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Skills Brief for the Skills and Employability Board 

By: The Skills Team 
For meeting: 14 November 2019 
 
1. ESIF 2014-20 programme (ESF update) 
 
The National Reserve Fund 
 
During the summer, ESIF Growth Programme Board formally approved plans for 
implementing the ESF Reserve Fund. The Reserve Fund was established by DWP to ensure 
continuity of access to funds through the remainder of the programming period.  
 
The YNYER LEP had £1.2m remaining from its ESF allocation that was not already committed 
to delivery or agreed pipeline projects. This has now been swept into the Reserve Fund pot. 
The Reserve Fund has a total starting value of just under £390.6m.  
 
Going forward, any further call proposals we may wish to make will be assessed via the ESF 
Reserve Fund process. Any YNYER LEP calls that do not reach contracting can also be re-
launched through the Reserve Fund process. We are currently in discussions with the ESFA 
and DWP to confirm if Reserve Funds can be used by LEPs to grow and extend existing ESFA 
projects to ensure skills delivery lasts beyond 2021. 
 
Opt In delivery update 2019-21 
 
Contract performance - Appendix 1 details progress on the five 2019-21 ESF projects which 
started on 1 April 19 along with current performance of the three non-ESF funded projects still 
in delivery. 
 
ESF Open Call current pipeline update 
 

Programme Status 

Farm Growth Action Plan Awaiting outcome of appraisal process 

Women in the Workforce 
 

Results of appraisal process brought to 
October’s ESIF committee. Now awaiting 
answers to questions raised by the 
committee regarding delivery. 

Specialised Skills  Calderdale College has now received written 
notification from DWP of its intention to 
contract for the delivery. Given the late 
notification of awards, the College has 
intimated that delivery is unlikely to start 
before Feb ‘20 at the earliest because of the 
need to re-profile delivery. 

Scale Up support Calderdale College has now received written 
notification from DWP of its intention to 
contract for the delivery. Given the late 
notification of awards, the College has 
intimated that delivery is unlikely to start 
before Feb ‘20 at the earliest because of the 
need to re-profile delivery. 

Thriving at Work In appraisal with DWP 

Industry Placements for T-levels Call closed 14th October with one applicant. 
Now in appraisal with DWP 

Digital Skills Call closes 25th November 2019 

Apprenticeship Hub Call open for applications until 13th January.  

Bespoke Skills Call open for applications until 7th January.  
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Opt-In Procurement/Pipeline update 
The LEP has now been notified of the successful applicant for the Skills Support for the 
Unemployed (SSU) programme. This decision however, cannot be disclosed until the end of 
the standstill period on 15th November. Following the end of the standstill period we have 
been assured a speedy tripartite meeting with the ESFA is being planned to ensure delivery 
of this programme begins as soon as possible. 

 
2. LEP Review Update 
Further information will be available following the LEP Board meeting on 22nd November.  
 
3. Skills Capital Programme 
The LEP’s £10.45m Skills Capital programme is funded from our Local Growth Fund (total 
£123.9m). The fund is concerned with developing skills assets in order to contribute to local 
growth. 
 
Appendix 2 (Skills Capital Monitoring report) details programme expenditure and outputs. 
Early rounds of Skills Capital funding were invested in large-scale capital developments at 
colleges across YNYER. The construction work on all of these projects is now complete, 
delivering 100% of the floorspace target for the programme. Programme expenditure is at 92% 
commitment. Skills delivery in the form of Additional Learners and New Apprenticeships 
Created is now underway. Project leads from the LEP’s Infrastructure team are working with 
projects to monitor performance and capture project outputs.  
 
4. Local Industrial Strategy  
A paper will be tabled at the meeting.  

 
5. Skills Advisory Panel and transitioning from SEB to SAP 
Following the governments publication of national guidance on Skills Advisory Panels (SAPs) 
and expectation of transition of Skills Boards to SAPs by 31 October 2019, we have been 
working with the Department for Education (DfE) to ensure the LEP is compliant. Work has 
included the procurement of detailed research to produce a strong, data driven evidence base 
to inform SAP policy and priority planning and ensuring that our Skills Board membership is 
robust and compliant with national guidance. 
 
