sector specialisms of the Humber
exhibited by the job postings data
includes healthcare and professional
services jobs in Hull, healthcare and
transportation in North-East Lincolnshire,
healthcare and education in North
Lincolnshire,
and
healthcare
and
management in East Riding.

Source: Job Posting Analytics, EMSI (2019)

Job Postings in the Humber by Sector, 2016-19
Hull

North-East
North
East Riding
Lincolnshire Lincolnshire

Humber

Humber %
of Postings

Healthcare

3,620

1,920

1,650

2,560

9,750

19%

Management

2,720

790

930

1,440

5,890

12%

Office &
Admin

2,160

820

910

1,310

5,200

10%

Education

1,710

970

1,090

950

4,720

9%

Transportati
on

1,200

1,260

1,020

940

4,430

9%

Engineering

1,590

580

860

1,080

4,100

8%

Sales

1,280

520

590

760

3,150

6%

Business &
Finance

1,340

270

380

420

2,420

5%

Tech

1,080

220

310

540

2,150

4%

Food
Preparation

690

390

260

580

1,920

4%

Community

550

260

210

810

1,830

4%

Professional

800

220

230

390

1,630

3%

Installation

580

340

360

290

1,560

3%

Construction

290

120

130

220

760

1%

Security

260

190

110

170

730

1%

Legal

300

40

40

120

500

1%

Note: this only includes job advertisements posted online and analysed by EMSI. This
provides a reasonable indication as to jobs that have been advertised in the
Humber, although only captures those jobs which have been advertised online (and
not those posted elsewhere).
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Skills & Labour Supply
Sector Growth - Which sectors are expanding? What are the

new emerging and growing sectors?

The Humber has experienced strong growth over the last
five years, with 10% more jobs in the area compared to
2012. This rate of growth is on par with that experienced
across the Yorkshire and Humber region and nationally
(both growing by 10%).
Strong growth in the Humber LEP area has been led by
the tourism (accommodation & food) sector (+40% more
jobs), property (+36%), professional services (+34%),
business administration (+29%) and transport & storage
(+29%).
Particular sub-sectors which have experienced strong
growth over the last five years includes activities
associated with the development of the wind sector
(including the construction and manufacture of turbines),
cargo and transport handling within the ports,
manufacture of kitchen equipment and management
consultancy activities.

Source: Business Register and Employment Survey, ONS (2018)

58
Sector Growth over the last 5 years (2013-2018)
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Occupation Growth over the last 5 years (2014-2019)

Occupational Growth - Which occupations are expanding? What

are the new emerging and growing occupations?

Over the last five years (2014-19), the occupational structure
of the Humber’s workforce has shifted, with more highervalue occupations present in the economy. However the
Humber has traditionally lagged behind in the proportion of
workers in ‘higher value’ occupations (38% in the Humber
compared to 47% nationally). There has been growth in the
number of people employed as managers, directors and
senior officials (+12%), professionals (+8%) and associate
professional and technical occupations (+12%), with levels of
growth comparable to the regional and national level.
Elsewhere, there has been a reduction in the number of
people within administrative and secretarial (-9%), sales and
customer service (-9%) and elementary (-3%) occupations.
Expected Growth by Occupations in the Humber, 2014-24
Future growth in occupations is expected to be strongest in
professional occupations, and the caring & leisure
occupations (reflecting strong demand for care workers to
support an ageing population). Despite some occupations
expected to experience job losses over the next ten years,
the high replacement demand means there will continue to
be a need for workers across all occupation levels.
Source: Annual Population Survey, ONS (2019); Working Futures, UKCES (2016)
Note: ‘Higher Value’ occupations are defined as those including manager, professional and associate professional & tech occupations.
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Economy and Labour Demand
Recruitment Practices & Retention - What do

current recruitment practices and retention rates look like?
How does this differ by sector, geography and skills levels?
How are these trends likely to differ in the next few years?
Which sectors / occupations have the highest staff and
talent retention? What factors influence retention (e.g. pay,
working conditions)?

Redundancy rates* per 1,000 employees were lower
in Yorkshire and the Humber region (2.9) than the
national average (3.7).
Across industries, redundancy rates are highest in
construction, logistics, hospitality and information &
communication, as well as the various financial
activity sub-sectors.
Recruitment practises used by businesses are
broadly similar in the Humber to England, although
at the national level employers are approximately
12% more likely to pay for a recruitment service.
Word of mouth being is by a significant margin the
most popular method of recruitment, being used by
around 40% of businesses to find new recruits.

60
Redundancies rates by industry, Yorkshire & Humber region

Manufacturing
Construction
Wholesale & retail trade
Logistics, hospitality, information &
communication
Financial & insurance and real estate
activities
Prof. scientific & technical, admin &
support service
Public Admin, Education & Health

2017
Q1
6%
4%
4%

2018
Q1
3%
7%
4%

Change on
year
-3%
+3%
0%

6%

6%

0%

5%

6%

+1%

4%

4%

0%

1.5%

2%

+0.5%

Recruitment methods used by businesses

Source: Employer Perspectives Survey (EPS); Labour Force Survey, ONS (2018)
*redundancy rates are based on the ratio of the redundancy level to the number of employees in the previous quarter, multiplied by 1,000.
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Economy and Labour Demand
Recruitment Practices & Retention Cont’d
Retention

The public sector enjoyed slightly better one year retention rates
(employee remaining in the same occupation after one year) than
the private sector as of June 2019 (ONS). The favourable difference
for the public sector amongst employees on permanent contracts
is small (2%) compared to employees on non-permanent
contracts (10%). In the workforce as a whole, the one year
retention rate for permanent contract workers was 23% higher
than for temporary contract workers, suggesting this as a
significant driver of retention rates.
Further analysis from the ONS shows age as having a significant
effect on retention rates. Age had the greatest effect on retention
rates in the private sector, where the range of retention rates
between ages is over 10% with younger workers less likely to be
retained.
The implications for the Humber region is mixed, as it has both a
slightly higher percentage (~0.3pp) of people working zero hours
contracts than the UK average (potentially suggesting more
precarious work and lower levels of retention), but also has an
older workforce than the UK average. As older workers are more
likely to be retained in the same occupation after one year, this
may offset the lower retention rates caused by non permanent
contracts.

One year retention rates by sector and nature of contract

%

Retention rates in the UK workforce by age group

Source: Annual Population Survey, ONS (analysis published 2019 based on latest 2017 data); Employer Skills Survey, ONS (2018)
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Economy and Labour Demand
Recruitment Practices & Retention Cont’d
Vacancies

In the Humber, Skilled Trades had the highest proportion
of unfilled vacancies after repeated attempts at
recruitment (‘hard to fill’) out of all occupations,
suggesting that the supply of skilled tradespeople was
insufficient to meet demand. This made up over a quarter
of vacancies in this occupation compared to just over fifth
in England.
Across the Humber, hard to fill vacancies were also more
prevalent in posts for machine operatives (+6%) and sales
and customer services staff (+2%), also suggesting unmet
demand for workers in these occupations in the Humber.

‘Hard to fill’ vacancies by occupation

Admin/clerical staff

Humber
%

England

5%

10%

Associate profs.

12%

12%

Caring & leisure

11%

10%

Elementary

8%

10%

Machine operatives

13%

7%

Professionals

14%

20%

Skilled trades

27%

21%

Source: Annual Population Survey, ONS (analysis published 2019 based on latest 2017 data); Employer Skills Survey, ONS (2018)
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Economy and Labour Demand
Wages in Sectors with Skills Gaps - What is the distribution of
wages in the sectors / occupations where there are skills gaps?

Manufacturing, Professional Services, Digital and
Construction currently experience a shortfall of
appropriately skilled labour in the Yorkshire and Humber
region. Unsurprisingly, wages in all of these sectors are
higher than average. Furthermore, wages are higher on
average across the UK than in Yorkshire and Humber for
each sector. However, in the Manufacturing and also
Construction sectors, the wage gap is within 6%, and much
smaller than other sectors, suggesting an especially high
demand for workers in these sectors in the region.
Currently, the supply of adequately skilled Tradespeople,
Professionals and Associate Professionals, and Machine
Operatives is less than optimal in the Yorkshire and
Humber. Unsurprisingly again, earnings of all of these
occupations (besides from Machine Operatives) are higher
than average, and earnings are again higher on average
across the UK than in Yorkshire and Humber. However, the
earnings gap between skilled tradespeople is nil, and is
only 4% amongst machine operatives, suggesting an
especially high demand for these occupations in the
Yorkshire and Humber region, given that the earnings gap
across the whole economy is 16.4%.
Source: ASHE, 2017

Median Wage in Sectors with Labour Shortages
Sector

YH Median Wage

UK Median Wage

Manufacturing

£28,300

£30,000

Professional
Services

£29,900

£36,000

Digital

£32,200

£40,800

Construction

£32,300

£32,600

Whole economy

£25,600

£29,800

Median Wage in Occupations with Labour Shortages
Occupation

YH Median Wage

UK Median Wage

Skilled trades

£27,400

£27,400

Professional
occupations

£36,000

£38,500

Associate
professionals

£29,800

£32,800

Machine operatives

£24,000

£25,000

Whole economy

£25,600

£29,800
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Jobs Growth & Unmet Demand - Which sector, occupations

64
Number of Additional Jobs in the Humber by Sector
(2013-18), Area & Occupation (2014-19)

Source: Business Register and Employment Survey, ONS (2018); Annual Population Survey, ONS, 2019

Locality
Occupation

Recent jobs growth has occurred across a wide range of
sectors, localities and occupations.
Sectors which have experienced strong growth in recent
years includes manufacturing, accommodation & food,
business administration & support and transport & storage.
Localities which have experienced the highest absolute
employment growth over the last five years are the East
Riding and Hull, accounting for 75% of growth across the
Humber.
Employment growth by different occupations has been
mixed, with strong growth experienced in higher-value
occupations, including associate professional & technicians
and managers & directors. The number of elementary and
skilled trades jobs has also growth strongly, reflecting the
growth of the manufacturing sector.
Data on page 53 shows the occupations which struggle to
recruit, with skilled trades (27%), professionals (14%) and
machine operatives (13%) being the hardest to fill.

Sector

and localities have seen the biggest growth in jobs filled and/or in
unmet demand?
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Cross cutting
Over-qualification - What proportion of employees have higher level skills than those required in their current jobs?
Data from the Employer Skills Survey reveals there is a higher proportion of under-utilised and mis-matched staff
in the Humber compared to nationally. The charts show that 53% of employers do not experience a mismatch,
and 61% of employers do not experience under-utilised staff. The Humber position is largely on par with the
England average.
However, 15% of employers in the Humber reported that mismatched staff was an issue, identifying that between
50 and 99.9% of their staff are over qualified for their role. This compares to 12% in England. Similarly, 12% of
Humber employers reported that under-utilised staff was an issue, with 50-99.9% of their staff affected. This
compares to 9% in England.
Proportion of Mis-Matched Staff (i.e. overqualified for role)

Proportion of Under-Utilised Staff (i.e. overqualified and
over-experienced for role)

Source: Employer Skills Survey, ONS (2017)

Automation - What proportion of jobs are susceptible to technological changes and in what sectors / occupations?
Insights into the susceptibility of jobs to technological changes is provided on page 118.
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Cross cutting
Employer investment in Skills - What is the rate of employer investment in

skills? Which sectors / occupations are investing in their workforce and at what skills
levels? For employers who are not investing in skills training, what are the reasons?
How large is training investment? What are the main barriers to skills development?

Many of the Humber’s employers are already investing in upskilling their
workforce according to the 2017 ONS Employer Skills Survey, with half of
employers training at least 80% of their staff over the last 12 months.
Over two-thirds of employees in the Humber have received between one
and six training days over the last 12 months. The Humber area does lag
behind national levels when it comes to training, with only 39% workers
in the Humber receiving five or more days or training over the last 12
months compared to 43% nationally.
Number of Training Days in Last 12 Months

Source: Employer Skills Survey, ONS (2017)

% of Staff Trained in the Last 12
Months in the Humber
Proportion
of Staff

Humber

England

0-20%

7%

7%

20-40%

15%

17%

40-60%

21%

17%

60-80%

10%

13%

80-100%

5%

4%

100%

37%

36%

>100%

5%

7%
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Cross-cutting
Future demand for Labour
There are a number of recent and future major projects/ potential projects taking place across the Humber which
are expected to generate considerable demand for employment across a range of sectors.
Project

Number of Jobs Created
/ Likely to be Created

Brief Description

Green Port Hull, Siemens wind
turbine and installation facilities,
Alexandra Dock

1,000 directly, 1,000+
indirectly

310 million investment by Siemens Gamesa and Associated
British Ports (ABP). Manufacturing offshore wind turbines.
Began operations in 2017

Yorkshire Energy Park, East Riding

4,500 jobs

New spaces for businesses, National Centre of Excellence for
education, data centre, building materials and testing facility

Brough South mixed-use
development

700 permanent jobs, 200
jobs during construction

125-acre residential, retail, commercial and leisure
development. 750 new family homes. Expected completion
2025.

Hornsea One and Two (under
development), Three and Four
(proposed) offshore wind farms,
Ørsted

500 long-term jobs from
2020 onwards.
Potential increase if Three
and Four are constructed

Hornsea One will be the largest offshore wind farm in the
world. Completion 2020. Operations base in Grimsby.
Hornsea Two, operational 2022. Hornsea Three application
submitted and Four in pre-application stages.

Source: Raconteur, Siemens, Yorkshire Energy Park, ABLE UK, The Horncastle Group
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Cross-cutting
Future demand for Labour
Project

Number of Jobs Created
/ Likely to be Created

Brief Description

Humber Enterprise
Zones

454 jobs created 2017/18
with more expected in the
future

Scheme established in 2012 to promote business growth in certain areas
through financial incentives and support.
Sectors targeting: energy and renewables; ports and logistics; chemicals;
engineering and manufacturing; digital; food; and tourism

Albion Square
Redevelopment, Hull
City Centre

540 full-time jobs

Multi-use development incorporating 10 new retail units, 278 homes, a
small amount of office space and an ice complex. Construction tender
published June 2019

Riverside Berth Cruise
Terminal

118 jobs

New port and cruise ship services. Aim to make Hull a new European
visitor destination. Public partner TBC. Project completion due 2022.

HMP Full Sutton prison
expansion

389 more positions to fill,
plus jobs created during
construction

Application for expansion for a new 1,440 capacity category C
resettlement prison was approved September 2019 to open in 2024.

Siemens Mobility, Goole

700 jobs plus 250 during
construction

There are plans for a rail manufacturing site in Goole, with phased
development for a 67-acre site set to begin in 2019. New factory is
expected to create up to 700 skilled jobs in engineering and
manufacturing, as well as employing an additional 250 people during the
construction phase.

Source: Humber LEP, Hull City Council, City Plan Hull, Department for Justice
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Policy
Programmes Supporting the Local Population - What opportunities are there to a) upskill the ageing population who wish
to continue working and b) reskill those in jobs susceptible to technological change (e.g. automation)?

There exist a number of programmes and potential opportunities going forward which aim to support and train
local people, helping them to achieve sustained employment and/or protect them from technological change
taking place on a global scale.
Scheme

Implications

National
Retraining
scheme

• The former chancellor pledged £100 million for the first phase of the National Retraining Scheme, announced in the last Budget,
which will prepare adults for future changes to the economy (as a result of automation) and help them retrain into better skilled
jobs. The scheme will be available for adults who are 24+ years, who are qualified below degree level and increase access to learning
and training opportunities.
• The programme offers tailored advice / guidance, functional skills provision (focusing on Maths and English), flexible online training
and technical on-the-job training.

Local Digital
Skills
Partnerships

• The Digital Skills Partnership (DSP) brings together public, private and charity sector organisations to help increase the digital
capability of individuals and organisations in England. This supports the UK’s aspiration to become a world-leading digital economy.
• Cross sector delivery groups have been set up to address four priorities: increase the coherence of digital skills provision, develop
local digital skill partnerships, increase digital enterprise and support computing in schools. Six Local Digital Skill Partnerships have
been set up since 2018 and it is expected the Government will call for more LEPs / CAs to register interest.
• 4 LEPs were recently awarded grant funding as part of the £6m Digital Skills Innovation Fund, which supports people moving into
digital roles. The programme will run until Summer 2020.
• The Humber LEP is planning to develop a local Digital Skills Partnership in the near future.

Work &
Health
Programme

• Helps people with health conditions or disabilities, and those unemployed for more than two years find and keep jobs. Voluntary,
unless unemployed and claiming unemployment benefits for 24 months. The programme targets people, who with specialist
support, are likely to be able to find work within 12 months. Contracts have , been awarded for the Humber area, with Reed in
Partnership winning the overarching North East England contract (which included Humber), and subsequently sub-contract delivery
to Inspire to Independence (I2I) in Hull and the East Riding, to Standguide in North and North East Lincolnshire.

Source: Various
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Policy
Supporting Sustained Employment - What incentives encourage sustained employment? What programmes are there to
support access, identification and take-up of training?

There are a number of initiatives/campaigns
employment such as:

across the Humber area which help encourage sustained

Scheme

Implications

Fuller Working
Lives

• Recommendations around flexible working, retraining for a new career, self-employment, volunteering and phased retirement are
put forward in the policy paper. The government will develop an evidence-based case for action; support those who need more
help – including women, carers, people with long-term health conditions and disabilities and black and minority ethnic groups;
reform the Adult Skills system and improve Jobcentre Plus for older people.
• The government has pledged to ensure individuals can access personalised and tailored employment support and streamline the
assessment process to improve access to employment support.
• The government have also pledged to empower those furthest away from the labour market who wish to seek employment or
develop their skills. The Humber LEP will continue to focus on this age group.

CEC Careers
Hubs,

• In 2017, the DfE launched a National Careers Strategy which sets out requirements for secondary schools and colleges to help
adopt Gatsby benchmarks as best practice , improve the quality of careers provision, and work more closely with employers and
career professionals. Objectives are that by the end of 2020, every school and college should use Gatsby benchmarks to improve
careers provision and offer Year 7 – 11 pupils at least one employer encounter per year.
• The Humber LEP is delivering one of the CEC initial 20 pilot Careers Hubs.
• The Humber LEP has three Enterprise Co-ordinators in place to deliver the Enterprise Advisor Model – enabling volunteers to work
with senior leadership teams in schools / colleges to shape careers provision. The LEP currently has X currently ( Nov 19)
• Priority 4 of the current Humber LEP’s Employment and Skills Strategy will directly contribute to this policy.