During the Summer Review feedback meeting, the DfE advised that the draft Labour Market 
Analysis undertaken by Pete Glover, Economic Evidence Manager at West Yorkshire 
Combined Authority fully met the Analytical Framework requirements of the SAP Toolkit. The 
first draft of this analysis was presented to the Skills Team in September and a fuller 
presentation of the findings will be presented to the Skills Board on 14 November. A final 
version of the analysis, incorporating feedback from both DfE and the Skills Team will be 
submitted w/c 18 November 2019 and we anticipate publication on our website before 30 
November 2019. 
 
The DfE have also advised that the LEP must make some revisions to the Terms of Reference 
(ToR) to reflect the detail pertaining to Remit and Responsibilities as set out in Annex A of the 
Guidance on Role and Governance. We have also made some revisions to the length of 
service of board members; making provision for a second three-year term. 
 
These revisions have been agreed with the DfE team and we have been given the go-ahead, 
subject to SEB ratification of the proposed ToR to convert the existing Board to a Skills 
Advisory Panel with immediate effect see Appendix 3.  
 
The DfE have also advised us that there is no need to change the name of the Skills and 
Employability Board. Therefore, for ease, we shall continue to use this title. 
 
6. Workforce Update 

 
Skills Support for the Workforce Performance Steering Group 
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The first SSW PSG took place on 19th September. Four LA reps attended and the LEP chaired, 
pending the recruitment of a SEB member to undertake this role.  
 
ESF Provider Group 
Calderdale College is co-ordinating, at the LEP’s request and funded via the new SSW project, 
a LEP wide ESIF Provider Network Group to share good practice and promote effective 
collaborative working. Key priorities of the group will include reducing duplication of effort, 
improving the referral process and promoting seamless learner progression pathways.  
 
The first meeting took place on 26th September and 13 colleagues attended - representing a 
wide range of ESIF providers. Attendees expressed confidence in the remit of the group and 
the added value it would bring to promoting collaboration and sharing best practice. The next 
meeting will take place on 19th December.  
 
7. Careers and Enterprise Company Update  
The CEC contract is formed of three parts; 
 

1. Careers Hub - 35 schools York & North Yorkshire schools receiving intensive 
careers support based on Gatsby Benchmarks. 

2. North Yorkshire Coast Opportunity Area – including a dedicated Enterprise 
Coordinator to focus on 14 schools in Scarborough, Whitby and Filey. 

3. Support for 11 schools outside Careers Hub and Opportunity Area (less intense 
support). 

The LEP contracts with NYBEP to deliver the majority of the outputs in the contract with the 
CEC across all three parts noted above.  

The Career Hub review event took place 17th October to celebrate the achievement of 
schools involved and discuss solutions to the challenges faced. 26 out of the 35Career Hub 
schools attended.  Ryedale and Malton School gave a useful insight into how they had 
achieved 100% against all of the Gatsby Benchmarks. This was especially relevant as there 
are particular challenges nationwide to achieving Benchmark 6 (work experience).  The 
event also included myth busting around careers in the construction industry.  

At the Career Strategy Group meeting, 25th September, a presentation was given by Louise 
Lunn on the emerging priorities of the Local Industrial Strategy (LIS). A discussion then took 
place to reflect how the young people’s agenda must take account of the economic changes 
ahead.  

No update has been given by the CEC regarding future funding after July 2020. 

NEET Contract 
NYBEP are the prime contractor delivering the NEET contract across Hambleton and 
Richmond, Ryedale and the Coast in North Yorkshire.  
 
The programme delivers a Level 1 in Employability Skills, accredited by NCFE, with additional 
work experience programmes.  NYBEP were previously a sub-contractor for Prospects, which 
delivered this contract for the last three years.  
 
A NEET Steering Group has been established for the project. Members include NYCC, the 
LEP and Aspire IGEN who have the contract for the Leeds City Region part of North Yorkshire. 
The next meeting is scheduled for late November. 
 
8. Young People and Apprenticeships 

 
T Levels: 
The LEP continues to work with the ESFA to inform key stakeholders on the T Level 
qualification and the need for employer engagement.  Working with Leeds City Region LEP, 
an event has been organised for December 12th with early adopter college providers to 
understand what the opportunities and challenges are to the industry placement process.  This 
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opportunity will enable providers to share best practice and share local experience with the 
ESFA. 
 
The ESFA have developed a T Level awareness campaign for businesses to ensure sufficient 
high quality industry placements.  Information has been sent to Local Authorities and Growth 
Managers to help them engage with businesses.  The first T levels subjects requiring industry 
placements from September 2020 are Construction, Education and Digital Sector. It is 
expected that the ESF T level call, currently in appraisal, will greatly enhance this activity next 
year. 
 

Apprenticeships 
Apprenticeship activity continues to be a strong focus. Work streams include supporting the 
levy transfer process in order to increase apprenticeship starts and encouraging SMEs to use 
the digital apprenticeship service to gain access to a wider range of providers.   
 
Information on the levy transfer process has been circulated to the LEP Growth Managers to 
address any business queries and effectively signpost those who need further support. It is 
hoped that a successful ESF call for an Apprenticeship Hub will streamline information for both 
SMEs and levy payers to increase apprenticeship starts at all levels across the area. 
 
Some providers and colleges across our patch are reporting that their reduced funding 
allocations are limiting growth for new apprenticeship starts.  We are working with the ESFA 
to understand the funding status of providers within the YNYER area.   
 
9. Events and Publicity 
The LEP’s Annual Skills Conference took place at NAFIC on 22nd October 2019 with 100 
delegates in attendance. Feedback from both attendees and external speakers has been 
very positive. Delegates report that they value the event both for information and networking 
opportunities. 
 
Max May, Chief Executive Officer from Rural Arts, Thirsk shared his personal journey from 
intern to Chief Executive Officer at Rural Arts and the significance of internships and 
apprenticeships for a thriving, well-skilled workforce. 
 
An update was given by Jane Hinkin, Personal Development Coordinator and Careers 
Leader at Harrogate Grammar on her work with the CEC, the importance of careers advice 
and guidance and the need for business engagement. 
 
Caroline Turner, neurodiversity consultant and founder of Creased Puddle spoke about the 
strengths of a Neurodiverse population and their value to business.   
 
Dominic Colenso, actor and author of ‘IMPACT: How to be more confident, increase your 
influence and know what to say under pressure’ detailed the importance of effective 
communication for any business or team and shared the six ingredients for communicating 
effectively. 

 
The afternoon gave the opportunity for skills stakeholders to feedback on the emerging Local 
Industrial Strategy priorities. 
 
10.  Future meeting dates 
Proposed dates for SEB meetings from January 2020 are noted below. Calendar invites 
have been circulated.  
 

 Thursday January 16 1-3pm  

 Thursday March 12 1-3pm  

 Thursday May 14 1-3pm  

 Thursday July 16 1-3pm 
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Appendix 1. Overview of Projects 

Detail of contract performance is shown in the table below. Note that the RAG ratings do not take into account achievement claims that are in the 

pipeline. Key: Green = performance 0% to -10%; Amber = -10% to -30%; Red = > -30%. 

No Contract and 
full value 

Profile 
to end 
Sep 19 

Actual 
Paid 

RAG 
 

Comments 

1 Supporting 
NEETS (MD) 
£247,500  

£94,000 £7,675  NYBEP. 
This contract is under performing with 40% of profiled starts achieved to date. Two 
school programmes are near completion with an active pipeline (8 schools, including 
a special school) to start in September/October when students return. The pipeline 
includes a number of schools on the Coast who have indicated a need for this 
programme following exam results of Yr 11 learners. 
 

2 Community 
Grants (MD) 
£742,500 

£128,800 £133,318  Humber Learning Consortium. 
In this first round, 17 out of 30 applications awarded. The Y/NY profiled grant award 
of £280,000 was exceeded with an actual £303,074 grants approved. 
The initial area coverage is promising with new areas engaged. Proposed learners 
YNY – 383/900 

3 Community 
Grants (TA) 
£247,500 

£38,500 £50,423  Humber Learning Consortium. 
In this first round, 6 out of 8 applications were awarded. The ER profiled grant award 
of £80,000 was exceeded with an actual award totalling £105,048. The initial area 
coverage is promising with new areas engaged. 
ER proposed learners – 97/278  