Employment Initiatives - What proportion of the workforce take part in government’s employment initiatives?
There is no publicly available data to show what proportion of the workforce is currently enrolled in one of the
government's employment initiatives.
Source: DfE Careers Strategy, 2017
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Implications for the Humber LEP’s Employment and Skills
Board incorporating the responsibilities of the Skills Advisory
Panel
+ In general, many businesses across the Humber

+

report they can access the skills they need for
their business to grow and expand. However, 13%
of businesses report a substantial skills gap.
Hard to fill vacancies are also a feature in the
Humber, particularly in skilled trades, professionals
/ associate professionals and machine operatives
occupations. Tackling identified skill gaps and
shortages is key to enhancing business
competitiveness and productivity.
Sectors which have experienced strong
employment growth in recent years include
tourism, property, professional services, business
administration and transport and storage. The
occupational profile of the Humber workforce has
also shifted, with growth experienced in higher
value
occupations
such
as
managers,
professionals and associate professionals. There
are a number of major projects in the pipeline in
the Humber which will need to be serviced by
additional labour. The skills system needs to be
responsive to these changing demands.

+ Barriers to investment in training by employers

+

do exist. Whilst many of Humber’s employers are
investing in upskilling their workforce, the amount
of training days that the Humber’s workers receive
lags behind national averages.
Forecasts of labour demand points to high
demand within sectors such as wholesale and
retail, health and social work, education and
construction. Whilst employment in the
manufacturing sector is expected to decrease in net
terms, there is a high degree of replacement
demand required to address the outflow of workers
due to retirement, relocation etc. There is also
expected to be strong demand for higher skilled
workers, with over 60,000 more workers qualified
to Level 4+ needed by 2024 within the Humber.
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Introduction
Stage 3 provides an analysis of the current skills supply and
availability in the Humber. This includes identifying the
current characteristics of the workforce, future demand for
skills across the Humber region and outlining the challenges
which the region faces in meeting these demands.

Headlines
•

•
•
•

There is a diverse range of education providers including
five FE colleges (all who deliver higher level courses) ,
four Sixth Form Colleges, two University Technical
Colleges and university education provision delivered by
the University of Hull plus over 300 private training
providers.
Skill levels across the Humber region are lower than
those experienced nationally and regionally.
The Humber has higher proportion of economically
inactive residents, with these having relatively low
qualifications.
Brexit poses a long-term challenge to workforce supply in
the future, particularly given the area’s dependency on
migrant workers

Key questions to be answered:
•
•

Are there provisions in place to ensure the
labour force will have skills for current and
future demand?
What are the reasons that may prevent this?

Objectives:
•
•
•
•

Determining the characteristics of the
current workforce.
Defining skill stocks.
Outlining the challenges that restrict the
local area from providing the labour force
with required skills.
Defining potential changes to the local area
and labour force that will affect the flow of
desired skills for businesses.

Source: Skills Advisory Panels – Analytical Toolkit for Local Skills Analysis, 2018; 3 LEPs Economic Migrant Survey, 2017
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Skills & Labour Supply
Courses & Training Provision - What courses and training provisions are on offer? Do these provide the current and future
skills to satisfy the demand from employers?

The Humber region has a range of education providers including five FE colleges, four Sixth Form Colleges, two
University Technical Colleges and university education provision delivered by the University of Hull. A new
University Campus opened in Scunthorpe in September 2019 and plans for a new University Campus with the
University of Lincoln and Grimsby Institute are currently being exploredy. This is in addition to over 300 private
training providers.
Large Providers

Number of
Students

University of Hull

16,000

Offers a range of higher education courses across science, engineering, arts, culture, health sciences,
business and education. Has a joint medical school with the University of York – Hull York Medical School.

University Campus North
Lincolnshire - Scunthorpe

1,500

The UCNL is a new campus which opened in September 2019 and will eventually provide up to 1,500
university-level places in the town.

Hull College

13,400

Delivers a wide range of subjects, including art & design, business, catering & hospitality, computing,
construction & green energy, creative & digital media, engineering, healthcare, education, motor vehicles,
music & the performing arts and sports.

Grimsby Institute

13,098

Offers a range of courses across further and higher education since the transformation inclusive of the
University Centre Grimsby and the Engineering & Renewable Energy Centre.

539

Modal, part of Grimsby Institute offers driver, logistics and health and safety training. The Humber
Maritime College offers a range of training programmes and cadetships in the maritime and offshore
industry.

Modal Training Centre

East Riding College
Source: Provider Websites

6,100

Course Offer

Primarily based across two main sites in Beverley and Bridlington, the college offers a range of further and
higher education courses, in addition to part-time courses and apprenticeships.
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Skills & Labour Supply
Courses & Training Provision - What courses and training provisions are on offer? Do these provide the current and future
skills to satisfy the demand from employers?

The Humber region has a range of education providers including five FE colleges, four Sixth Form Colleges, two
University Technical Colleges and university education provision delivered by the University of Hull. A new
University Campus opened in Scunthorpe in September 2019 and plans for a new University Campus with the
University of Lincoln and Grimsby Institute are currently being explored. This is in addition to over 300 private
training providers.
Large Providers by size/type

Number of
Students

Course Offer

University of Hull

16,000

Offers a range of higher education courses across science, engineering, arts, culture, health sciences,
business and education. Has a joint medical school with the University of York – Hull York Medical School.

Hull College

13,400

Delivers a wide range of subjects, including art & design, business, catering & hospitality, computing,
construction & green energy, creative & digital media, engineering, healthcare, education, motor vehicles,
music & the performing arts and sports.

Grimsby Institute

13,100

Offers a range of courses across further and higher education since the transformation inclusive of the
University Centre Grimsby and the Engineering & Renewable Energy Centre.

East Riding College

6,100

Primarily based across two main sites in Beverley and Bridlington, the college offers a range of further and
higher education courses, in addition to part-time courses and apprenticeships.

North Lindsey College ( Now
DN2 group)

6,000

Located in Scunthorpe (and an associate college of the University of Lincoln) the college offers a range of
further and higher education courses, including in business, education, construction, digital, engineering,
health, motor vehicles, performing arts and travel & tourism.

Bishop Burton College

3,000

Located on the outskirts of Beverley, the college offer courses across a range of subjects, with degree and
further education courses offered. The college has a specialism in land-based courses, including
agriculture, animal management, equine, environmental sciences and horticulture. It is also a regional
centre of excellence for sport.

Source: Provider Websites & Ofsted *rounded to nearest 10
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Skills & Labour Supply
Courses & Training Provision - What courses and training provisions are on offer? Do these provide the current and future
skills to satisfy the demand from employers? Cont’d
Large Providers by
size/type
Franklin College

No. of
Students
1,900

Course Offer

Located in Grimsby, the college offers further education courses across a wide range of subjects, including
business, creative arts, health care, humanities, digital, languages, culture, science, maths and sport.

Goole College

300

Part of the Hull College Group, the college offers a range of further education courses in catering & hospitality,
construction, engineering, hairdressing and health & care.

Wyke 6th Form
College

1,920

The largest sixth form college in Hull, offering a range of A Levels and BTEC qualifications

John Leggot Sixth
Form College

1,750

A sixth form college in Scunthorpe offering a wide range of courses including A Levels and BTECs

Wilberforce Sixth
Form College

1,300

Located in Hull, the college has over 1,300 students, studying a variety of further education courses (including A
Levels and BTECs). Courses taught include art, business, engineering, healthcare, humanities, digital,
languages, maths, media & performance, science, sport and travel & tourism.

Ron Dearing UTC

600
capacity

Having opened in 2017 in Hull, the UTC is sponsored by the University of Hull and local businesses. It has a
specialism in Digital Technology and Mechatronics, with students focusing on engineering and STEM subjects.

Engineering UTC
Northern Lincs.

140

Located in Scunthorpe, the UTC is sponsored by the University of Hull and local businesses. Its specialism is
around Renewable Energy, with a focus on technical education, particularly in engineering and STEM subjects.
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Skills & Labour Supply
Skills & Employability Interventions - Are training

providers (education and employers) providing the labour
force sufficient opportunities to reskill?

A desk-based audit of provision of wider skills and
employability interventions found that there are a
number of current interventions providing
additional services for local people across a range
of different service types, including training,
support with employability and work placements.
There are also services offered by independent
training providers across a broad range of
subjects.
A full list of some of the interventions currently
being delivered is provided overleaf.
Service Type Available in the Humber

Characteristics of Delivery Bodies and Funders
Type of Delivery
All
Services

LA
Funded

Public

Private

Unknown

Total

No. of schemes

10

7

16

33

Annual Value (£m)

1.4

9.8

13.7

24.9

6

2

5

13

1.4

8.3

7.7

17.4

2

9

0

11

0.4

14.4

0

14.8

No. of schemes
Annual Value (£m)

ERDF /
ESF
Funded

No. of schemes

Central
Gov’t
Funded

No. of schemes

0

1

1

2

Annual Value (£m)

0

0.8

3.0

3.8

Other
Public
Sector

No. of schemes

3

1

5

9

Annual Value (£m)

0

0.7

5.4

6.1

Annual Value (£m)

Source: Provider Websites / Hatch Regeneris
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Skills & Employability Interventions - Are training providers (education and employers) providing the labour force

sufficient opportunities to reskill? Cont’d

There are a range of skills and employability interventions and investment in facilities to create new and
improved learning opportunities across the Humber LEP region. Combined these account for nearly £25 million
of investment, aimed to support over 5,000 people.
Intervention

Leading Organisation

Careers
Quality in Career Standards
Implementation
Primary Kite Mark
Careers Hub
Improving Careers Services/ LMI

Intervention

Leading Organisation

Workforce Participation
Humber LEP

Springboard NEET programme

Humber Learning Consortium

Humber LEP
Humber LEP and the CEC

In to Work
Exploring Opportunities BBO Humber

Maximus
Humber Learning Consortium

The CEC , Humber LEP and the 4
constituent LAs

Action Towards Inclusion - BBO (YNYER)

Your Consortium

Skills Support for the Workforce Humber

HCUK Training (Hull College)

Bridging the Gap careers Portal

Humber LEP & 4 Local Authorities

Work Experience Pilot

Humber LEP and Humber Learning
Consortium (HLC)
Funding Call Live

Humber Skills Pledge

Humber LEP and HLC

Accelerate - NEET

Aspire-lgen

Future Leaders Programme
Catch Energy Offshore

Health Education England
North East Lincolnshire Council

Apprenticeship Employer Toolkit
Skills Support for the Unemployed
Ex-Offender Pilot

Humber LEP
APMHCUK
Funding Call Live

Environmental Logistics Learning Hub

Grimsby Institute

Humber Skills Capital Programme

Humber LEP and providers

Humber Employability Passport Validation

Sector-Specific

Advanced Engineering Training Centre
HETA
Yorkshire and Humber Institute of
To start deliver Q4 2019
Technology
National Skill Centre for Renewables
North East Lincolnshire Council
Skills Capital: Humber Healthcare Academy Grimsby Institute
Constructing Future Growth
Grimsby Institute and partners
Goole College Skills Workshop
Hull College Group
Modernisation and Logistics Hub

Community
Hull Community Led Local Development

Hull City Council

North Lincolnshire Community Led Local Development
Next Level
Ongo – Raising Aspirations

North Lincolnshire Council
Ongo Communities
Ongo Communities

Community Grants

Humber Learning Consortium
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Skills & Labour Supply
Barriers to Provision - What are the barriers to take up courses and other training provisions?
In the Humber, the most common barrier to the provision of training days is employers inability to spare the staff
time (58% of business report this barrier). Lack of funds is another important reason (40% of businesses) although
not as common a barrier as is seen nationally (49%). A further important reason is not being able to find the time to
organise training (15% of businesses). Overall the barriers seen in the Humber are largely reflective of the barriers
seen nationally.
Proportion of
Businesses who have
faced Barriers to
Training in the last 12
months

Source: Employer Skills Survey, ONS (2017)
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Skills & Labour Supply
Skills within the Local Population - What qualifications and skills do the population hold? Are they sector / occupational

specific?

Compared to national and regional levels, the Humber has a relatively low qualified workforce, with just 26%
of the working age population qualified to NVQ Level 4 or above compared to 35% nationally. Although this
partly reflects the different nature of jobs in the Humber area (being more industrial in nature and therefore
employing a more low skilled / low paid workforce), it is still represents a lack of highly-qualified people. There
is a much higher proportion of people with no qualifications or that hold NVQ Level 1 qualifications,
accounting for 24% of working age people (compared to 19% nationally).
Qualification levels in Hull, North-East Lincolnshire and North Lincolnshire are all below levels obtained across
the Yorkshire and Humber Region, although skill levels are higher in the East Riding, with these comparable to
those experienced across Yorkshire and Humber.
Qualification Breakdown

Source: Annual Population Survey, ONS (2018)

No
Quals

Other

NVQ1

NVQ2

NVQ3

East Riding

9%

11%

11%

17%

19%

33%

Hull

11%

17%

12%

16%

20%

24%

NE Lincs

10%

14%

14%

21%

18%

23%

N Lincs

11%

15%

15%

19%

17%

23%

Humber

10%

13%

13%

18%

19%

27%

Yorkshire &
Humber

9%

11%

11%

17%

19%

33%

England

8%

8%

12%

16%

17%

39%

Area

NVQ4+
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Skills & Labour Supply
What is the trend of people holding lower and higher level qualifications?

The chart tracks the change in higher level qualifications (NVQ Level 4+) and lower level qualifications (below NVQ
Level 2) over time.
The two England lines intersect in 2007, marking the point at which more people in England had higher than
lower level qualifications. This intersect occurred for the Humber in 2012: a five year delay.
Percentage of working age population by qualification

The gap between the proportion of higher
and lower skilled people in England has
widened steadily since 2007. In contrast,
after expanding until 2016, this gap has
narrowed in the Humber in the past couple
of years, indicating that a decreasing
proportion of Humber LEP residents have
higher level qualifications.

Source: Annual Population Survey, ONS (2018); DfE data (2018)
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Skills & Labour Supply
What is the trend of people holding lower and higher level qualifications? Cont’d

The table shows comparative
measures of KS4 performance in the
Humber LEP and England. Average
attainment per pupil was similar
between the LEP and England,
Within the LEP, East Riding had the
highest attaining pupils by a
significant margin.
In terms of pupil progress (i.e.
progress from end of primary school
to Key Stage 4 at age 16 in terms of
attainment), the Humber LEP also
performs slightly better than average
(indicated by a positive number) –
although average attainment of
pupils achieving higher level grades
9-5 in their GCSEs is 4.3 percentage
points below the England average.
The East Riding out-performs the
England average on each measure.

Average Attainment
score per pupil

Average Progress score

% pupils who achieved %pupils who achieved
grade 9-4
grade 9-5

44.9

0.015

62.9

39.2

44.5

-

64.4

43.5

Kingston upon Hull,
City of

43.3

-0.08

57.1

32.9

North East
Lincolnshire

43.4

-0.03

60.8

36.6

44.8

0.11

64.5

40.9

48.1

0.06

69

46.3

Humber LEP (average)
England

North Lincolnshire
East Riding of
Yorkshire

Source: Annual Population Survey, ONS (2018); DfE data (2018)
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Skills & Labour Supply
Participation in further education by year and level

How is participation in Further Education been changing?

The graph shows participation in further education in the Humber LEP, across all funding streams and providers.
Participation has declined by 7,820 enrolments from the 2014/15 level, with the decrease coming uniformly at all
levels, besides from an acute drop in level 2 learning.
DfE data breaks down age of learners as under 19 and 19+. Between the academic years 2014/15 and 2017/18,
learners under the age of 19 decreased by 2,990, whilst learners over the age of 19 fell by 4,850. This reflects a
number of factors including a declining population in young and working age cohorts, and changes made to
funding of Further Education for those aged 21+ including the impact of the Advanced Learning Loan for 21+.
Source: DfE data - Participation by Provider by Funding Stream, Learner and Learning Characteristics 2017/18
Please refer to page 162 for details relating to the level of qualifications.
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Qualification Profile of the Humber’s Sectors, 2011

Skills within the Local Population - What

qualifications and skills do the population hold? Are they
sector / occupational specific?

There is a range of different qualification levels
within the Humber’s residents. Sectors which have
relatively low qualification levels include transport
& storage, admin & support and accommodation &
food. Sectors with high levels of qualifications
includes education, professional services and
information & communications.
The occupational profile of each sector also varies
considerably across the Humber. There is a high
proportion of professional occupations in the
public administration, education & health and
banking, finance and insurance sectors, mirroring
those which also have a high qualifications profile.
By comparison, the distribution, hotels &
restaurants and transport & communications
sectors have a much lower-value occupational
profile (with high numbers of elementary
occupations), mirroring relatively low qualification
levels within these sectors.
Source: Census, ONS (2011); Annual Population Survey, ONS (2018)

Occupation Profile within the Humber’s Sectors, 2018
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Level of Apprenticeships Undertaken across Humber LEP, 2017/18

Skills within the Local Population - What

qualifications and skills do the population hold? Are they
sector / occupational specific? Cont’d

Apprenticeships play an increasingly important
role in providing technical skills to people across
the Humber LEP area. In 2017/18, there were a
total of 6,800 participating in apprenticeships, of
which 58% were at intermediate apprenticeship
level, 38% were at advanced level and 4% at
higher level.
Around 40% of apprenticeships undertaken in
the Humber LEP were in the East Riding, 32%
were completed in Hull, 17% were in North
Lincolnshire and 11% were in North East
Lincolnshire.
The total number of apprenticeships undertaken
has increased slightly over the last four years,
with 6,800 in 2017/18 compared to 6,150 in
2014/15 (+10.5%). There has been growth in the
numbers undertaking advanced and higher
apprenticeships, whereas the
numbers
undertaking intermediate apprenticeships has
remained largely steady over the period.
Source: DfE Apprenticeships Data (2019)

Type of Apprenticeships undertaken across Humber LEP
2014/15-2017/18
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Ethnic group (1), apprentice level (2), and gender breakdown (3)
of apprenticeships undertaken in the Humber LEP, 2018

What is the sex and ethnic composition of
apprentices?

The top graph shows the types of
apprenticeship studied by ethnic group in
the Humber LEP in the academic year
ending 2018, with the middle graph
showing the ethnic composition of
apprentices
by
each
type
of
apprenticeship.
Advanced apprenticeships made up the
largest relative proportions in white and
multiple ethnic groups; whilst white was
the largest ethnic group in all types of
apprenticeship by a large margin,
especially in higher and advanced
apprenticeships.
The bottom graph shows the types of
apprenticeships studied by gender.
Females studied for advanced and higher
apprenticeships as a proportion more than
males did; with males studying
intermediate apprenticeships more than
other types.
Source: DfE DataCube (2019)

1

2

3
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In what sectors are apprenticeships in the
Humber LEP?