4 Skills Support 
for the 
Workforce 
(MD) 
£1,856,250 

£393,752 £191,459 
 

 Calderdale College. 
237 starts against a cumulative profile of 258. Performance is below profile in relation 
to funding although 92% of profiled starts have been achieved to date. All 11 
subcontractors’ contracts are now in place and will ensure greater sector and 
geographical coverage. Employers requesting longer courses has had an impact on 
progression outputs, which are now planned later than profiled. A lower cost per 
learner has also contributed to the underperformance. Calderdale has advised LEP 
that data lag accounts in part for low performance and significant improvement should 
be expected by end of November.  
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5 Skills Support 
for the 
Workforce 
(TA) 
£618,750 

£141,229 £74,379 
 
 

 Calderdale College 
48 starts against a cumulative profile of 84. The performance position for the 
transition contract is similar overall to the more developed but with 57% of starts 
achieved. Although less starts have been achieved, progressions have been 
stronger on this contract particularly for progression within work and progression to 
education.  
 
All seven subcontractors’ contracts are now in place and performance and sector 
coverage should now start to grow.  

 

 

DWP & Big Lottery ESIF projects (non-ESFA managed) 

No Contract 
 

Participants 
Profile  

Participants 
Actual 

Variance RAG  
 

Notes 

1 Access to 
Employment 
(Move 
Forward) 
£3m 

1100 786 -29%  From 20th October 2018, new participants are no longer able 
to access support through this programme. Existing 
participants will be supported to find work until 20th November 
2019. In-work support will still be available for 26 weeks 
following any successful employment until May 2020. 
The provider is now concentrating efforts on supporting 
participants into work and to sustain employment for 26 weeks 
plus. 31% programme starts have moved into employment so 
far. 

2 Building Better 
Ops.(Lottery – 
Action 
Towards 
Inclusion) 
£11.5m 

1,831  
Total for 
whole 
contract 
3,046 

1,934 
 

+5.6%  The ATI project has seen overall enrolments increase by 13% 

this quarter bringing the total number of participants to 97% of 

original target (2000) and ahead of cumulative profile. 

Currently the programme ratio is 36% unemployed and 64% 

economically inactive. However the programme is working 

hard to ensure it continues to focus enrolments on inactive 

participants or unemployed participants with additional 

barriers to employment. 
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No Contract Total 
Programme 
Grant 

Allocation 
Actual 

Varian
ce 

RAG Notes 

3 Community 
Led Local 
Development 
(Advantage 
Coast) 
£6.9m 

ERDF (MD) 
£1,416,991 
 
ERDF (Trans) 
£1,306,357 
 
ESF (MD) 
£1,928,316 
 
ESF (Trans) 
£883,692 

 
£1,333,277  
 
 
£1,050,314  
 
 
£1,702,314  
 
 
£ 802,184 

 
-6% 
 
 
-20% 
 
 
-12% 
 
 
-9% 

 Contracted targets for ERDF exceed programme targets for 
most outputs apart from Employment increase in Transitional 
area (Bridlington). ESF contracted targets remain behind 
programme targets in some cases.  
In coming period - focussed activity to engage  potential ESF 
projects in More Developed area to gain commitment of funds 
currently available. 
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Appendix 2: Skills Capital Monitoring 

Local Growth Fund - Skills Capital Outputs 

September 2019 
 
 
 
 
 

  

    Area of new or improved learning/training floorspace (m2)     

Project Target 2015/16 2016/17 2017/18 2018/19 2019/20 2020/21 
TOTAL 
(Profile) 

TOTAL (Actual) 
% of 
total 

Notes 

Askham Bryan 
College - 

Agricultural Skills 
Centre 

PROFILE 5,388           5,388   

103% 
Build & 

monitoring 
complete 

ACTUAL   5,523           5,523 

Askham Bryan 
College - 

Engineering Skills 
Centre 

PROFILE 1,431           1,431   

91% 
Build & 

monitoring 
complete 

ACTUAL   1,296           1,296 

Harrogate College - 
Campus 

Redevelopment 

PROFILE         4,500   4,500   

100% 
Build & 

monitoring 
complete 

ACTUAL         4,500     4,500 

East Riding College 
- Mechatronics Lab 

PROFILE   260         260   
100% 

Build 
complete ACTUAL   260           260 

Craven College - 
Animal 

Management 
Centre  

PROFILE     523       523   

100% 
Build 

complete ACTUAL     523         523 

Craven College - 
Electronic and 
Computing Lab 

PROFILE     90       90   
100% 

Build 
complete ACTUAL     90         90 

Scarborough TEC 
(ELITE skills)  

PROFILE             0   

N/A 
Build 

complete  ACTUAL        16,510       16,510  
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Askham Bryan 
College - Future 

Farm 

PROFILE          75    75   
100% 

Project in 
progress ACTUAL         75     75 

TOTAL         12,267 
28,777 

 
100%   

    
No. of new learners assisted (in courses 

leading to a full qualification) 
        

Project Target 2015/16 2016/17 2017/18 2018/19 2019/20 2020/21 
TOTAL 
(profile) 

TOTAL (profile) 
% of 
total 

Notes 

Askham Bryan 
College - 

Agricultural Skills 
Centre 

PROFILE   221         221   

117% 

Contracted 
outputs 

exceeded, 
monitoring 
complete 

ACTUAL   258           258 

Askham Bryan 
College - 

Engineering Skills 
Centre 

PROFILE   140         140   

265% 

Contracted 
outputs 

exceeded, 
monitoring 
complete 

ACTUAL   371           371 

Selby College - 
Specialist 
Equipment 

PROFILE         20 100 120   

97% 

In output 
delivery - 
ahead of 

profile 
ACTUAL       101  15     116 

Harrogate College - 
Campus 

Redevelopment 

PROFILE         585   585   
171% 

Contracted 
outputs 

exceeded 
ACTUAL       980  22     1002 

Selby College - 
Trailblazers  

PROFILE         30 30 60   
138% 

In delivery 
- ahead of 

profile 
ACTUAL          83     83 

East Riding College 
- Mechatronics Lab 

PROFILE         30 30 60   
0% 

In delivery 
on profile ACTUAL         30     30 

Craven College - 
Animal 

PROFILE        140 150 150 440   
30% 

In delivery 
– as profile ACTUAL        132       132 
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Management 
Centre  

Craven College - 
Electronic and 
Computing Lab 

PROFILE       20 20 20 60   
192% 

In delivery 
- ahead of 

profile 
ACTUAL      52 63        115 

York College - 
Internet of Things 

PROFILE           144 144   
192% 

In delivery 
- ahead of 

profile 
ACTUAL     30 96  150     276 

Yorkshire 
Arboretum - Tree 

Health Centre  

PROFILE         34 68 102   

0% 

Build in 
progress. 

Not 
profiled to 
deliver yet 

ACTUAL               0 

Scarborough TEC 
(ELITE skills)  

PROFILE        850   

0% 

In delivery 
– ahead of 
profile as 

at Q2 
19/20 

ACTUAL    61 413  744 
392 

  
    1,610 

Askham Bryan 
College - Future 

Farm 

PROFILE          10 10   
0% 

Not 
profiled to 
deliver yet 

ACTUAL               0 

East Riding College 
- Digital Workplace 

PROFILE         63 88 151   
0% 

Not 
profiled to 
deliver yet 

ACTUAL               0 

TOTAL - 
Profile 

        2943 0     

TOTAL - 
Actual 

        0 3993  136%   

            

    
Number of apprenticeship position created 

as a direct result of the intervention 
        

Project Target 2015/16 2016/17 2017/18 2018/19 2019/20 2020/21 
TOTAL 
(profile) 

TOTAL (actual) 
% of 
total 

Notes 

PROFILE 0 94 94 94 94 94 470   71% 
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Selby College - 
Specialist 
Equipment 

ACTUAL     108 140  87     335 
In delivery 
- behind 
profile 

Harrogate College - 
Campus 

Redevelopment 

PROFILE         150   150   
132% 

Contracted 
outputs 

exceeded 
ACTUAL       188 10     198 

Selby College - 
Trailblazers  

PROFILE         68 68 136   
76% 

In delivery 
- ahead of 

profile 
ACTUAL          103     103 

Craven College – 
Animal 

Management 
Centre 

PROFILE    15 16 18 49  

30% 
In delivery 
– on profile ACTUAL    15    15 

Craven College – 
Electronic and 
Computing Lab 

PROFILE         
 

In delivery 
– on profile ACTUAL   7 4    11 

York College - 
Internet of Things 

PROFILE           35 35   
86% 

In delivery 
- ahead of 

profile 
ACTUAL     5 14 11     30 

Scarborough TEC 
(ELITE skills)  