The adjacent chart shows the
proportion each type of apprenticeship
makes up in each sector, with the white
numbers indicating the number of
apprenticeships by type.
Advanced apprenticeships form a
substantial share of most sectors’ total
apprenticeships in the Humber, with
the exceptions of science and
mathematics; and retail.
Business administration and law,
health and public services, and
engineering and manufacturing had
the largest total numbers of advanced
apprenticeships.
There were no higher apprenticeships
in leisure, travel and tourism;
agriculture, horticulture and animal
care; art, media and publishing; and
education and training – indicating a
potential supply gap if demand is
proven.

Source: ESFA DataCube (2019)

Apprenticeships studied in the Humber LEP by sector and level,
2018
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Skills Supply – Is the local population over or under qualified?
As highlighted on page 80, the Humber’s population is underqualified compared to nationally, with a lower
proportion of the population qualified to NVQ Level 4 or above. Although this reflects the current type of jobs in
the Humber area, it still represents an under-qualified workforce.
In general, many businesses across the Humber report they can access the skills they need for their business to
grow and expand. However, 13% of businesses report a substantial skills gap. Humber’s key industries also
report skills shortages, with concerns that the local population is lacking in some of the skills required to
support sector development. As highlighted through the Sector Skills Gap Reports (more insights are provided
on page 123/124, developed as part of the Skills Support for the Workforce Programme, a number of sectors
within the Humber’s economy (including construction, digital, engineering & manufacturing, health & social care
and the visitor economy) all report skills gap.
Despite there being a number of skills gaps, and Humber’s qualification levels being lower than those nationally,
data from the Employer Skills Survey, shows that there is a slightly higher proportion of under-utilised (i.e.
overqualified) staff in the Humber (see page 65). The high proportion of lower-value jobs in the Humber
(requiring lower qualification levels) means that Humber’s current workforce is not being fully maximised.
Unlocking new higher-value jobs will help reduce the proportion of the workforce currently underutilised and
ensure those with high-level skills are optimized.

Source: Mid-Year Population Estimates, ONS (2018)
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Population Growth

Changing Demographic Profile - How has the demographic

profile of the local area changed over the past 5 years? How will this
impact on future labour supply?

The Humber has experienced low overall population
growth compared to national and regional comparators.
The overall population has grown by just over 2% over the
last ten years compared to 8% nationally. There has been a
shift in the age profile of the population, with a reduction in
the working age population (falling by nearly 3% since 2011,
compared to 4% growth nationally) and substantial growth
in the number of people aged over 65.
The continued decline of the working age population has had an impact on the number of young people in the
Humber, although this position has improved since 2015. There has been strong growth in the population aged
over 65, +22% since 2007. The ageing population trend (although a national issue) is greater in the Humber area
with a diminishing working age population to support it, creating a greater dependency on working age people.
Population Growth (Aged 0-15)

Population Growth (WAP)

Source: Mid-Year Population Estimates, ONS (2018)

Population Growth (Aged 65+)
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Skills & Labour Supply
Qualification Levels of Inactive Workforce - What

qualifications do the active workforce hold in comparison to
the inactive?

Qualification Levels of Active & Inactive Workforce

Evidence from the 2018 Annual Population Survey
shows that the qualification levels of those currently
economically inactive are generally much lower
than those currently economically active.
Of those currently economically inactive in the
Humber, 66% have achieved NVQ Level 2 or lower
(equivalent to 5 or more GCSEs at A*-C). This is a
higher proportion than nationally (58%) reflecting
the high barriers that people with low qualification
levels have in the Humber area in accessing
employment.
By comparison, the active workforce in the Humber
has a higher qualification level, with 50% having
achieved NVQ Level 3 or above (equivalent to A
Level qualifications). This is below average when
compared to 60% of the active workforce in
England.

Source: Annual Population Survey, ONS (2018)
Note: NVQ Level 2 will soon be redefined as GCSE results are now numerical levels. Grades A*-C now equates to Grades 4-9.
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Skills and Economic Activity
(all areas
Humber, bar
England)

Aged 65+ (2018)

% with no
qualifications (2011)

% with NVQ4+
(2011)

% non-retired economically
inactive, 2011

% of LSOAs in top 20% most
deprived, 2019

Coastal (all)

19.9%

30.2%

16.9%

15.3%

50%

Coastal-Urban

18.6%

30.8%

16.2%

15.9%

56%

Coastal-Rural

27.8%

26.6%

21.4%

11.3%

11%

Urban

19.1%

28.7%

18.2%

15.1%

37%

Rural

25.3%

23.0%

25.7%

10.4%

3%

Humber (total)

20.9%

27.2%

20.1%

15.5%

28%

England (total)

18.2%

22.5%

27.4%

16.4%

20%

Small areas (LSOAs) within the Humber LEP have been classified as rural, urban and coastal. Factors include:
+ Coastal-rural areas have the oldest population, slightly more so than Rural (all) and significantly more than all
other types of area. Generally, rural populations are older than urban populations in the Humber by around
6%.
+ Coastal-Urban areas had the highest proportion of people with no qualifications (NVQ) at the last census in
2011. Generally, coastal areas had the most people with no qualifications and fewer people with high level
qualifications, and the highest levels of deprivation.
+ Coastal and Urban areas had significantly higher levels of economic inactivity than rural areas.
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Skills & Labour Supply
Commuter’s Skills - Which skills do the commuting

workforce bring to the local area?

Skills data on those commuting into the Humber
area is limited, although data from the 2011
Census does provide some indication as to the
qualification levels of in-commuters.
Using data on the distance travelled by people
living in the Humber area, data suggested that
those who have higher qualification levels tend
to undertake longer commutes, with 38% of
those with degree-level qualifications (Level 4+)
commuting more than 10km to travel to work
compared to only 20% of those with no
qualifications.
It could therefore be indicated that those
commuting into the Humber LEP area tend to
have higher levels of qualifications.
The specific skills these in-commuters have is
difficult to determine from available public data.

Source: Census, ONS (2011)

Distance travelled to work by the Humber’s
residents, based on their qualification
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Skills & Labour Supply
Leaving Destinations - What proportion of school leavers go into

Further Education or university?

Data from the DfE shows that the majority of school leavers
continue into education once they complete their studies:
85% of KS4 leavers (in education or training) in the Humber
continue in education, which is a similar rate to the regional
and national picture. In addition to this, a slightly higher
proportion of young people progress into apprenticeships
after KS4, accounting for 7% of leavers (compared to 5%
nationally).
There is a slightly higher differentiation between KS5
leaving destinations, with more young people in the
Humber going into employment once they have completed
their studies. Just over one-in-five (21%) leavers went
straight into employment, a similar level to national data.
By comparison, 58% of leavers in the Humber continued in
education compared to 62% regionally and 61% nationally,
with a slightly higher proportion undertaken
apprenticeships (8% in the Humber compared to 6%
nationally).

Destinations of KS4 Leavers

Destinations of KS5 Leavers

Source: Destinations of KS4 (age 14-16) and KS5 (age 16-18) pupils, Department for Education (2017)
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Economy and Labour Demand
Graduate Destinations (by Sector) - What

proportion of education leavers progress into high growth
sectors / occupations?

Nationally graduates progress into a range of
different sectors. When analysing the make-up of
graduate jobs across the Yorkshire and Humber
region, the largest sectors in terms of graduate jobs
was health and social work (64,000) and in
wholesale & retail trade (33,000) sectors. When
combined, nationally around 90,000 graduates
enter professional occupations, which includes
professional, scientific and technical activities;
information and communication; finance and
insurance; and real estate employment amongst
others.
The national largest sectors in terms of % growth
(energy & water and construction) do not
necessarily match up to the largest sectors for
graduate employment, the energy sector for
example energy; e.g. is only a small sector in terms
of employment at the moment but growing
rapidly, a total of 890 graduates were employed in
the energy sector in 2017 whereas 4,850 went into
the construction industry.
Source: HESA (2017); DfE (2017); DLHE (2018)

Destination
of KS5
leavers,
2017
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Attracting Graduates - What attracts graduates to the area?
Graduates are attracted to the Humber area for a number of reasons, although data
suggests that the Humber region has a net outflow of young people aged 20-22 (around the Origin of University of Hull
time of graduation). Further data on the destinations and origin of graduates is provided on Students (according to
page 130/1 and shows that in addition to recruiting a large number of students locally, UCAS acceptances)
other common origins for graduates from the University of Hull include York (190
graduates), Lincoln (130), Scarborough (75) and Nottingham (50).
IN 2018 The University of Hull recruited a strong local pool of students, with 55% of all
students starting undergraduate programmes coming from the Yorkshire and Humber
region (2,190 students). The University also attracted students from overseas and from
regions across the UK, with 1,000 students coming from elsewhere in the UK (25%), 100
students coming from the EU (2%) and the remainder (670 students) coming from non-EU
countries (17%).
Of those from the UK...
Aside from the University of Hull, the Humber region offers a range of other HE
opportunities, including two colleges (The Tech Partnership and Hull College) who now
have Foundation degree awarding powers. All FE colleges deliver higher education
provision including degrees.
The Humber region offers an attractive proposition for graduates, with 32% of graduates
from the University of Hull in 2017/18 remaining in Hull after graduation. A further 30% of
graduates also remained in the wider Yorkshire and Humber, with 38% of Hull’s graduates
moving elsewhere in the UK. The Humber’s offer has improved in recent years, with rising
demand for technical and specialist jobs (e.g. those being created in the wind sector), a
growing cultural base (which was kickstarted through the City of Culture) and good housing
Source: UCAS Data (2018)
affordability relative to other areas. This offer will increasingly attract more graduates into
the area going forward, as the Humber’s place proposition strengthens.
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Economy and Labour Demand
Working Patterns - What are the current working patterns (by demographic

factors and hours worked)? Do you expect these to change?

Average Hours Worked

Full time workers in the Humber work an average of 38 hours, higher
than national and regional averages. Part time workers work 18.8
hours on average, higher than the national average but lower than
the regional average. There is some variation between the hours
worked by males and females, with full-time male workers working
longer than female workers (but female part-time workers working
longer than male part-time workers).
The trend over the last 20 years, has been a slight reduction in the
number of hours worked, although this has largely been in line with
national legislation.
Improvements in technology and internet connections have
increased the flexibility of employment, with more people remote
working or in co-working spaces. This can be expected to continue
into the future, as more people seek a more balanced lifestyle.
Other noticeable working patterns expected to develop in the future
is the elongation of older worker’s careers, as retirement age extends
and people choose to continue working beyond the formal
retirement age. Fuller Working Lives (a government initiative) aims to
encourage more employers to draw on the skills and experience of
older workers by retaining and recruiting older workers. The Humber
LEP remains committed to promoting the benefits of the older
workforce to employers.

Average Number of Hours Worked (All
Workers) across Yorkshire & Humber by
Gender

Source: Annual Survey of Hours and Earnings, ONS (2018)
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Retirement - What is the rate of retirement? Does this

differ or compare in sectors/occupations?

There is a greater proportion of people retiring
earlier in Yorkshire & the Humber region than is
seen nationally with over 20% of retirements
before 65.
The proportion of the working aged population
projected to reach retirement age in a given year is
set to increase nationally regionally and within the
Humber as the population demography shifts to
an increasingly ageing population, this is projected
to increase from 1.9% (higher than both the
national of 1.6%, and regional average of 1.7%) in
2019 to 2.5% in 2020.
Although there is no data showing rate of
retirement by sector, Census data provides an
indication as to which sectors older people tend to
work in. The most common sectors in the Humber
area includes wholesale & retail, manufacturing
and health & social work. The agricultural sector
has the highest proportion of its workforce over
the age of 65, accounting for 7% of the workforce.
Source: Wealth and Assets Survey, ONS (2018); Mid Year Population
Projections, ONS (2017); Census, ONS (2011)

Expected Retirement Rate (% of working age population turning 65 in a given

year)

Number of Over-65 Year Olds by Sector in the Humber, 2011

% of the
workforce
made up of
over-65s
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Cross cutting
Subject Provision - Is Higher Education / Further Education

course uptake concentrated in particular subjects?

Higher Education
Within higher education (and specifically at the University
of Hull and the York Hull Medical School) there is a high
take-up of courses aligned to STEM subjects. The most
popular courses are in business and administrative
studies (705 acceptances in 2017/18), with six of the next
ten most popular subjects being in STEM areas (e.g.
medicine, biological studies, engineering, computer
sciences and physical sciences).
Humber has two colleges which have Foundation Degree
Awarding Powers. The Humber will also benefit from the
two Institutes of Technology which will deliver a number
of courses at L4+.
A number of Humber FE colleges offer a number of HE
courses. In 2018, Bishop Burton College accepted 225
students for HE courses, East Riding College accepted
110, and University Centre Grimsby accepted 260.
Totalling 595 HE places, the combined offer of FE colleges
in the Humber is equivalent in size (places) of at least 15%
of the University of Hull.

Number of Students Accepting Courses at the University
of Hull (and York Hull Medical School)

Source: UCAS Applications Data, 2018; Department for Education, FE and Skills Funded Learners, provider by local authority
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Subject Provision - Is Higher Education / Further Education

course uptake concentrated in particular subjects? Cont’d

Further Education
There is a wide range of subject provision and uptake
across the Humber LEP at further education level. The
most popular subjects (beside those aimed at
preparation for life and work) are in health, public
services & care (13,100 course starts in 2017/18);
business, administration & law (9,000); retail &
commercial enterprise (8,900); science & maths
(8,400); and arts, media & publishing (8,000).
The qualification levels at which further education
courses are undertaken does vary considerably by
subject, as shown in the adjacent graph. On average,
across all sectors, 13% of qualifications are at Entry
Level, 20% are at Level 1, 31% are at Level 2 and 15%
are at Level 3. There are far fewer qualifications
undertaken at Level 4 and 5 at further education level,
accounting for just 1% of qualifications. However
learners are more likely to secure L4 and L5
qualifications in subjects such as education and
training, engineering and manufacturing, and leisure,
travel and tourism within Humber FE institutions.
Source: DfE Localities Data Cube, 2019 Note: Numbers rounded to the
nearest 100 to avoid disclosure of personal information. Please refer to
page 162 for details relating to the level of qualifications.

Subject of Courses Delivered in Humber’s FE Institutions
(based on number of starts), 2017/18
Health, Public Services & Care
Science & Maths
Agriculture, Horticulture & Animal
Care
Engineering & Manufacturing Tech
Construction, Planning & Built Environ.
ICT
Retail & Commercial Enterprise
Leisure, Travel & Tourism
Arts, Media & Publishing
History & Philosophy
Social Sciences
Languages, Literature & Culture
Education & Training
Preparation for Life and Work
Business, Administration & Law
Grand Total

East Riding
of Yorkshire
3,200
700

99

3,700
2,900

North
East Lincs
3,900
2,400

North
Lincs
2,300
2,300

Humber
LEP
13,100
8,400

4,000

100

700

200

4,900

1,200
1,700
900
3,500
800
1,400
200
1,200
200
9,900
1,600
30,500

2,300
2,200
1,600
2,300
800
2,400
300
700
1,900
300
17,100
3,200
41,800

1,900
1,200
2,000
2,200
1,300
2,900
400
600
1,800
300
15,700
2,000
39,300

2,100
1,100
800
900
700
1,300
300
600
1,200
400
6,100
2,300
22,600

7,500
6,200
5,200
8,900
3,600
8,000
1,200
1,900
6,200
1,200
48,800
9,000
134,100

Hull

Qualification Levels achieved by Humber’s learners in FE, by
subject, 2017/18
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Cross cutting
Education Providers Filling the Gaps - Do education providers offer the courses that the workforce requires and where

demand outstrips supply?

Evidence from the Skills Gaps Reports commissioned by the Humber LEP (summarised on page 123/4) highlights a
number of the current skills gaps in the Humber area. These are shown below, with current provision also shown
Growth Sector

Skills Gap Identified

Current Provision in the Humber

Creative & Digital

Employers facing challenges filling
vacancies, particularly for technical
roles, such as web developers

• A variety of courses offered by FE colleges, Independent Training Providers and other Sixth Form
Colleges across the Humber and HE provision at the University of Hull. It can be expected the
Institute of Technology will also provide more technical skills at L4+.

Engineering,
Manufacturing &
Food
Manufacturing

There is a shortage of staff with
higher level skills, both technical and
managerial

• The UTCs in Hull and Scunthorpe will help provide some of the technical skills needed locally. The
developing Institute of Technology will also help address some of these challenges
• FE colleges, independent training providers, sixth form colleges and HE provision is available in
the Humber region.

Renewable
Technology, Green
Energy &
Chemicals

Specific skills that are lacking
include welding and electrical /
instrumentation technicians

• The UTCs in Hull and Scunthorpe will help provide some of the technical skills needed locally. The
developing Institute of Technology will also help address some of these challenges
• FE colleges, independent training providers, sixth form colleges and university provision is
available in the Humber region.

Health & Social
Care

Skills needed include dementia
awareness, care for the vulnerable
and the elderly and safeguarding
knowledge

• Many local training providers offer health & social care courses, the main challenge is in attracting
people onto these courses (careers in social care are not seen as attractive to young people).
• The Hull York Medical School provides highly skilled workers and undertakes cutting edge
research.
• The University of Hull delivers a wide range of innovative health provision.

Ports & Logistics

Roles difficult to recruit for include:
Masters, experienced seafarers and
proposals engineers

•
•
•
•

Visitor Economy

Staff role shortages include: chefs,
bar staff, cleaners, social media staff

Generally there is a reported lack of awareness of training available

Source: Humber Skills Gaps Reports, 2018

Modal Training in Immingham
Some FE provision (generally in logistics)
16+ Maritime apprenticeships and courses at Hull Trinity House Academy
University of Hull Logistics Institute
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Cross cutting

Brexit Impact - What impact would a restriction on EU migration have
on labour supply? How would this differ by sector and occupation?

The UK’s exit from the EU marks a significant step-change in the
country’s economic relationship with the bloc. The UK may
move away from close integration and co-operation with its
nearest neighbours and trading partners, with an indication to
potentially end freedom of movement of people with the EU and
adopt a skills-based immigration system. This is likely to restrict
EU migration and could constrain the supply of labour to the
market.
Across Yorkshire and the Humber, there is a relatively high
dependency on EU workers within some sectors, particularly the
manufacturing sector, in which 10% of workers come from the
EU. The high concentration of Humber’s employment activity in
the manufacturing sector (with twice the concentration of
employment compared to national data , means it would be
exposed to the impacts of Brexit. A high proportion of process,
plant and machine operatives are also from the EU (10%), along
with 10% of elementary workers.
In general, it is mostly lower-skilled workers who tend to come
from EU countries and not higher-skilled workers (e.g. in
professional occupations). These roles may be among the less
desired by UK workers, and so there will be a challenge filling
these vacancies should EU workers return home. This has been
identified as a particular challenge for the health and social care
sector which has a high proportion of both high and low level
skilled migrants.

Migrant Workers by Sector in Yorkshire and the Humber

Migrant Workers by Occupation in Yorkshire and the Humber

Long-Term Net Inflows of International Migration
Humber

Yorkshire &
Humber

England

2012-13

1,300

12,600

174,800

2013-14

1,500

11,700

243,600

2014-15

2,400

20,500

307,300

2015-16

2,400

19,500

301,600

2016-17

1,300

14,500

210,600

Year

Source: International Immigration and the
Labour Market, ONS (2016); 3 LEPs Economic
Migrant Survey, 2017
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Brexit Impact - What impact would a restriction on EU migration have on labour supply? How would this differ by sector and
occupation? Cont’d.

+ EU students made up a smaller proportion of total students in the Yorkshire and Humber (3.4%) region than in England

(5.6%)
+ Despite strong growth nationally between academic years ending 2015-18, the number of EU students enrolling each year
in Higher Education in Yorkshire and the Humber increased by only 0.4%.
+ This suggests that HE providers in the Humber are less vulnerable to any Brexit-related disruption of student enrolments
from the EU. However, EU students remain significant in numbers at Yorkshire and Humber higher education institutions
e.g. 2018 UCAS data for the University of Hull identified 100 students (2% of total) originating from the EU.
+ Furthermore, whilst growth in EU students is modest at 0.4% compared to England, this growth is important to maintaining
student numbers in the Humber, especially in light of declining numbers of students from outside of the EU.
Source: HESA, 2018 & UCAS, 2018
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Cross cutting
Commuting - What is the average commuter distance and time? How do these journeys differ by locality?
Data from the Department for Transport shows how close the population lives to employment centres of a certain
size. The most prominent employment centres tend to be those which have between 500 and 4,999 jobs, and
above 5,000 jobs. Data on each of these is shown in the boxes below.
Employment Centres with 500-4,999 jobs
E.g. Barton-upon-Humber, Hornsea, Market Weighton
A large proportion of the population (78%) live within a 15 minute
drive of an employment centre of between 500 and 4,999 jobs, with
virtually the whole population of the Humber being within 30 minutes
of this size of employment centre. The average commute to a centre of
this size takes 9 minutes (car), 13 minutes (cycling) or 15 minutes
(public transport/walking) to reach employment centers of 500 to
4999 jobs.

Source: Journey to Key Services, Department for Transport (2016)

Employment Centres with 5,000+ jobs
E.g. Hull, Scunthorpe, Grimsby, Beverley
Less than 22% of the Humber’s population live within a 15 minute
drive from a larger employment centre (with more than 5,000 jobs)
compared to smaller employment centres. The average commute
takes 19 minutes (car), 39 minutes (cycling) and 36 minutes (public
transport/walking) to reach larger employment centers.
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Cross cutting
Commuting - What is the average commuter distance and time?

How do these journeys differ by locality? Cont’d

Residents within the Humber who are studying at further
education level tend to stay within the area, with 89% of
students doing so. Of those travelling outside of the
Humber to pursue further education courses, common
destinations include York, Selby, Doncaster, Scarborough
and Leeds.
Further education institutions in the Humber offer courses
to students from a wide area, with some people travelling
long distances to be able to study at Humber-based
further education institutions. Around 89% of students
studying at Humber-based further education institutions
live within the Humber area. Common origins from
outside the Humber include East Lindsey, West Lindsey
and Doncaster.

Source: Localities Data Cube, 2019

Where
Students are
Living who
Study in the
Humber

Where
Students
Living in the
Humber go
to Study
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Commuting - What is the average commuter distance and time? How do these journeys differ by locality? Cont’d
The adjacent map shows the Humber
LEP, with small areas (LSOAs) colour
coded by urban-rural status. Coastal
areas are also designated with a blue
hash, and Higher and Further education
institutions are marked with the orange
triangle.
The brown areas show the distance from
which residents could arrive at any
further or higher education institution by
9am, via 30 minutes on public transport.
The catchment of the LEP’s HE and FE
institutions in terms of a moderate time
using public transport is small. Rural
areas are especially poorly connected,
with large parts of the rural coastline also
poorly connected. Unsurprisingly, urban
areas are far better connected, although
large parts of the greater Hull area, Barton
and
Immingham
remain
poorly
connected. This illustrates the need for
bespoke transport to HE and FE provision
to deliver connectivity.

Influence of Coastal & Rural Geography on Access to Education

Source: Hatch Regeneris; contains OS data (Crown copyright); iGeolise
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Commuting - What is the average commuter distance and time? How do these journeys differ by locality? Cont’d
The adjacent map shows the Humber
LEP, with small areas (LSOAs) colour
coded by urban-rural status. Coastal
areas are also designated with a blue
hash, and Higher and Further education
institutions are marked with the orange
triangle.
The brown areas show the distance from
which residents could arrive at any
further or higher education institution by
9am, via a 30 minute drive in a car.
Use of a car rather than public transport
dramatically increases access to HE and
FE institutions.
Two large contiguous areas of poor
connectivity remain: the far north and
north-north-west rural areas of the LEP;
and coastal northside area.

Influence of Coastal & Rural Geography on Access to Education

Source: Hatch Regeneris; contains OS data (Crown copyright); iGeolise
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Impact of T-Levels - What impact will the initial T Levels

have on the distribution of qualifications and learner outcomes?
Will there be sufficient placements in sectors / occupations?

T Levels are designed to provide an enhanced
technical learning qualification for those seeking
technical-focused jobs. Bishop Burton College and the
Grimsby Institute are part of the first round of piloting
T levels and will deliver courses in Education and
Childcare Sector from September 2020. Providers in
the Humber area selected to deliver T levels from the
2021 to 2022 academic year are North Lindsey College
in the Construction route, Wilberforce Sixth Form
College in the Health and Science route and Wyke
Sixth form College in the Digital route and Health and
Science route.
There are national concerns about the lack of viable
industry placements and limited public transport to
employment locations. The Humber’s rural and
coastal communities are likely to experience greater
levels of challenge to enable students to gain suitable
industrial experience. A study by the National
Foundation for Education Research (of half of the first
50 T Level providers) found that despite enthusiasm
for the programme, there were a number of concerns.
This included finding placements for digital courses
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(given many digital businesses are small in size), not
having the number and types of employers/sectors
particularly in rural areas and public transport to
college/employers given this does not fit into
traditional public transport schedules. Early
indications in the Humber are that employers will find
the number of required placements challenging.
Impact of Apprenticeships - Do apprenticeships lead to
employment?

Research undertaken by the What Works Centre for
Local Economic Growth (which analysed more than
1,250 policy evaluations) found that apprenticeships
can improve young people’s prospects of earning
better wages and sustaining long-term employment.
There is some evidence that apprenticeships improve
individual skills levels and stimulate further training.
There is no data available showing the destinations of
Humber’s apprenticeships. The Humber LEP should
work alongside apprenticeship providers to
understand the impact of apprenticeships and the
destinations of those who complete them.

Source: National Foundation for Education Research for Festival of Education Conference (2019)

Stage 3: Analysis of skills supply

108

Policy
Advanced Learner Loans - How have advanced learner

loans increased uptake of level 3 to 5 qualifications?

Advanced Learner Loans have provided financial
support to eligible people looking to enrol in a course
at a college or training provider. DfE data for the wider
Yorkshire and Humber region shows that the number
of approved applications for Advanced Learner Loans
has increased by 30% since 2014/15, with 7,600
applications approved in 2017/18 and more than
£21m of loans awarded.
Take-up of Level 3 to 5 qualifications in the Humber
has increased over the last four years, with particularly
strong growth in the number of achievements in Level
4+ qualifications.
Number of Achievements in FE, Level 3+ Indexed; 2014/15=100

Incentives for Training - For training providers are there

enough people in the workforce to incentivise training
investments?

There are over 567,000 working aged people across
the Humber, of which 78% are actively participating in
the labour market. This provides a good market for
training providers, with eevidence suggesting there are
over 300 private training providers located in the
Humber area, providing a range of different training
options to the local workforce.
The large number of private training providers in
Humber suggests that there are enough incentives
locally for them to deliver services in the area.
However anecdotal evidence suggests that this
training provision is strongest in urban areas, with
coastal and rural areas having poorer access to
training provision that those in urban areas.

Source: Department for Education and Education and Skills Funding Agency (2019)
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Policy

Wider Employment Support Measures - Are local areas maximising the potential of wider employment support
measures?

As shown on page 78, there is a broad range of skills and employability interventions delivered across the
Humber, which support the local population in getting into employment, developing their skills and increasing
awareness of local opportunities.
It is estimated that combined, these account for nearly £25 million of investment, supporting over 29,712
people. This equates to nearly 9% of Humber’s working age population, showing a strong reach across the area.
However more can be done to maximise the reach of these schemes across the area, particularly in targeting
Source: Hatch Regeneris research
those who need support the most.
Intervention

Leading Organisation

Careers
Quality in Career Standards Implementation
Primary Kite Mark
Careers Hub
Improving Careers Services/ LMI
Humber Employability Passport Validation
Work Experience Pilot
Humber Skills Pledge

Sector-Specific

Intervention

Leading Organisation

Workforce Participation
Humber LEP
Humber LEP
Humber LEP and the Careers Education
Company (CEC)
The CEC , Humber LEP and the 4 constituent
LAs
Humber LEP and Humber Learning
Consortium
Funding Call Live
Humber LEP and Humber Learning
Consortium

Springboard / NEET programme
In to Work

Humber Learning Consortium
Maximus

Exploring Opportunities BBO Humber

Humber Learning Consortium

Action Towards Inclusion - BBO (YNYER)

Your Consortium

Skills Support for the Workforce Humber

HCUK Training (Hull College)

Bridging the Gap careers Portal

Humber LEP & 4 Local Authorities

Accelerate - NEET

Aspire-lgen

Apprenticeship Employer Toolkit
Skills Support for the Unemployed
Ex-Offender Pilot
Humber Skills Capital Programme

Humber LEP
HCUK Training (Hull College)
Funding Call Live
Humber LEP and providers
Hull City Council

Ongo Communities
Ongo Communities
Humber Learning Consortium

Future Leaders Programme
Catch Energy Offshore
Environmental Logistics Learning Hub
Advanced Engineering Training Centre
Yorkshire and Humber Institute of Technology

Health Education England
North East Lincolnshire Council
Grimsby Institute
HETA
Starts delivery Q4 2019

National Skill Centre for Renewables

North East Lincolnshire Council

Skills Capital: Humber Healthcare Academy
Constructing Future Growth
Goole College Skills Workshop Modernisation and
Logistics Hub

Grimsby Institute
Grimsby Institute

Hull Community Led Local Development
North Lincolnshire Community Led Local
Development
Next Level
Ongo – Raising Aspirations

Hull College Group

Community Grants

Community

North Lincolnshire Council
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Policy

Implications

Apprenticeships
and Traineeships

• The apprenticeship Levy is a required contribution employers make who have a wage bill over £3million. The levy commenced in 2017 and seeks to
provide more incentive for companies to recruit apprentices or train existing staff as apprentices. Levy payers can support apprenticeships in other
organisations by transferring a percentage of their apprenticeship funds to other employers. From April 2019 the rate available to transfer increased
to 25%.
• Currently, the Government emphasis is on delivering the skills employers need by encouraging the creation of more high-quality apprenticeships. In
collaborative partnership, the University of Hull has developed a range of higher level degree apprenticeships designed to deliver high-impact skills
required for the future workforce. These help to attract new talent and to upskill existing staff to meet the expected increase in higher level skilled
roles.

T Levels

• Due to launch in September 2020, T Levels will be equivalent to 3 A levels. T Levels will have a technical focus and offer a mixture of classroom
learning and ‘on the job’ learning through industry placements for a minimum of 315 hours (45 days).
• In the Humber, Bishop Burton College, and Grimsby Institute of Further & Higher Education, have been selected to pilot T Levels with an education
and childcare focus delivered from the academic year 2020/21.

Process Review of
Level 4 and 5
qualifications

• Level 4-5 qualifications have been under a process of review by the DfE. The review explores how learners can progress from the government’s new T
Levels, and other full time education, into the workplace. It also considers how these qualifications work for those in the workforce looking to upskill
or retrain.
• Level 4-5 qualifications which are being reviewed include: National Certificates and Diplomas, Foundation Degrees, Certificates and Diplomas of
Higher Education and other technical qualifications and professional diplomas
• It is expected that the review will call for greater emphasis on level 4 and 5 qualifications and will help inform delivery across the Humber.

Adult Education
Budget

• The ESFA-funded Adult Education Budget aims to engage adults and provide the skills and learning they need to progress into work or equip them
for an apprenticeship or other learning. It also enables more flexible tailored programmes of learning to be made available.
• The funding is available to learners aged 19 or older on 31st August of the current academic year and can partly or fully fund the courses delivered by
providers.
• The government has devolved control of the adult education budget to six combined authority areas and the Greater London Authority in 2019. This
does not include the Humber who do not have a devolution deal.

Higher level skills
(including
Advanced
Learner Loans)

• The Advanced Learner Loan is a scheme that is currently running as part of Student Finance. It helps with the costs of a course at a college or training
provider.
• Advanced Learner Loans are available for individuals aged 19 or above to undertake approved qualifications at levels 3 to level 6. The minimum loan
you can get is £300 and is paid directly to the college or training provider. After the course ends, the loan becomes repayable when earnings are at
least £494 a week before tax.
• At national level, participation of learners with advanced learner loans fell (-8.3%) between 2016/17 and 2017/19. This was more pronounced among
learners studying level 3 qualifications (-9.7%) compared to level 4 (9.3%).
• The Auger Review (2019) sets outs a review of post-18 education and funding. This provides a number of recommendations, with a number of these
focused on the funding of further education and apprenticeships to deliver better skills provision nationally.
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Implications for the Humber LEP’s Employment and Skills Board
incorporating the responsibilities of the Skills Advisory Panel
+ The Humber has an extensive range of education and

training provision with more in the pipeline including the
development of two Institute’s of Technology, the University
Campus in North Lincolnshire and the planned
development of a new University Campus with the
University of Lincoln and Grimsby Institute. There are a
range of skills and employability interventions being
delivered providing the labour force with the opportunity
to participate, upskill and reskill.

+ Barriers to take up of training provision by businesses
include availability of staff time, lack of funds, and lack of
time to organise the training. Addressing these barriers
through a flexible and affordable skills system is key to
encouraging employers to invest.

+ The Humber has experienced low levels of population

growth (only 2% in the last 10 years) and a reduction in the
working age population which has fallen by nearly 3% since
2011. The population in the Humber is ageing, and the
dependency ratio is increasing. This has implications for
the size of the labour force to service employer
demands, and places pressure on services catering for an
increasingly older population.

+ In mitigation, employers are sourcing workers from

further afield. Travel to work analysis indicates those with
L4+ qualifications travel further to work. Attracting and
retaining graduates in the Humber also provides a
mechanism of boosting the higher skilled labour supply.

Upskilling / reskilling the current workforce is also an
important consideration, particularly as the retirement age
extends and people are working for longer. A further risk to
the supply of labour in the Humber is Brexit. There is a
relatively high dependency in some sectors in the
Humber on EU workers, particularly manufacturing where
10% of workers come from the EU.

+ The Humber has a relatively low qualified workforce, with

just over 26% of the working age population qualified to
Level 4+ compared to 35% nationally. The economically
inactive in the Humber tend to have a lower qualification
profile (66% have NVQ Level 2 or lower skills). This presents
additional
barriers
to
accessing
employment
opportunities which place increasing value on higher level
skills. Looking ahead, Working Futures data predicts that
46% of jobs in the Humber will require Level 4+
qualifications. This indicates a mismatch between the
current qualification profile and future demands. There
are a number of projects aimed at addressing skill needs in
particular sectors such UTCs, Institutes of Technology, and
enhanced provision in existing HE and FE providers. Policy
interventions such as the Apprenticeship Levy, Advanced
Learner Loans, the introduction of T Levels and the Work
Programme also have a role to play in boosting labour
market participation and meeting employer demands but
there are barriers to uptake which need to be resolved.
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Key questions to be answered:

Stage 4 brings together much of the evidence gathered
across the first three stages to provide an assessment of the
types of skills gaps and the causes, to ascertain whether
learner provision and business development meets demand
and to provide an assessment of the likelihood in meeting
future demand through current supply.

•
•

Headlines

•

•

•
•

In general, the Humber has many of the skills needed to
support businesses within the area. There are still a
number of hard-to-fill vacancies, these are particularly
concentrated in manufacturing and the digital sectors.
The most prominent skills which employees lack within
businesses includes digital and specialist skills (specific
to a particular industry).
Whilst supporting new jobs, automation and
digitalisation will increasingly put jobs at risk, particularly
given the Humber’s dependency on the transportation,
manufacturing and wholesale & retail sectors.
Approximately 1 in 4 jobs in Hull is at risk from
automation.

Source: Skills Advisory Panels – Analytical Toolkit for Local Skills Analysis, 2018

•

How responsive is the skills system?
Do the labour force supply the skills to meet
current and future demand?
Where does the skill supply fail to meet the
demand at different levels (e.g. sectoral and
occupational)?
Is there significant demand for the current
and future supply? Does the demand provide
opportunity to fully exploit the supply of
skills available now and in the future?

Objectives:
•

•
•

Ascertaining issues that may exist with the
offer available from education providers and
the effect of under-utilisation of skills on
businesses
Understanding the factors that could
increase fragility to labour supply and
business demand
Identifying barriers that prevent the skills
system adjusting to changing business
demand
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Skills Issues - What evidence is there of skills issues, now or in the
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Skill Shortage Vacancies by Occupation

future (skills shortages, mismatches and under-utilisation)?