PROFILE   2 32 32 35 35 136   
0% 

Awaiting 
further 

information  
ACTUAL               0 

Bishop Burton 
College - Digital 

Upgrade 

PROFILE         10 15 25   
0% 

In delivery 
– ahead of 

profile 
ACTUAL          8     0 

Askham Bryan 
College - Future 

Farm 

PROFILE         30 30 60   
0% 

Not 
profiled to 
deliver yet 

ACTUAL               0 

East Riding College 
- Digital Workplace 

PROFILE         51 70 121   
0% 

Not 
profiled to 
deliver yet 

ACTUAL               0 

TOTAL  - 
PROFILE 

        1,182   59% 
  

TOTAL  - 
ACTUAL 

          692   
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Terms of Reference – The Skills and Employability 

Board_Draft_23Oct19 

 

 
DN: This draft was submitted to the SAP Programme team on 23Oct19 and reflects 

 A revised description of the Role and responsibilities of the SEB (Section 1) in 
accordance with DfE Guidance on the Role and Governance of Skills Advisory Panels 
(Dec 18)  and 

 Proposed revisions to the terms of SEB Board membership (see Section 2). 
Subject to DfE approval, this Draft will be submitted to the SEB Board for ratification at its 
meeting on 14 November 2019. 
 
 
1. Role and Responsibilities of the Skills and Employability Board 

The Skills and Employability Board (SEB) was established in February 2014 to provide 

improved accountability for funding and delivery of the York, North Yorkshire and East 

Riding Enterprise Partnership’s (YNYER LEP) skills and employability agenda.  The 

role and responsibilities of the SEB described below will be implemented by Local 

Enterprise Partnership staff acting as the secretariat to the SEB. The SEB will be 

responsible for: 

 

1.1 Providing a strong leadership role on skills in the local area, engaging with employers 

and providers and providing skills advice to the accountable board of the LEP. 

 

1.2 Developing a clear understanding of current and future local skills needs and local 

labour market as well as the present skills and employment support provision in the 

local area. The focus of this work will include: 

 Producing robust and authoritative evidence-based skills and labour market 

analysis which clearly identifies local skills and employment challenges and 

identifies key areas of future needs relating to projected local employment growth 

areas. 

 Developing a sophisticated understanding of both the local labour market and 

skills provision in the local area, the extent to which labour mobility within, or into, 

the local economy can address skills needs, and the projected gap between skills 

needs and skills provision. 

 Building knowledge of the range of local, regional and national employment 

provision that exists or is planned. 

 Presenting analysis at LEP Board level and share it with wider employer and 

provider communities to ensure that their perspective on the local labour market 

and employment and skills system is reflected in the LEP Board prioritisation. 

 Providing analysis to inform the development and implementation of the “People” 

element of the Local Industrial Strategy. 
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1.3 Building on this high quality analysis to develop a clear approach to addressing skills 

and employment challenges within the local area, including by looking ahead to likely 

skills priorities in the coming decade.  This work will include: 

 Building an understanding of the local area across a range of partners including 

employers, the full range of providers and key stakeholders (including the VCS 

Sector) to agree the challenges identified by the analysis and develop share 

approaches to meeting these. 

 Developing with the LEP the “People” element of the Local Industrial Strategy. 

 

1.4 Understanding the wider dependencies in the local area and working together with 

other parts of the LEP to: 

 Link them to the skills and employment analysis as well as strategic plans and 

 Ensure the “People” element of the Local Industrial Strategy is integrated 

effectively within the wider work of the LEP. 

 

1.5 Acting as co-coordinator of local skills providers by, in particular: 

 Actively promoting co-operation between a range of local providers (incl. FE, HE 

and Independent) to plan for how skills needs are to be met. 

 Encouraging local providers to reflect SEB analysis when planning for T Levels 

implementation and delivery and to inform investments that are made in the 

provider base to prepare for T Levels roll-out. 

 

1.6 Working closely with careers advisory services (National Careers Service and Careers 

Enterprise Company) to ensure that potential learners are informed about potential 

career routes within a local area, and that all careers information and guidance is 

informed by up-to date local labour market information. Thus will involve the SEB 

working with: 

 The local Careers & Enterprise Company’s Enterprise Advisor Network to ensure 

the skills analysis is shared through the network and informs local activities and 

 National Careers Service area-based contractors to ensure that skills analysis is 

embedded into advice and guidance given to adults. 