There are a number of indicators suggesting there are
skills mismatches between what employers need and
what is available:
+ 6% of the Humber’s employers have at least one
hard-to-fill vacancy. Hard-to-fill vacancies are highest
in manufacturing (11%) and creative and other
Services (11%).
+ A quarter of all vacancies posted in the Humber are
skill shortage vacancies, exceeding both regional
(19%) and national (22%) averages. Skill shortage
vacancies are highest in skilled trades (28%),
professional services (15%) and machine operatives
(14%). This indicates that skill shortages also exist
across the low-high skill continuum.
+ A third (34%) of the Humber’s employers have
underutilised staff, which is in line with regional and
national averages.
Evidence from the 2018 report by Edge (Skill shortages in
the UK economy), suggests that 66% of UK businesses are
not confident there will be enough people available in
the future with the skills required to fill their high skilled
jobs.
Source: Employer Skills Survey, ONS (2017)

Proportion of the Humber’s employers with hard-to-fill
vacancies
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Skills & Labour Supply

Skills Issues - What evidence is there of skills issues, now or
in the future (skills
underutilisation)? Cont’d

shortages,

mismatches

and

Data from web jobs postings can be used to
understand the skills in Humber which are currently
most demanded by employers. These skills can be
broken down into ‘harder’ (or more technical and
industry-specific) skills and ‘common’ (or softer and
more personable skills).
In terms of demand for ‘hard’ skills, the most
commonly cited across the Humber referenced a
need for management, recruitment, communications,
training and sales skills. The Humber’s growth sectors
are also referenced, with engineering and
manufacturing featuring strongly.
Demand from employers for ‘common’ employability
skills is also centred around three key skill areas:
+ Learning
+ Leadership and Leading
+ Literacy
Note: this only includes job advertisements posted online and analysed by EMSI.
The majority of these jobs have been advertised by public sector bodies (e.g. NHS
Trusts / Local Councils and recruitment agencies, meaning this data provides
limited insight to private sector employment where alternative recruitment
methods may have been used.
Source: Employer Skills Survey, ONS (2017); Job Posting Analytics, EMSI (2019)

Top 10 ‘hard’ skills required in Humber Web Job Postings,
2016-19
‘Hard’ Skill
Management
Recruitment
Communications
Training
Sales
Customer Service
Driving
Manufacturing
Administration
Engineering

Postings with Skill
32,157
21,376
20,594
19,995
19,556
14,657
11,605
10,749
10,434
10,410

Top 10 ‘common’ skills required in Humber Web Job Postings,
2016-19
‘Common’ Skill
Learning
Leadership
Literacy
Leading
Scheduling (Project Management)
Mental Health
Listening
Ethics
Coordinating
Cleanliness

Postings with Skill
9,788
7,400
6,766
6,006
3,647
2,926
2,890
1,992
1,468
1,310

‘Hard’ skills relates to more technical and industry-specific skills
and ‘common’ skills refers to softer and more personable skills).
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Meeting Employer Demand - Are
education providers delivering courses to
meet employer demand?
In general many of the courses
offered within the Humber are
helping meet the needs of local
employers. The skills gaps identified
locally are primarily the result of
employees still being trained for their
role, with only 24% reporting that
staff have not received the
appropriate training (a similar
proportion to nationally). A lack of
motivation is cited as being a more
prominent issue in the Humber
compared to nationally.
Nationally, the top skills which
employers report need developing
include digital skills (58%), knowledge
of products/services (45%) and
specialist skills/knowledge to perform
the role (44%).
Source: Employer Skills Survey, ONS (2017)

Causes of Skills Gaps

Skills that Need Developing, Nationally
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Skills & Labour Supply
Sector Preferences – Which sectors and occupations do the
local area population favour? Are these low or high skilled roles
There is no data available to show which sectors and
occupations the local population favours. Further
research is needed by the LEP to understand local
perceptions and aspirations, particularly towards the
Humber’s growth sectors.
Sector Alignment - Are people employed in a sector /

occupation that is aligned with their formal qualifications?

There is no public data available which shows the
specific alignment of people between their
occupation/sector and formal qualifications, so
anecdotal evidence is required to understand this in
more detail. The LEP’s Employment and Skills Board
(SAP) will review local qualitative information to
consider this issue.
Evidence from page 84 suggests that the occupations
and skills profile of each sector broadly reflects national
trends, with low qualification levels in transport &
storage, admin & support and accommodation & food
and high qualification levels in education, professional
services and information & communications.
The Skills sector reports on page 123 and 124 provide
Source: Employer Skills Survey, ONS (2017)

some detail on the specific sector skills challenges
facing the Humber’s growth sectors.
Overqualified & Underqualified Workers - What is the

proportion of overqualified and underqualified workers and the
impact on the labour market? How have learner behaviours
changed? Are application rates changing?

Data on page 65 shows there is a higher proportion of
underutilised and mis-matched staff in the Humber
compared to nationally. Only around half of employers
in the Humber (53%) said they had no
overqualified/over-experienced staff.
The impact of this can be both positive and negative.
On the one hand, in represents an underutilisation of
the Humber’s workforce, with skills not being fully
utilised by the economy (perhaps representing a lack of
higher-skilled jobs locally). However it also provides
potential for innovation and productivity improvements
within lower-value sectors, with more highly-skilled
workers likely to disrupt traditional processes.
It is unclear specifically in the Humber sub-region as to
whether learner behaviours and applications rates are
changing. Commissioning a deep-dive/further research
is needed to understand more.
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Economy and Labour Demand

Impact of Automation & Digitalisation - How many jobs are impacted by automation / digitalisation? What are the future
skills needed and do the labour force have these?

The increasing level of technological advancements taking place in the production process are making methods of
production more capital-intensive and shifting the types of skills demanded by employers. A 2018 PwC study (Will
Robots Steal our Jobs?), shows that 30% of UK jobs are potentially at risk of automation by the early 2030s. The risk
is highest in the following sectors:
+ Transportation and Storage (56%): equivalent to c. 15,100 potential jobs at risk in the Humber;
+ Manufacturing (46%): equivalent to c. 30,400 potential jobs at risk in the Humber;
+ Wholesale and Retail (44%): equivalent to c. 28,800 potential jobs at risk in the Humber.
The high dependency on these sectors for employment in the Humber, means it is particularly prone to
automation, with research by Centre for Cities (Cities Outlook, 2018) finding that 1 in 4 jobs (24%) in Hull are at risk
of automation, which is higher than the national average (20%).
The rise of automation will also change the nature of jobs, with a greater demand for technical and computing
skills to support the delivery and repair of automated machines. This is already becoming an area in which there
are skills gaps in the Humber area, with 46% of employers reporting that there is a need to improve digital skills in
their workforce over the next 12 months (Employer Skills Survey, 2017).
All technological skills will see a substantial growth in demand (McKinsey, 2018). Advanced technologies require
people who understand how they work and can innovate, develop and adapt them. The fastest rise is expected in
the need for advanced IT and programming skills, however there is also a need for everyone to develop basic
digital skills. The largest skills mismatches will likely occur in the functions that have begun to adopt automation
and AI technologies: data analytics, IT, mobile & web design, R&D and production & manufacturing operations.
Businesses will need to adapt through redesigned business processes and investment in talent.
Source: Employer Skills Survey, ONS (2017); Cities Outlook, Centre for Cities (2018); Will Robots Steal our Jobs, PwC (2018), McKinsey Global
Institute: Skill shift: Automation and the future of the workforce, 2018
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Economy and Labour Demand
Shift to Larger Sectors? - Is there a shift of labour to sectors

/ industries and occupations that are larger? Is this due to
competing sectors / occupations?

The Humber has experienced shifts in employment
towards both lower-value and higher-value industries:
+ The largest employment sector in the Humber is in
Manufacturing, which has seen a 15% increase since
2012. This is equivalent to c. 10,000 new jobs.
+ The Accommodation and Food sector saw the largest
growth in employment over the last five years (30%)
and the Professional Services sector (54%) over the
last ten years.
+ The employment sectors which have seen no change
or decreases in the Humber are Health and Social
Work (-2%), Education (0%) and Arts and Recreation
(0%). This indicates there is a lesser reliance on the
public sector for employment.
+ The Wholesale and Retail and Construction sectors
have seen higher employment growth since 2012
compared to 2007.

Source: BRES, ONS (2018)

Employment Growth Since 2007 & 2012 by sector
Sector

2017
Employment

Growth
since
2007

Growth
since 2012

Wholesale & Retail

61,000

-3%

8%

Manufacturing

66,000

6%

15%

Health & Social Work

53,000

8%

-2%

Education

34,000

-3%

0%

Admin & Support Services

31,000

41%

23%

Transport & Storage

27,000

29%

22%

Accommodation & Food

27,000

23%

30%

Construction

21,000

0%

14%

Professional Services

20,000

54%

25%

Arts & Recreation

8,000

14%

0%
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Economy and Labour Demand
Employer investment in Skills - Are employers investing in upskilling to reduce fragility?
The data on page 66 shows that many of the Humber’s employers invest in upskilling their workforce to
support their development and reduce their fragility.
Over half of the Humber’s employers have trained at least 80% of their staff over the last 12 months, with over
two-thirds of employees in the Humber have received between one and six training days over the last 12
months.
However the Humber does lag behind national levels when it comes to training, with the number of
employees receiving 7 or more training days being much higher nationally compared to in the Humber.
At the national level, research suggests that employers’ investment in skills training has dropped by 25% in the
past decade, with fewer employees undertaken vocational training than the EU average. As the economic
climate in the UK has become more uncertain and volatile (largely driven by the UK’s renegotiation of its
relationship with the EU) over the last few years, this may have impacted on the ability of firms to invest in
training.

Source: Employer Skills Survey, ONS, 2017; Future of Work, Centre for Social Justice (2019)
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Economy and Labour Demand
Labour Market Participation - What is the labour market Proportion of Economically Inactive Population by

participation rate? Are those that are inactive able to enter with the skills
required?

Across the Humber area, participation in the labour market is
relatively strong compared to regionally, with 78% of the
working age population participating in the labour market (i.e.
are in employment or actively seeking work).
Of the 22% who are of working age but economically inactive,
the most common reasons for inactivity are long term sickness
(30%), looking after the family / home (23%) and being a fulltime student (19%). Over the last five years, the proportion of
the long-term sick has increased in the Humber (+6%); by
contrast, there is now a higher proportion of people of
retirement age and those looking after the family who are now
in the labour market.
Evidence from page 90, shows that the inactive workforce
generally have much lower qualification levels than the active
workforce, hindering their ability to re-enter the workforce. Of
those currently economically inactive in the Humber, 66% have
achieved NVQ Level 2 or lower (equivalent to 5 or more GCSEs
at A*-C). Around a fifth of those currently economically inactive
in the Humber (21%) would like a job (see page 26), so it is
important to ensure residents skills are at the right levels for
employment.
Source: Annual Population Survey, ONS (2018)

Reason

Labour Market Participation Rate
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Economy and Labour Demand
Wage Growth - Is there wage growth in lower paid sector /

occupations?

The Yorkshire and Humber region has median earnings of
£26,309 per annum, which is 10% below the national
average (£29,083).
Over the last five years, the largest wage growth has
occurred across a mixture of lower paid and higher paid
industries:
+ Financial and Insurance (+19%)
+ Wholesale and Retail (+17%)
+ Arts and Recreation (+12%)
+ Information and Communication (+12%)
+ Education (+12%)
Those sectors in which wage growth has been stagnant
over the last five years, are those which are most heavily
linked to the public sector (and recent austerity measures),
including the Health and Social Work (+1%) and Public
Admin and Defence (+3%) sectors.

Source: ASHE, ONS (2017)
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Average Wages in the Yorkshire & Humber Region
2012
median
wage

2017
median
wage

Actual
change

%
change

Information &
Communication

£29,840

£33,450

+£3,605

12%

Construction

£28,000

£30,990

+£2,990

11%

Financial & Insurance

£25,820

£30,810

+£4,990

19%

Public Admin & Defense

£29,430

£30,340

+£910

3%

Professional Services

£26,760

£28,970

+£2,210

8%

Education

£25,640

£28,750

+£3,100

12%

Manufacturing

£25,860

£27,690

+£1,830

7%

Transport & Storage

£23,920

£26,160

+£2,240

9%

Health & Social Work

£23,570

£23,740

+£170

1%

Wholesale & Retail

£19,770

£23,140

+£3,370

17%

Arts & Recreation

£20,400

£22,750

+£2,350

12%

Agriculture, Forestry &
Fishing

£19,710

£21,550

+£1,840

9%

Admin & Support Services

£19,130

£21,140

+£2,010

10%

Sector

Note: Numbers may not add due to rounding (to the nearest £10)

Stage 4: Mapping of skills demand and supply

123

Economy and Labour Demand
Employment Demand- Is there enough demand in sectors / occupations for the supply that exists?
To understand the specific skills challenges facing some of the Humber LEP’s priority sectors, the LEP recently
commissioned a range of research. A series of Sector Skills Gap Reports were developed in 2018 as part of the
Skills Support for the Workforce programme, highlighting the skills gaps and recruitment challenges of businesses
across the LEP’s key sectors. A summary of each of these reports is provided below:
Document

Overview of Key Evidence

Construction Skills •
Gaps Report
•

•
•
•

•

Construction Skills •
Gap Analysis for
the Humber
•
(undertaken by CITB)

Growth in the sector has been supported through investment generated through Hull City of Culture 2017 and other large
construction projects including Green Port Hull, Hull New Theatre and the Hull Bonus Arena.
Strong growth is expected to continue to 2022, particularly in the industrial construction sector. Major proposals include £390m
A63 improvements and flood barrier defence work.
2,010 more construction workers will be needed across Yorkshire and Humber to 2022.
Future risks to the sector include Brexit and falling business / consumer confidence.
Several construction occupations have been identified as being at high risk of shortfall within the Humber given current demand
stemming from the pipeline of planned projects: architects; wood trades; decorators; logistics labourers; specialist builders;
bricklayers; plant operatives
Construction training (full time) uptake has fallen by 13% in the Humber over the five years from 2012/13 to 2016/17; however,
construction apprenticeship starts in the LEP has increased 61% in the same period (especially in plumbing and
heating/ventilation trades) – this reflects increased preference on the part of employers for training on the job
Identifies the skills gaps within the Humber’s construction sector, with more than £900 million new construction projects
expected per year for the immediate future.
The report identifies a number of occupations for which there is high demand and a high risk of a shortfall in the future. This
includes: painters & decorators, labourers, wood trades, building envelope specialists, bricklayers, plumbers and specialist
building operatives

Source: Humber Skills Gaps Reports, 2018; CITB Construction Skills Gap Analysis for the Humber LEP area, 2018
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Economy and Labour Demand
Employment Demand- Is there enough demand in sectors / occupations for the supply that exists? Cont’d
Document
Creative and
Digital Skills
Gaps Report

Engineering,
Manufacturing
& Food
Manufacturing
Skills Gaps
Report

Overview of Key Evidence

•
•
•
•

Growth in tech start-ups, music and arts driven by Hull’s status as City of Culture in 2017.
Increase of 23% in number of creative & digital businesses 2010-2017, supported by incubators such as Centre for Digital
Innovation (C4DI).
Employers facing challenges filling vacancies, particularly for technical roles, such as web developers.
Employers increasingly seeking a ‘fusion’ of entrepreneurial, technical and creative skills.
Experience considered more important than formal education.(Many degree graduates have none.)
Training reported as costly and time-consuming for SMEs.

•
•
•
•
•
•

Nationally, 186,000 engineers and 79,000 other skilled workers need to be recruited every year until 2024.
There is a shortage of staff with higher level skills, both technical and managerial.
Industry image of shift work and lower wages proves a challenge for recruitment.
Even when qualifications were met, the skill set is not always suitable.
Barrier to training is the price of such specialist courses.
Employers were not yet aware of T Levels (post-GCSE qualification) being introduced in 2020 to develop technical knowledge.

•
•

Health & Social •
Care Skills Gaps •
Report
•

•
•
•
•

One of the fastest growing sectors in the UK, driven by the ageing population.
Number of jobs expected to grown from 155,000 to 200,000 by 2030.
There is a need to challenge the perception that these jobs are roles and not careers, as they in fact have good routes of
progression.
Staff feel undervalued, and therefore underpaid and seek out the highest paid roles.
High staff turnover impacts employers level of investment in training.
20% of the workforce is over 55 years old – there is a need to overcome the perception that they are not worth upskilling.
Skills needed include dementia awareness, care for the vulnerable and the elderly and safeguarding knowledge.

Source: Humber Skills Gaps Reports, 2018
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Economy and Labour Demand
Employment Demand- Is there enough demand in sectors / occupations for the supply that exists? Cont’d
Document

Overview of Key Evidence

Ports & Logistics •
•
Skills Gaps
Report
•
•
•

•
•
Renewable
Technology,
Green Energy &
Chemicals Skills
Gaps Report

•
•
•
•
•

Visitor Economy •
Skills Gaps
Report
•
•
•

•
•

Growth driven by investment in offshore wind sector from Siemens, Ørsted and Able and the proposed Hull Cruise Terminal.
Shortages of skills include: deckhands, marine engineers, workboats crew and offshore logistics operations.
Roles difficult to recruit include: Masters, experienced seafarers and proposals engineers.
Future skills demands have not identified new roles, although Brexit may change this.
Progress has been made in recent years with Modal Training in Immingham, 16+ Maritime apprenticeships and courses at Hull.
Other FE colleges deliver some logistic provision.
Trinity House Academy.
The University of Hull’s Logistics Institute – is a centre for research, education and expertise in logistics and supply chain
management of international excellence.
21% of Humber’s industrial workforce is over the age of 55, so succession planning is critical.
Off shore wind industry is expected to create 21,000 full-time jobs by 2032, with 37,000 created indirectly.
Investment in skills from the SME community is primarily in regulative training.
Specific skills that are lacking include welding and electrical / instrumentation technicians.
Apprentice numbers have reduced and contractors find it difficult to take them on due to a lack of guaranteed work.
Hull’s status as 2017 City of Culture has had a major impact on employment; expected that the workforce will increase from 18,000
to 20,000.
Estimated national cumulative shortfall of 60,000 workers year-on-year from 2019.
A gap of up to 1 million vacancies could arise nationally due to Brexit.
Despite the number of potential job opportunities, the sector is not attractive to job seekers; there is a misconception that the jobs
are low-skilled, low paid and not a career.
Staff retention issues due to low wages, unsociable hours, zero hour and seasonal contracts.
Staff role shortages include: chefs, bar staff, cleaners, social media staff.

Source: Humber Skills Gaps Reports, 2018
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Economy and Labour Demand

Employment Demand- Is there enough demand in sectors / occupations for the supply that exists? Cont’d
In addition to the Skills Gaps Reports, the Humber LEP and local authorities have worked in partnership to commission the
development of a range of Labour Market Information (LMI) resources based on key sector areas within the Humber. These key
sectors are among those which present the greatest potential for economic growth. Key highlights from each of the reports are
summarised below:
Document

LMI Humber
Business and
Retail factsheet
LMI Humber
Construction
factsheet

LMI Humber
Creative & Digital
factsheet

Overview of Key Evidence














LMI Humber
Energy factsheet
LMI Humber
Engineering
factsheet







Predicted there will be 15% more jobs in this sector by 2020
1.2 million jobs nationally will need to be filled as a result of people leaving the sector in the coming years
Finance and business services have an ageing workforce and employers are keen to encourage young people into the industry.
There will be an increasing demand for higher level skills to fill management and professional roles.
The Yorkshire and Humber region is expected to need an additional 2,010 new workers each year, equivalent to 1% of the 2018
workforce.
120,000 new apprentices will be needed nationally in the next 2 years.
190,000 of the workforce nationally is set to retire in the next 5 years.
1 in 3 employers are struggling to fill vacancies.
Electricians, Plumber and Heating & Ventilation engineers are in demand.
57% increase in new business start ups in Humber over the past 5 years.
Skills shortages are in multi-platform skills – the ability to produce content across all potential platforms, such as the web,
mobile, iPad or TV and transfer skills from one sector to another.
Skills required in the future are IT and digital skills, creative design skills, and business skills for growth and expansion into new
global markets.
By 2020 Yorkshire and the Humber will have circa 11,500 offshore wind jobs, 750 onshore wind jobs and 250 wave & tidal power
jobs.
The renewable energy sector will be the single biggest influence on the local economy for generations.
Engineering companies are projected to need 186,000 people nationally with engineering skills each year to 2024.
The Engineering industry requires more qualified people; the number of graduates and apprentices need to double.
Every time a job is created in engineering 1.7 new jobs are created elsewhere.
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Economy and Labour Demand

Employment Demand- Is there enough demand in sectors / occupations for the supply that exists? Cont’d
Document

Overview of Key Evidence

LMI Humber Food 
& Agriculture
factsheet



LMI Humber
Manufacturing

factsheet


LMI Humber Ports 
& Logistics

factsheet


LMI Humber Public 
Sector factsheet


LMI Humber Visitor 
Economy factsheet 


The food & agriculture sector accounts for 5% of the region’s workforce, with the Humber processing 70% of the UK’s chilled
and frozen seafood. The manufacturing and production of food and beverage products plays a large role in the sector’s
composition.
Jobs in the sector are requiring higher level skills, mainly due to increased use of technology.
In the next ten years a minimum of 194,000 more people will be needed nationally.
The manufacturing sector accounts for 22% of the Humber’s workforce, with the manufacturing of chemicals and petroleum
being particularly prominent in the area.
Manufacturing is creating high-skilled jobs; the sector needs 750,000 science, technology and engineering professionals to
replace those leaving the industry by 2020.
Manufacturing pays higher wages that the national average, with the average weekly wage being 17% above the whole
economy average.
The sector accounts for 7% of employment, with the Humber ports making up the biggest port complex in the UK – activities
here make up 10% of the UK’s energy need.
Employment in the logistics sector is expected to grow by 16% by 2020 nationally, with the Humber
The supply of both deck and engine officers is projected to fall by more than 30% nationally.
The University of Hull’s Logistics Institute is providing cutting edge research into the sector.
The government’s push to reform the public sector means jobs and industry within the sector are in an uncertain position.
Predictions that job cuts will be made, although new jobs will become available due to an aging workforce.
A new prison to be built in East Yorkshire will create over 250 new public sector jobs in addition to the construction and
manufacturing jobs required to build the facility.

Possible to build a career with very few qualifications.
Roles are required in housekeeping, entertainment and management as well as finance, IT, HR Customer Service & Marketing
The hospitality and tourism industry needs to recruit an average of 135,000 people every year between now and 2020
nationally.
Source: LMI Humber Skills Factsheets, 2019
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Cross cutting
Information, Advice & Guidance - Are learners choosing the courses that supply the training for skills in demand? What

information, advice and guidance are learners being provided?

There are a range of careers advice services across the Humber, which aim to provide residents with the support they
need to make an informed choice about their careers.
Looking at CEC Compass Evaluations* (June 2019) schools and colleges in the Humber are reporting that 69.6% of
institutions are providing personal guidance for their young people. This is against a national average of 58.8%. Financial
constraints however do make this a difficult figure to increase.
However the delivery of careers support led by the LEP and the local authorities, working in partnership with the Careers
and Enterprise Company, has helped to deliver improved careers services to over 80,000 people across the Humber. The
Humber Employability Skills Passport is now set to roll out a further phase of the scheme, building on strong previous
uptake.

*The Compass self evaluation tool has been adopted by over 3,000 schools and colleges in England. Careers Leaders complete the
tool with senior leaders to review their careers provision against the Gatsby Benchmarks which are the international standard of
good careers provision
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Cross cutting

Information, Advice & Guidance - Are learners choosing the courses that supply the training for skills in demand? What
information, advice and guidance are learners being provided? Cont’d
Scheme

Careers Support in the Humber LEP Region

National Careers Service

Provides information, advice and guidance nationally, with a phone helpline and online messaging service to support people's
careers.

Careers Yorkshire and
Humber

Provides impartial careers advice and guidance; supports employers and their workforce; brokers relationships to create a more
joined up careers landscape
Also works with schools and colleges to ensure they have an effective careers offer for students and provides up to date job market
information and resources. Works in partnership with JCP, local authorities, LEPs and statutory bodies to facilitate the people and
communities of Yorkshire and the Humber to progress in learning and work

Humber Careers Hub

Comprises 26 schools and colleges from the four Local Authorities, working to achieve the 8 Gatsby benchmarks by 2020

Bridging the Gap

Online careers gateway with information and links to employment and further education opportunities. Includes Lincs 2 (North-East
Lincolnshire) Lincs4u (North Lincolnshire) and LogOn MoveOn (Hull and the East Riding)

Connexions

Based in Hull, helps young people in aged 13 to 19 to make informed choices about education, training and employment and help
people find appropriate opportunities. Support is available for young people with learning difficulties or those who have disabilities
up to the age of 25. Other local authorities have their local offer.

Aspire-igen

Run a number of programmes across the Humber providing career support for adults. Currently offering ‘Accelerate’ programme to
young people in education at risk of NEET and post-16 NEET, where each participant is allocated a support worker to help form a
pathway leading to a traineeship, apprenticeship, work or education.

Careers & Enterprise
Company

A national organisation working with the Humber LEP supporting three Enterprise Coordinators to work with schools and colleges
and local businesses to ensure they have the resources available to provide careers improved advice.

Employability Passport

The Humber LEP has offered an accreditation of individual employability passports to help improve the level of employability skills
across the Humber. These are a framework of expectations based on CBI’s 7 employability skills which young people work through.
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Cross cutting
Changing Jobs - Are employees changing jobs to ascertain

greater benefits (e.g. wages)?

There is no evidence available to show whether
employees are changing jobs to ascertain greater
benefits. However the strong employment growth
experienced in the Humber area over the last five years
may suggest there is a buoyant labour market, which
would encourage people to move between jobs in
search of greater benefits.
Earnings for full-time workers have continually
increased over the last four years, although these have
lagged behind the growth rate experienced across
Yorkshire & Humber and nationally.
Wage Growth for Full-Time Workers

Source: ASHE, ONS (2018)

Indexed; 1999=100

Dependency on Outside Workers - Are employers

dependent on workers from outside the local area to meet
demand?

As discussed on page 40 and 41, the Humber LEP area
has a relatively tight commuting area, with much of
the commuting taking place between the four local
authorities. A significant proportion of Hull’s workforce
comes from within the Humber area (97%), with
similarly high proportions in the East Riding (90%),
North East Lincolnshire (89%) and North Lincolnshire
(87%).
Data shown on page 103/4 revealed that those
commuting over long distances tended to be more
highly-skilled, reflecting the higher wages people are
paid (and therefore increasing their ability to travel). In
general, employers in the Humber are not heavily
dependent on workers from outside the local area
except in some of the most highly-skilled and technical
occupations where specialist skills are required (such
as some of the most technical jobs in the offshore
wind sector). Unfortunately there is no publicly
available data available to show commuting by sector
in the Humber area. This could be a possible area for
further research.
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Cross cutting

Graduates
Moving to
the Humber
LEP

Graduate Destinations - Do learners remain where they studied for

employment? Do learners return to the local area after studying elsewhere?

After students graduate from the Humber, many choose to take up jobs
outside of the region. It is estimated around half of students stay in the
Humber P area (based on the migration patterns of 20-22 year olds).
Common destinations for graduates (20-22 year olds) include: Leeds
(300 graduates moving from the Humber each year), London (200),
Sheffield (190), York (130), Lincoln (130), Manchester (120) and
Newcastle (110).
The Humber continues to attract graduates from other areas after they
graduate. Common origins for 20-22 year olds moving into the Humber
LEP area include York (190 graduates), Lincoln (130), Scarborough (75)
and Nottingham (50).
Data from the University of Hull on their leavers’ destinations finds that
57% find employment within the Yorkshire and Humber region. Other
common destinations include London (9%), North West England (6%)
and the East Midlands (6%). The University has seen increasing rates of
graduates
going
on
to
‘Positive
Destinations’
(i.e.
professional/technical employment or postgraduate study), with this
accounting for 73% of graduates (a 6% point increase since 2013/14).

Source: ONS Local Area Migration Statistics, 2018; Graduate Employability at the
University of Hull (Destination of Leavers from Higher Education Survey, 2016

Graduates
Moving away
from the
Humber LEP
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Policy
Funding - Where is the Adult Education Budget or Education

Promotion of Relevant Courses - Do education providers

ESFA funding brings together many of the previous
responsibilities of the Education Funding Agency and
Skills Funding Agency to create a single agency
accountable for funding education and skills for
children, young people and adults.
Many of the skills gaps identified on page 123-124 need
to be addressed, to help ensure that Humber continues
to have the workforce needed to support growth in its
key sectors.
As identified on page 129, there is a need to ensure that
all of Humber’s residents are able to access learning
and training opportunities. Key groups of people who
experience barriers in accessing education include:
older people; people on lower incomes; those from
more deprived areas; those with lower qualification
levels; those whose parents had low education levels;
and those with health problems. Targeting provision at
these individuals will help support those unable to
access opportunities themselves.

Education providers across the Humber have been
working proactively to meet the changing skills
demands for the Humber. The Humber’s aspirations to
lead on the Decarbonisation and energy agenda have
been reflected in recent curriculum, e.g. with specialist
engineering and practical skills being provided at two
University Technical Colleges (Ron Dearing and
Engineering Northern Lincolnshire) and within many of
the post 16 training providers
Providers are also undertaking annual matching
comparisons, helping map their curriculum to the LEP’s
priority sector areas.
The wider need for STEM skills to support the
development of the Humber’s key sector areas as
defined in its Industrial Strategy Prospectus (clean
energy, engineering & assembly, energy intensive &
continuous process and enabling services) is also being
proactively delivered by local education/training
providers, with all offering STEM-related subjects for
further and higher education study.

and Skills Funding Agency (ESFA) provision required to meet
demand across sectors and occupations (e.g. by age, gender,
qualifications)?

promote courses relating to those in demand sectors or
occupations? Or are they changing the content / type of courses
according to shifts in skills demand?
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Policy
Employer engagement - Are education providers engaging

with employers to understand these skills needs?

Building the relationships between employers and
education providers is crucial to ensure both
understand the skills issues facing the area. The LEP in
partnership with the Careers & Enterprise Company
have actively been working to improve relationships
between schools, training providers and businesses.
The Humber LEP has three Enterprise Coordinators
helping to build these relationships, with schools and
providers currently working with the programme.
The development of two new University Technical
Colleges in the Humber has also provided an
opportunity for employers to ensure the right skills are
provided. Both UTCs are growing successfully with
involving industry leaders including Orsted, British
Steel, Jacobs, Siemens, Fujitsu and BP.
Post 16 training providers generally have good
employer engagement and the University of Hull
works with a range of employers and business leaders.
However, more can be done to encourage links, not
just between the largest companies in the Humber,
but also between SMEs and education and training
Source: Employer Skills Survey, ONS (2017)

providers. Ensuring businesses are easily able to
communicate and share their knowledge with
providers and their students is important in ensuring
the future labour pool has the right skills needed and
the awareness of employment opportunities in the
market.
Employee/Employer Relations - Are employers engaging
with employees to relay skills required and ways to obtain them
(through upskilling development)?

Evidence from page 66 suggest that many of the
Humber’s employers support the training and
development of their workforce, with half of employers
training at least 80% of their staff over the last 12
months.
The Skills Support for the Workforce programme is an
example of successful upskilling programmes in the
Humber. This has engaged with employed learners
and within key employment sectors to ensure
employers are able to upskill their workforce and meet
the current demands of the sector. This training has
been delivered either in the workplace or at a readily
accessible nearby location.

Stage 4: Mapping of skills demand and supply

134

Policy

Upskilling - Are individuals wanting to upskill? Is their preference to have lesser paid

jobs for greater quality of life? Do ‘atypical’ jobs reduce the investment of employers in
providing training and opportunities to develop / upskill?

Evidence from the Adult Education Survey shows that three-quarters of
workers engaged in some form of learning within the last 12 months.
However this varies considerably across a range of characteristics. The
characteristics of those most likely to engage in learning nationally
includes: younger people; people on higher incomes; those from less
deprived areas; those with higher qualification levels; those whose
parents had higher education levels; and those with no health problems.
Those in the Yorkshire & Humber region were among the least likely to
engage in learning nationally (74% compared to 78% nationally). There is
no evidence available to show that workers are undertaking lesser paid
jobs in return for a greater quality of life, although (as shown on page 65)
Humber has a higher proportion of under-utilised staff.
The reference ‘atypical’ jobs typically refers to jobs which do not conform
to the standard or ‘typical’ model of full-time, regular, open-ended
employment with a single employer over a long time span. This mainly
refers to secured full-time employment, with ‘atypical’ jobs including parttime work, temporary work, fixed-term work, casual and seasonal work,
and self-employed workers.
Legally, part-time workers are entitled to the same treatment for training
and career development opportunities. Data from the Adult Education
Survey shows that nationally, ‘lack of employer support’ is less of a barrier
to education for part-time workers than for full-time workers, with greater
barriers for part-time workers being lack of time, the expense of courses
and family/caring responsibilities.

Barriers to education by employment
status, Nationally

Source: Adult Education Survey, 2016
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Policy
Working with Industry & Informal/Private Providers - Are there examples of local areas and organisations working with

industry and informal / private sector providers to design and deliver new programmes in response to emerging skills demand? Are
there opportunities to do so?
Initiatives

Partners

Description

Yorkshire and
Humber IoT

Grimsby Institute of Further and Higher Education,
Askham Bryan College, Bishop Burton College, Craven
College, East Riding College, Selby College, University of
Hull, University of York St John, ENGIE Fabricom,
Skipton Building Society, GB Recruitment.

Institutes of Technologies are new collaborations between further education (FE)
providers, universities and employers. The IoT will be provided in collaboration with
FE colleges in the area, and will have links to local employers. Amongst its academic
specialisms will be: agri-tech, food manufacturing, energy, digital, engineering.

University of
Lincoln IoT

Grimsby Institute of Further and Higher Education, DN
Colleges Group, Lincoln College, Boston College,
Grantham College, Riseholme College, Lincoln UTC,
Siemens, Bakkavor Ltd, Olympus Automation Limited.

Same as above, but with academic specialisms in agri-tech, engineering,
manufacturing, digital.

Catch

Partners drawn from across the process engineering,
chemical, energy, engineering and renewable sectors,
their associated supply chains, regional and national
government agencies and local authorities, including all
four of the Humber’s local authorities.

Industry training to support the Humber’s chemical and wider energy sectors.
Training facility in North East Lincolnshire that offers industry authentic training and
assessment without the risks associated with processing hazardous materials.

Bridging the
Gap

Humber LEP, North Lincolnshire, North East
Lincolnshire, Hull, East Riding local authorities;
employers and education providers.

Careers and training portal, providing a place for the Humber’s residents to access
information about training and employment opportunities.

Humber
Energy Skills
Campus

The Humber Energy Skills Campus.

Collaborative effort led by the LEP bringing together the expertise, knowledge and
working practices. Offers education, training and guidance opportunities to local
communities, employers and investors.

Careers &
Enterprise
Company

The LEP, local authorities, schools, colleges and
employers.

Careers support delivered through the established Enterprise Coordinator –
Enterprise Adviser model. The project helps motivate young people; assisting them
to more informed choices regarding career progression.
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Implications for the Humber LEP’s Employment and Skills Board
incorporating the responsibilities of the Skills Advisory Panel
+ Skill shortage vacancies account for a quarter of all vacancies posted in the Humber. These are particularly high in skilled

trades, professional services and machine operatives. As well as a need for more technical and industry-specific skills in sectors
such as manufacturing and in occupations such as management, recruitment, communications, training and sales, there is
also a demand for softer skills such as leadership. The LEP’s employability passport accreditation is helping providers to
demonstrate their focus on the softer skills needed by local businesses. The top skills sought nationally include digital skills,
knowledge of products/services, and specialist/knowledge skills.

+ Sectors at risk of automation in the Humber include transportation and storage, manufacturing and wholesale and retail. The
rise in automation will change the nature of skills demand, with a greater demand for technical and digital skills to support the
use of automated machines. A high proportion of the Humber’s employers (46%) report that there is a need to improve digital
skills in their workforce over the next 12 months.

+ Sector skills gaps reports identifies the specific challenges faced by businesses in the Humber which providers need to respond

to. Within construction this includes difficulties recruiting architects; wood trades; decorators; logistics labourers; specialist
builders; bricklayers; plant operatives. In the digital sector, there are challenges filling technical roles, such as web developers.
In engineering and manufacturing, there is a shortage of those with higher levels skills. In the health & social care sector, there
is a need for carers and practitioners, and skills relating to this. Within the ports and logistics sector, there are shortages of
deckhands, marine engineers, workboats crew and offshore logistics operations. In the renewable energy and chemicals
sector, specific skills lacking includes welding and electrical / instrumentation technicians. Finally in the visitor economy
sector, staff role shortages include chefs, bar staff, cleaners, social media staff

+ Nationally, employers invest less in training now than they have in the past and the Humber’s employees are less likely to

receive 7 or more training days than their national counterparts. This represents a barrier to meeting evolving skill
requirements.

+ Wage growth has lagged behind growth experienced nationally, showing lower productivity and performance from businesses
in the Humber area. Increasing skill levels will be an important mechanism in helping to address this.

+ There exists a range of careers advice services across the Humber, supporting people in making the right career choices for
them. It will be important to ensure these co-ordinate their approaches to provide easier access to their services.
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Introduction
This report has carried out analysis of the skills and
employment needs and priorities of the Humber LEP, with
the intention of improving economic efficiency and
performance. This section sets out how the LEP can work
with its partners to address some of the skills priorities facing
the area, and outlines the mechanisms needed to support
the delivery of appropriate skills and employment initiatives.

Headlines

A number of skills priorities have been identified through this
report:
• Growing the higher-level skill base.
• Strengthening vocational / technical skill provision.
• Mitigating impacts of an increasingly ageing population.
• Ensuring equitable access to opportunities.
• Raising digital capacity.
• Encouraging employers to invest in training.

Source: Skills Advisory Panels – Analytical Toolkit for Local Skills Analysis, 2018

Key questions to be answered:
•
•
•

What are the main skills priorities?
What current policy levers and initiatives, at
both local and national level, can help
deliver the priorities?
Are new policy levers or initiatives required
to ensure the skills and employment
priorities are achieved?

Objectives:
•
•
•

Understanding the current and future skills
and employment priorities to have greater
impact on the local area.
Outlining the actions needed locally and
nationally to address skills and employment
priorities.
Understanding how actions will achieve
economic efficiency and a reduction in skills
mismatches.
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Skill Priorities Arising from the SAP evidence
The SAP Analysis Report identifies broad skill priorities
to inform policy development. Each priority draws
alignment with the 2014-2020 Humber Employment and
Skills Strategy to illustrate relevance and potential gaps.
+ Growing the higher-level skill base: Areas of focus
include: the attraction and retention of higher skilled
working-age people in the region, building on the
current success the Humber has in retaining graduates
as a lever for developing a future pipeline of higher
level
skills;
the
upskilling
of
existing
residents/workforce; support employers to recognise
the value of higher level skills and invest/acquire
these; and encouraging links between employers and
providers. This has the strongest fit to Priority 7:
Extend resident aspirations in gaining higher level
academic and vocational qualifications and Priority
6: Maximise the use of funding, including capital, to
develop excellent learning environments and
facilities, leading to a more highly skilled current
and future workforce.
+ Strengthening vocational / technical skill
provision: Encourage more education providers and
employers to work together in curriculum design and

promote apprenticeships of all levels including
degrees and T-Level routes in areas of highest
demand as viable alternatives to increase take up.
This will help reduce skill shortages in machine
operatives and skilled trades which are largely
represented in the manufacturing and transport
sectors. This has the strongest fit to existing Priority
7: Extend resident aspirations in gaining higher
level academic and vocational qualifications and
Priority 3: Influence local provision to better meet
economic need.
+ Mitigating impacts of an increasingly ageing
population: The Humber needs to increase the size of
the workforce. There are a number of strands to this
including a focus on attracting and retraining talent
(graduates and working age residents); inspiring
young people to access local employment
opportunities; reskilling and replacement labour
strategies; promotion of career progression routes in
replacement labour strategies; targeting inactive
residents who want/can work; focus on underemployment; increasing the number of jobs /
businesses (enterprise / leadership skills). Cont’d overleaf.
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Skill Priorities Arising from the SAP evidence
Measures also targeted at the retention of older
workers, such as improved physical accessibility and
flexible working hours must be considered. This has
some overlap with existing Priority 1: Raising
employer commitment and investment in skills at
all levels and Priority 4: Improve the quality,
accessibility and dissemination of labour market
information and CEIAG, empowering employers
and local people to make informed choices.
+ Ensuring equitable access to opportunities:
Brokerage between areas of opportunity and need.
Interventions targeted at economically inactive
groups (particularly in deprived and rural/coastal
areas of the region) to improve their employability
skills and transition back into the labour market. This
will help achieve inclusive growth and address
current underemployment in the Humber. The role of
corporate social responsibility and social value is
important here to supporting inclusive growth. This
has the strongest fit to existing Priority 2: Foster an
inclusive LEP-wide approach with all stakeholders
and Priority 5: Support people in finding and
sustaining employment.

+ Raising digital capacity: Prepare the workforce and

businesses for increased automation and shifts
towards digitalisation, through provision which
improves digital skills in the existing workforce
(particularly
focusing
on
older
workers,
disadvantaged groups, SMEs) and the acquisition of
digital skills in the future workforce. This includes
providing industry placements of students/graduates
to support understanding of the business benefits of
these skills, and providing students with business
experience. The National Retraining Scheme roll-out
will support achievement of this skill priority.
+ Encouraging employers to invest in training:
Motivate the Humber’s employers to increase
workforce training days by addressing some of the
key barriers faced including limited training budgets.
This could involve improved signposting to funding
sources and relevant training courses. Training which
targets lower-skilled workers can help upskill
occupations and contribute to the productivity gap.
This has the strongest fit to existing Priority 1:
Raising employer commitment and investment in
skills at all levels.
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Current Mechanisms
The following current policies/initiatives are in place which can help to address the identified priorities.
Key Themes/
Emerging
Priorities

Alignment to existing employment and skills provision and potential gaps

Growing the
Higher Level
Skills Base

Retaining higher level skills could involve targeting higher skilled working age people, particularly graduates to live and work in the
Humber. There are local initiatives identified which support increasing graduate employment: the Humber Skills Pledge, In to
Work, North Lincolnshire Community Led Local Development and the LEP investment in Graduate Internships (currently in
appraisal). Wider national initiatives include the Local Industrial Strategy Commitments, National Retraining Scheme, Fuller
Working Lives initiatives , CEC Career hubs, Offshore Wind Sector Deal, Humber ESIF Strategy, Humber Growth Deal .
The Humber is relatively successful in retaining the graduate population which provides a strong platform for developing a
higher level skill base. The skills agenda needs to support place promotion strategies that seek to attract investment
(residents and businesses) to the Humber.

Strengthening
vocational /
technical skill
provision

Strengthening vocational / technical skill provision could involve ensuring that schools / colleges / higher education institutions
continue to work with industry to develop curriculum which targets skills and career pathways in highest demand. There will also
be a push in encouraging further take-up of apprenticeships and new T Level qualifications. There are a number of examples
enhancing vocational / technical skill provision, including: LEP Skills Capital: Humber Skills Pledge, two new Institutes of
Technology, two University Technical Colleges, the Apprenticeship Employer Toolkit and the Careers and Enterprise Company
provision.
There needs to be an increased emphasis on industry placements to fulfil the potential of T Level qualifications.

Mitigating
impacts of an
increasingly
ageing
population

Mitigating impacts of a growing ageing population is a cross-cutting priority which will directly target sectors with an ageing
workforce to recruit young people and assist older workers to retrain/upskill. There is currently one initiative which has the best fit
to these outcomes: Next Level. More widely, initiatives such as Fuller Working Lives, CEC Career Hubs, the National Retraining
Scheme, Humber LEP’s Economic Inclusion sub-group and ESF investments, and ensuring the AEB is used effectively to meet
growing sector demands have a role to play. This suggests there could be limited provision which supports older workers in
priority sectors, particularly in those sectors which are already facing skills shortages. More generally, there is a need for
more jobs and businesses to attract people to the Humber and enterprise/leadership skills have a role to play here.
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Key
Themes/
Emerging
Priorities

Alignment to existing employment and skills provision and potential gaps

Raising
digital
capacity

Raising digital capacity could involve specialist provision which helps to improve digital skills in the existing workforce and implement
greater digital technology content into the curriculum. Examples of current local activities include the following : Skills Support for the
Workforce: Humber Healthcare Academy, Constructing Future Growth, Humber Employability Passport Validation, Yorkshire and
Humber Institute for Technology, Lincoln IoT and Humber LGF Skills Capital Investments Programme.
The policy lever analysis suggests that there could be an emerging gap in provision which improves digital skills content in the
curriculum, compared to improving digital skills in the workforce. The roll out of a Local Digital Skills Partnership will
contribute to this.

Encouraging
employers
to invest in
training

This priority could support employers to invest more in their workforce by improving signposting to relevant funding sources and
training courses, particularly focusing on upskilling lower-skilled workers. There are initiatives which support employers with training
their workforce including : Hull Community Led Local Development, Skills Support for the Workforce Humber, Apprenticeship Employer
Toolkit, Ex-Offender Pilot, Skills Capital: HETA Advanced Engineering Training Centre, Yorkshire and Humber Institute of Technology,
Catch Energy Offshore and Next Level.
This theme links to the business support offer of the Humber, of which skills support is a critical part to driving productivity
gains.

Supporting
underrepresented
groups into
employment

Supporting under-represented groups into employment could involve targeting economically inactive groups in deprived areas to
improve their employability skills and to enable a smoother transition back into employment. There are currently 7 ESF funded
initiatives which address these outcomes: In to Work, Exploring Opportunities BBO Humber, Springboard NEETs programme, Action
Towards Inclusion BBO (YNER area), Hull Community Led Local Development, Accelerate NEET and Skills Support for the Unemployed.
More widely, the DWP’s Work & Health Programme, Fuller Working Lives, various careers interventions and the Adult Education Budget
has a role to play in supporting this theme.
Although there are programmes available which target increasing employability skills, there are fewer initiatives which
specifically target addressing barriers for disadvantaged people (i.e. support with housing, finances and mental health). This
form of support is also harder to access, due to eligibility restrictions. More widely, CSR/Social Value principles linked to major
employers/projects have a role to play in inclusive growth strategies. Labour market brokerage provision can play a role here in
matching need and opportunity.
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Current Mechanisms – What Has Worked Well So Far
The Humber has had a number of successful
mechanisms in recent years, which provide a platform,
from which it can deliver skills improvements across
the Humber. This includes:
+ Implementation of the Humber Employment and
Skills Strategy and engagement with key
stakeholders.
+ Securing £99.2m ESIF investment, of which £41.39m
was used to drive forward skills and employment
programmes across the Humber. Notable successes
have been: Springboard, Skills Support for the
Workforce and Building Better Opportunities.
+ Launch of the Humber Skills Network, which has
evolved to include 500 people to share information
and best practice and to inform local skills
interventions.
+ Securing funding for the roll out of the Humber
Careers Hub, one of 20 initial hubs across England,
working with the Careers and Enterprise Company.
+ The development of the Enterprise Advisor
Network, with the recent recruitment of a third
Enterprise Coordinator to support secondary schools

across the Humber, seeing 60 EAs now in place
across the Humber.
+ Delivery of Springboard, Skills Support for the
Workforce and Building Better Opportunities.
+ Development and delivery of the Humber Skills
Pledge.
+ Joined-up working with York and North Yorkshire
LEP and Greater Lincolnshire LEP to progress and
maximise investment opportunities.
+ Targeted provision which focuses on: employability
skills, access to training courses and work
placements.
+ The development of the Yorkshire and Humber
Institute of Technology.
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New Mechanisms – Emerging Recommendations
There are a number of gaps which have been identified
within the mechanisms section, which should be
considered going forward.
+ A joined up approach between the Employment
and Skills Board (ESB) incorporating the SAP and
place promotion strategy to attract and retain
graduates in the Humber.
+ Encourage employers to work with local training
providers to strengthen the offer and take-up of
industry placements, in preparation for the
introduction of T-Levels.
+ Ensure there are sufficient learning and training
opportunities available for older workers,
particularly focused around improving technological
skills in the Humber’s priority sectors. Ensure there is
alignment with the National Retraining Scheme and
relevant policy.
+ Support future plans to roll out the Local Digital
Skills Partnership and improve the coherence of
digital skills provision in schools and training
providers across the Humber. Ensure there is
alignment with the Humber Careers Hub and the

Enterprise Advisor Network supported by the CEC.
+ A joined up approach between the ESB incorporating
the SAP and business support strategy to address
barriers facing Humber’s businesses to invest in
workforce training. This includes greater
consideration of the business support needs of those
sectors most affected by automation and EU exit.
Improve awareness of and signposting to funding
sources and local training providers.
+ Build on the successes of Springboard and Building
Better Opportunities to address wider barriers
facing Humber’s under-represented groups in
transitioning into the labour market.
+ Support Humber’s businesses to mitigate the
impacts of Brexit on their workforce, focusing
efforts on the priority sectors and the health and
social care sector.
+ Work with the CEC, employers and other partners to
ensure careers advice is developed in response to
the opportunities and needs of Humber’s priority
growth sectors.
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Survey Analysis
This report was produced for the Humber LEP providing a more in-depth analysis of the results of the Humber SAP
survey. This section provides a brief overview of the results of a web-based survey undertaken in July 2019.
The purpose of the survey was to gather in-depth qualitative insight on the implementation of the DfE-led ‘Skills
Advisory Panel’ in the Humber region, which will be used to inform the shaping of the People chapter in Humber
LEP’s Local Industrial Strategy.
Local stakeholders and organisations were invited to participate in the survey and in total, 41 responses were
received from 34 organisations. Of the 41 survey respondents:
+ 21% were identified as Independent Training Providers
+ 21% were identified as Employer Representative Groups
+ 12% were School representatives; and
+ 12% were Local Authority representatives in the Humber.
The geographic profile of organisations shows that there was coverage from each of the four local authority areas
which make up the Humber, in addition to regional and national perspectives. Of the 34 organisations:
+ 38% were based in Hull
+ 22% were based in North East Lincolnshire
+ 14% were based in East Riding
+ 11% were based in North Lincolnshire; and
+ 16% were based outside of the Humber region.
In terms of sector profile, the majority of stakeholders represented the Education sector (53%) followed by
Government Administration (15%).
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Survey Analysis
Q1: Additional representatives to the Employment and Skills Board incorporating the SAP membership participants were asked whether there should be additional representatives who could add value to the Humber’s
core SAP membership.
+ 12 respondents (34%) were strongly supportive of the proposed list of stakeholders and felt that no additional
representatives need to be included
+ 20% supported the inclusion of a range of different sized businesses so that the SAP reflects their different skill
challenges
+ 20% supported the inclusion of industry training boards which are relevant to the Humber’s priority growth
sectors
+ 20% supported a wider sector representation in the skills / inclusion agenda
Q2: Priority focus of the SAP - respondents were asked to give their views on the seven priorities outlined in the
Humber LEP Employment and Skill Strategy
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Survey Analysis
Q2 continued:
+ 43% of respondents stated that no additional priorities need to be included.
+ Common themes from the remaining 57% of respondents include a focus on: young people and employability
(25%); apprenticeships (21%); retention of higher skills (14%) and health and wellbeing (11%)
Q3: Main barriers facing the ESB - respondents were asked to state whether there are barriers the ESB will need
to address to ensure that the Humber’s skill supply meets skill needs. Emerging themes include:
+ Young people’s understanding of the job opportunities available.
+ Low engagement between employers and education providers.
+ Widening labour market participation.
+ Strengthening the Humber’s offer as a place to live and work.
+ Responding to digital innovation - ensuring provision is aligned with emerging technologies.
+ Poor perceptions of apprenticeships – it was noted that a ‘campaign’ approach to raising awareness of
apprenticeship pathways would help increase take up, e.g. a dedicated advertising campaign or social media
presence.
+ Infrastructure challenges in the Humber’s rural areas – businesses in rural areas could be impacted if job
opportunities are harder to access by public transport.
+ Funding constraints could be having an impact on the availability of targeted provision and apprenticeships
(related to Levy funding).
Q4: SAP baseline data evidence - respondents were asked to give their views on additional datasets which the
SAP could include in their baseline. Seven respondents (22%) thought that the list of proposed datasets was
sufficient, and no additions were required. Common areas of interest which emerged from the survey include:
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Survey Analysis
+ Disadvantaged groups (25% of respondents) – e.g. carers, long-term unemployed/NEET and disabled people.
+ Future skill requirements (19%) – using forecast data to identify emerging sectors and occupations.
+ A STEM focus in the job demand data (13%) – it was noted that this would help improve the mapping of

education provision to STEM occupations in highest demand.
+ Humber’s functional economic area (13%) – understanding geographic patterns of travel to work to inform where
infrastructure can support skill demand / supply.
Q5: Sector bodies and skill groups to work with the LEP - respondents were asked which sector representative
bodies and skill groups they believed should be working alongside the LEP to help address the issues surrounding
Humber skills supply and demand.
+ There was a wide range of survey feedback and no clear consensus / agreement on the sector bodies and
additional skill groups to work with the LEP.
+ The most prevalent suggestions were related to Health and Social Care, Construction, Engineering and
Renewable Energy.
Q6: The ESB’s initial focus on key growth sectors - Respondents were asked whether they agreed / disagreed
with the SAP/ESB’s focus on addressing the skill challenges facing the key growth sectors in the Humber.
+ The vast majority (93%) agreed that the approach is appropriate and 7% disagreed with the approach.
+ The survey also asked for respondents to give their perspective on alternative approaches which they would
recommend the ESB to take:
+ A common view was that the ESB should widen its focus to include Humber’s large employment sectors as
well as the key growth sectors.
+ Retail and Health and Social Care were noted as important and underpinning the priority sectors.
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Q7: Deep dive areas of skill demand and supply. Respondents were asked to give their views on areas of skill
demand and supply which they felt could add the most value to a deep-dive analysis of the Humber’s skill delivery.
There were 31 responses to this question which were variable, and so there was no general agreement on
particular areas of interest.
There were a number of relevant themes which emerged in the analysis, these include:
+ Labour market information to identify areas of skill demand and supply (29%) – this would help to better align FE
and HE provision to Humber’s jobs which are in highest demand.
+ Greater understanding of social mobility (19%) - understanding how socio-economic wellbeing can be measured
and to increase labour market participation of particular groups e.g. long-term unemployed.
+ Apprenticeship mapping (16%) – increasing take up and understanding how apprenticeships can be linked to
future growth areas.
+ Employers’ investment in workforce training (13%) – understanding how employers can help raise skill levels.
Conclusion
Overall, stakeholders were generally pleased with the ESBs proposed membership, focus and data evidence which
will be used to inform the Humber’s Local industrial Strategy. There was strong agreement across all seven
priorities, particularly towards Priorities 1 and 5. The survey feedback highlighted a common interest in how the
ESB could help support the Humber’s health, wellbeing and inclusion agenda. In addition, making greater use of
labour market information was noted as important for improving awareness of and access to local job
opportunities – particularly for young people and disadvantaged groups.
Of the 41 respondents there was a high degree of willingness to be involved in the development of the ESB P with
83% happy to be contacted in future. This represents 73% of the participating organisations.
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Stakeholder Workshop Feedback
Purpose of the Workshop
The Humber LEP held a workshop with key
stakeholders on Tuesday 23rd July 2019. The purpose
of the workshop was to:
1. Brief participants on the government drivers
behind the Skills Advisory Panel approach and the
requirements placed on Local Enterprise
Partnerships.
2. Provide a demonstration of the Power BI tool for
the Humber Skills Advisory Panel toolkit.
3. Provide some headline findings from the Power BI
tool to set the scene for discussion in the facilitated
session.
4. Share findings from the SAP Consultation
Feedback report.
5. Facilitate discussion with participants to get their
views on:
+ What are the main skill priorities for the
Humber?
+ What current policy levers and initiatives at a
local and national level can help deliver the
priorities?

+ Are new policy levers or initiatives required to

ensure the skills and employment priorities are
achieved?
The workshop concluded with identification of next
steps.
The remainder of this note captures feedback themed
under ‘Issues and Opportunities’.
Issues and Opportunities
The following points were raised by attendees at the
workshop.
Demographic Challenges
+ Retaining and attracting people to the Humber is a
long-standing issue. There is a need to recognise the
impact that ‘Place’ has on the ‘People’ agenda and
the role of educational offer, housing stock, cultural
offer, transport network etc. in attracting the
workforce of the future.
+ People are not retiring as early and this is pushing
the issue of skilled workers/succession planning back
for some businesses.
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Stakeholder Workshop Feedback
Demographic Challenges Contd.
+ Policies such as the Apprenticeship Levy has had
some unexpected impacts with positive impact (e.g.
businesses investing in upskilling existing staff) and
negative outcomes (e.g. investment in existing staff at
the expense of taking on new staff who in the past
may be more likely to be younger) .
Deprivation and Austerity
+ Some suggested there is an lack of ambition and
aspiration in some deprived areas with
intergenerational welfare dependency – whilst others
noted that there is no shortage of ambition in
deprived areas as opposed to non-deprived areas,
rather deprivation itself is an obstacle to progress.
+ There needs to be interventions in place that target
deprived families/individuals to mitigate against
future likelihood of young people becoming
disengaged
(NEET).
Personal
finance
and
organisational skills are often lacking, and coping
strategies and resistance are key attributes.
+ There is a cohort of people including the long term
unemployed and older workers. There is a high
number of people in receipt of ESA. There is a need for
more effective ways to work with those furthest from
the labour market.

+ Many businesses are operating on a lean basis, with

little time for training and upskilling staff. Existing
members of staff within SMEs are having to take on
additional duties and having to multi-task. Some
businesses are outsourcing certain activities such as
social media marketing, HR functions etc.
+ There is a natural tendency for businesses to focus on
their own needs, rather than the wider good of the
industry. This can deter investment in training, i.e.
amidst concerns about poaching staff.
Rurality / Travel barriers
+ Because of the size and rural characteristics of the
Humber travelling to learn is an issue and there is a
loss of young people leaving local areas to study
higher education and seek out a wider range of job
opportunities outside of the Humber.
+ Employers have sought support in the past to fund
driving lessons for potential staff living in rural areas
to overcome the travel barrier.
+ There is a reluctance to travel across the Humber and
even within areas e.g. Grimsby to Cleethorpes, East
Hull to West Hull etc. The bridge was noted as a
barrier but has improved opportunities for some
residents.
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Career Awareness and Recruitment
+ There is a need to tackle ambition and aspiration
from a young age i.e. in schools. High quality,
impartial CEIAG (Careers Education, Information,
Advice and Guidance) is essential as is engagement
with parents to change perceptions about the career
options available linking to labour market
intelligence (LMI).
+ It is Important to engage children from a younger
age. For example, Grimsby College LMI in to inform
curriculum in feeder schools
+ It can be daunting for young people to think about
career pathways at 16/17. It would be helpful to think
about career pathways as branches/multiple routes,
so options as seen as more fluid and less restrictive.
+ There is a need to communicate effectively about the
range of opportunities available locally. This has to
be meaningfully presented to young people.
+ CEIAG has to have a continued focus. Destination
outcomes at Key Stage 4 (GCSE) is generally good,
but there is an issue between Key Stage 4 and Key
Stage 5 (post-GCSE). Young people need to be helped
to make the right choices and to re-engage and get
back on track if something goes wrong.

+ There is a lack of work experience placements to

support the requirements of Study Programmes,
Traineeships and the new T Levels which will come
on board in 2020.
+ CEIAG is often not independent as there may be a
bias from the school/provider. There needs to be a
CEIAG programme which builds on the current
partnership at the LEP, CEC and local authorities and
is aligned to future growth opportunities, for example
around Green Energy. There is a need to consider
how Green Energy impacts on the average family in
the Humber, what language is used to present career
opportunities and to whom, this includes the
identification of the employers and engaging
businesses/providers/residents in the green skills
agenda.
+ There is also the need to communicate LMI to
influencers, parents and teachers to raise collective
awareness.
+ There is a need to encourage employers of all sizes to
look at a more diverse workforce.
Sector Dimensions
+ The heritage impact of the Humber also plays a part,
i.e. fishing industry, heavy industry and this can
shape perception of available opportunities.

Appendix

154

Stakeholder Workshop Feedback
Sector Dimensions Cont’d.
+ Manufacturing is an opportunity sector in the
Humber, but the perception of the sector can be
negative which impacts upon recruitment and results
in hard-to-fill vacancies. There is demand for skills at
all levels. The growth in automation and robotics as
an opportunity for higher level skill requirements
needs to be better understood and promoted.
+ Certain sectors have not invested in skills but have
met their skill needs through migrant labour e.g.
agriculture, manufacturing… in light of Brexit this
raises the question of how they will adapt?
+ Confidence from employers – they cannot always
articulate what they will need in 5 years’ time. Their
focus is on the here and now.
Policy Influences / Considerations
+ Uncertainty from Brexit is impacting on investment
which is affecting how businesses think about their
skill needs, with a focus on current requirements, not
future needs. In a training context this is resulting in a
focus on mandatory training, but not wider
workforce development activities.

+ The Agriculture sector is particularly exposed to

Brexit – likely to be an impact on recruitment and
retention which will impact on the ability to grow the
sector.
+ There has been a national reduction in 16-18
apprentices. As a result of the Apprenticeship Levy,
businesses are seeking to maximise Levy funding by
promotion of higher level skills for existing staff. Many
of these are older workers, which is then impacting
on the pipeline of young people coming through into
businesses.
+ The Apprenticeship Training Agency 1`model
provides an opportunity to service multiple SMEs
with one apprenticeship.
+ There needs to be more action locally to influence
positive behaviour around transfer of Levy funds e.g.
opportunity to use the Apprenticeship Levy to service
the supply chain
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Policy Influences / Considerations Contd.
+ The practicalities of delivering T levels and the
national requirement for work experience element of
45 days needs a rethink by Government. The current
requirement for this to be all with one employer is
limiting. E.g. the Health and Social Care sector offers
a broad range of opportunities and it would add
more value if the student could experience different
roles.
+ Adult Learning Loans are seen as a barrier to
learning. It is important to consider what the take up
and demographics are of those taking up loans.
+ The impact of cap removal on universities is affecting
the draw of students to the University of Hull.
+ Is the local offer for Higher Level Apprenticeships
right? A comparison with skills gaps would be helpful
to consider if this is an area for employers to focus
the Levy investment on.
+ The ability to draw on the experience of older
workers to inform younger workers and labour
market entrants was noted. Buddying schemes have
been deployed in the past but it does require a
nurturing attitude and buy-in from the business.
+ In North East Lincolnshire there is a pilot working

with A Level students to build relationships with
employers during the summer period, offering work
experience to retain talent and showcase the
opportunities available locally. This is focused on
high level professional careers.
+ The relationship with the CEC is considered to be
working well but it is time bound due to funding, and
is only a “sticking plaster” meeting only c.10% of the
potential demand.
+ The University Campus North Lincolnshire (UCNL)
will provide an opportunity for people to study
locally rather than leave the area. This is due to open
in September 2019 and will offer 1,500 university
places. The project is led by North Lincolnshire
Council, North Lindsey College (DN2 Group) and the
University of Lincoln and was supported by a £2.3m
funding package from the Greater Lincolnshire LEP.
+ The provision of two Institutes of Technology on both
sides of the Humber represents a potential ‘game
changer’ for the Humber economy. These will be led
by the University of Lincoln and York College and
include the participation of Humber providers and
employers.
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Policy Influences / Considerations Contd.
+ There is a need for more local flexibility in the
nationally available funding to enable provision to
meet the needs and demands of local people and
businesses. Organisations are often led by funding
priorities rather than local needs and future
demands. Overlapping target groups of the different
funding streams can lead to duplication. The
“bureaucracy surrounding funding creates an
industry in its own right”.
+ Humber has less flexibility with new policy levers (as
it is not a Mayoral Combined Authority and does not
have a devolution deal). Policy aspirations need to
consider the scope for piloting approaches to make
best use of limited resource. We shouldn’t just sit and
wait but should seek to maximise what we can do
locally, i.e. through flexing current provision.
+ It was considered that there is a “system failure” over
the lack of investment in independent CEIAG which is
“morally wrong” as it is leading to young people
making the wrong decision at 16. This can lead to
them losing out on training , and can lead to them
being NEET which has a wider economic impact.

+ Some good practice is being exhibited by primary

and secondary schools on the inspirational career’s
agenda. A pilot, ‘Primary Kitemark’, is currently being
delivered and further development of the ‘Bridging
the Gap’ portal is underway.
+ There is a need to drive excellence in learning
pathways, careers advice, investment in skills
associated with future opportunity sectors (Clean
Energy, Ports and Manufacturing etc.).
+ Can we look at rural business networks as a route to
raising awareness of apprenticeships, skill needs and
solutions, support chain opportunities and work
experience? E.g. East Riding’s Rural Business Network
work with schools to inspire young people.
+ There needs to be an increased focus on ‘Fuller
Working Lives’ (Government policy focus led by DWP
to encourage employers to retain, retrain and recruit
older workers).
+ DfE and BEIS policy drivers are not sufficiently
aligned. Need to consider what the sectors require:
skills, innovation, business support etc. and offer a
joined up package of support.
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Other Points Raised
+ The need to maintain the LMI data and ensure it is
kept up-to-date was noted
+ There is a lag in some data sets which may not
consider issues arising from sudden economic
shocks. The importance of consultation and locally
held data is important here to address this issue.
+ It is helpful to look at how the Humber compares
with statistical neighbours.
Attendees
A table showing the attendees at the workshop is as
follows.
Name

Organisation

Teresa Chalmers

LEP

Gill Dillon

LEP

Laura Barley

LEP

Fiona Headridge

LEP

Simon Hooton

Hatch

Lauren Newby

Hatch

Name

Organisation

Vicky Holbeck

Humber Learning Consortium

Jolanda Astle

National Lottery Community
Fund

Adam Greenwood

University of Hull

Gill Alton

TEC Partnership

Bill Meredith

Bishop Burton College

Adele Ruhmann

N Lincs Council

Neil Todd

N Lincs Council

Kate Robinson

N Lincs Council

Nick Russell

East Riding Council

Karen Linton

NE Lincs Council

Chris Duffill

NE Lincs Council

Jo Hepi

Hull College

Mick Heatlie

ESB Member

Stephen Savage

ESB Chair

Nathan Turner

Hull City Council

Liz Hutchinson

DWP

Vicki Issacs

Hull College

Steve Tomlinson

Hull City Council
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Employment and Skills Board - New Terms of Reference
September 2019
Aims

+ To oversee the development and delivery of the

Employment and Skills strategy for the Humber and to
ensure that local people have the skills to compete for jobs
by supporting skills development in key sectors that are
critical to the growth of the economy.

+ To ensure that government’s requirements of the new Skills
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4. To focus on the understanding of wider dependencies in

the Humber region to inform skills interventions e.g.
identify transport barriers to access learning, develop pilot
activities working with stakeholders and drive future skills
capital investments.

5. To agree local skills needs priorities in the short and
longer term.

Advisory Panels are embedded into the work plan and are
commensurate with the activities of the board.

6. To consider how these specific needs will be met through

+ To bring together local employers and skills providers to

7. To increase joint collaboration between employers and

Objectives

8. Raise the profile of apprenticeships across Humber

pool knowledge on skills and labour market needs, and to
work together to understand and address key local
challenges.

1. To further develop an ambitious Employment and Skills
Strategy for the Humber, including the plans for delivery,
review, reporting and monitoring of the strategy’s
outcomes.

2. To generate analysis of local skills and labour market
needs, to understand the local position. This analysis will
be reviewed annually.

3. To use the analysis of the skills supply and demand to
develop, inform and raise commitments of the People
chapter of the Humber’s Local Industrial Strategy

local provision over time.

training providers to ensure that the skills offer meets the
current and future needs of employers in the Humber’s key
sectors.
residents including employers through the Apprenticeship
working group.

9. To ensure that there is a co-ordinated approach in

response to the Government’s policy and legislation in
regards to employment and skills across the Humber.

10. To ensure that there are effective pathways and
progression across all providers that are employment
based.

11. To work with employers and organisations to develop
labour market information and to ensure this is reflected
in better information and careers guidance.
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September 2019
Objectives Contd.

12. To take decisions in relation to joint actions to secure

extra resources to strengthen the Humber region’s
investment in priority areas relating to employment and
skills, as well as to how funding for skills is allocated to
meet the region’s priorities.

13. To advise on and help implement, funding and investment
decisions for local skills and employment provision.

14. To assist colleges, universities and other providers deliver
the skills required by employers, now and in to the future.

15. To oversee the development of pilot employment and
skills initiatives

16. To have an oversight, and make recommendations to the

main LEP Board on skills projects that are funded through
LEP programmes.

The LEP will continue to influence the coordination of local
skills providers by a number of means:

a) The work of the Employment and Skills Board that will
absorb the required duties of the SAP.

b) The continuation of the several working groups that

review the current and future opportunities for the
Humber in areas such as apprenticeships, fuller working
lives, young people not in education, employment or

training and careers service provision.

c) The leadership of the LEP Skills Network which has over
500 organisations as members and meets quarterly to
discuss skills supply and demand.

d) The membership of the Humber Principal’s Group,

participating in discussions and suggesting collaborative
opportunities such as that achieved by the Yorkshire and
Humber IOT.

The LEP will share the analysis of the data using the above
mechanism and by publication on our website and in
discussion with our board and sub-boards, local authorities
and partners to ensure a shared understanding of local issues
and opportunities.
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Employment and Skills Board - New Terms of Reference
September 2019
Membership

+ Chair- a member of the LEP main board. (supported by Vice
chair to be elected from members below)

+A

minimum
of
six
business/employer/employee
representatives of businesses of different sizes and sectors
relevant to the Humber

+ The University of Hull
+ Representative from a Further Education College
+ Chair of the Skills Network
+ Chair of the Skills Implementation Group
+ Chair of the Talent Forum
+ Representative from a school/academy
+ Representative from a Sixth Form college
+ Representative from the Community and Voluntary Sector
+ Representative from an independent training provider
+ Representative from a University Technical College
+ Two representative local authority members
+ Job Centre Plus/DWP representative
+ Representative from Education and Skills Funding Agency
+ Representative Cities and Local Growth Unit representative

The Chair of the Employment and Skills Board will be a LEP
Board member. The Vice Chair will be elected from the
Employment and Skills Board membership. Both positions will
be reviewed in line with the main LEP Board terms of tenure.
How the Board will operate Contd.

10. Meeting agendas, papers and minutes are to be circulated
to members five working days advance of the meeting.

11. Board meetings are confined to Board members and the

LEP secretariat except for external presenters and
observers which have been agreed with the Chair in
advance.

12. Urgent decisions required from the Board may be taken by

electronic communication in between meetings, with the
same requirements for quorum and declarations of
interest as above.
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Supported by

6. The Vice Chair will chair meetings in the Chair’s absence. In

The Board will be supported a number of Task and Finish groups
that will drive key activities of the Board. The Board will also
utilise various business forums to discuss skills issues; for
example the LEP Business Engagement group or a
representative group of employers.

7. Where a vote is required, this will be through a simple

Membership requests

8. The quorum for meetings shall be 6 Board members which

Membership will be reviewed on a bi-annual basis and in
addition when any major factors indicate a necessary change
such as changes to the main LEP Board. Requests for additional
membership will be considered by a small ESB panel, including
the chair who will consider each request prior to making
recommendations to the Board.
How the Board will operate

1. The Board will operate in a business-like, non-bureaucratic
fashion.

2. Meetings will be held bi-monthly, to be reviewed annually.
3. The normal duration of meetings will be two hours.
4. Board members will conduct themselves according to the
Nolan Principles.

5. Board members with personal, commercial or financial

interests in any agenda items will declare them at the
relevant points on the agenda and not participate in votes
on those items.

the absence of both the Chair and the Vice Chair, the
meeting will be chaired by the senior LEP skills secretariat.
majority with a casting vote for the Chair. Co-opted
members will not have a vote.
must include a minimum of 2 employer representatives.

9. Draft minutes will be distributed and published within one
week of the Board meeting.

10. Meeting agendas, papers and minutes are to be circulated
to members five working days advance of the meeting.

11. Board meetings are confined to Board members and the

LEP secretariat except for external presenters and
observers which have been agreed with the Chair in
advance.

12. Urgent decisions required from the Board may be taken by
electronic communication in between meetings, with the
same requirements for quorum and declarations of interest
as above.
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Skill Levels Descriptions
A number of different skills levels definitions have been included throughout this report. The tables below summarise the different
levels for each area.
Qualification level descriptor

Qualification equivalent

Entry level

QCF Award at Entry level
QCF Certificate at Entry level
Certificate in Adult Literacy, Numeracy, ESOL at Entry level
RQF qualifications at Entry Level
English and Maths Stepping Stones qualifications at Entry Level
Functional Skills

Level 1

GCSE/O Level (at grades D-G or fewer than 5 at grades A-C)
QCF Diploma Level 1
QCF Certificate Level 1
QCF Award Level 1
Foundation 14-19 Diploma
NVQ Level 1

Level 2

GCSE/O Level (5 or more GCSEs grades A*-C)
GCSE (9-1) (5 or more GCSEs grade 4 or above)
1 A Leve
NVQ Level 2

Level 3

A Levels (2 or more advanced level passes)
QCF Diploma Level 3
QAA Access to HE
Advanced 14-19 Diploma
NVQ level 3

Level 4

Certificates of higher education
NVQ Level 4

Level 5

Foundation degrees
NVQ Level 4
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