 

1.7 Raising the profile of apprenticeships with local employers and providers 

 

1.8 Advising where skills and labour market resource should be directed to support local 

employers and providers 

 

1.9 Advising where skills and labour market resource should be directed to support local 

employers and residents, using its understanding of existing employment support 

provision in the local area and the needs of the local labour market. 

 

1.10  Sharing analysis and best practice, as widely and transparently as possible, with 

central government and other SEBs (or equivalents) and their successor bodies (Skills 

Advisory Partnerships) to share knowledge and good practice and to tackle wider skills 

challenges. 
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2. Membership 
Membership is open to representatives from employers, local authorities, training 
providers, government bodies, further and higher education, the LEP and the voluntary 
and community sectors.  The SEB should have a minimum of 15 members and a 
maximum of 20. Current composition is: 

 
        Chair - recruited from the LEP Board 

 Vice-Chair 

      

 Areas Represented: 

       

       Employers (mix of sectors, sizes and geography)  

       Local Authorities and Schools (East Riding, North Yorkshire, York) 

       Further Education 

Higher Education  

Schools representative 

Voluntary sector representative  

Government Body (x1) 

Training provider 

 

Appointment of Private Sector Members 

 Preferred appointments are those who are in a role that can influence their own 

Boards and whose organisations have existing networks that can be utilised. 

Appointments should be representatives of a range of areas and LEP priority 

sectors. Members are appointed by the SEB Chair with the agreement of the 

members by a majority vote.  

 The term of a SEB Board Member is for three years with a possibility of 

extension to a maximum of six years, in accordance with good governance 

practice. Members completing six years service and who fulfil a specific 

function critical to the operation of the SEB may, under exceptional 

circumstances, and subject to the agreement of a majority of other SEB 

members, continue to serve after the maximum period. This provision of 

service extension will be strictly limited to those individuals whose 

representation cannot be transferred to another individual due to the 

unique nature of the post they hold. 

 SEB members must be representative of their expertise areas rather than their 

employer. 

 

Appointment of the Chair and Vice-Chair 

 To be eligible for the position of SEB Chair the nominee must be a member of 

the LEP Board. The term of the Chair is for three years. However, the Chair may 

be re-elected. If the Chair ceases to be a member LEP Board then his or her 

appointment as the SEB Chair will automatically lapse. 

 The appointment of Vice-Chair will be made on the majority vote of the SEB. The 

term of the Vice-Chair is for three years. However, the Vice-Chair may be re-

elected. The Vice Chair need not be a member of the LEP Board. 

 

3. Accountability 
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The YNYER LEP is a voluntary association having no statutory power or 

responsibilities. However, public funds are made available to the YNYER LEP at the 

direction of the Accountable Body. The processes and procedures by which the 

YNYER LEP conducts its business need to be robust in order to safeguard public 

interests. 

 

3.1. Accountabilities of the Skills and Employability Board 

 Report into the Local Enterprise Partnership Board at agreed intervals. 

 Have overall strategic responsibility for the skills and employability activities 

throughout the Local Enterprise Partnership area.  

 Abide by the LEP Governance Framework. 

 Review the value of and relevance of the SEB and its Terms of Reference 
annually.  

 Observe the highest standards of propriety, impartiality, integrity and objectivity 

in relation to stewardship of any public funds. 

 Comply with the principles of the Citizen’s Charter and the Code of Practice on 

Access to Government Information. 

 Be accountable to Government and users of LEP services.  

 Maximise value for money by ensuring that services are delivered in the most 

efficient and economical way. 

 Establish the overall strategic direction within the policy and resources agreed 
with Government. 

 Overseeing the delivery of outcomes by monitoring performance against agreed 
strategic objectives. 

 Represent the wider interests of the sector. 

 Appoint Sub- Groups with clear terms of reference as required. 

 Approve the Annual Delivery Plan. 
 
 

3.2. Responsibilities of Members 

 To ensure: 
o Compliancy with any statutory or administrative requirements for the use 

of public funds. 
o The SEB operates good practice with environmental policies. 
o That a high standard of corporate governance is observed at all times. 
o Any guidance issued by Government is taken into account with Board 

decisions. 
o The SEB operates within the limits of its authority. 
o The highest standards of propriety with decision-making. 
o Response to meeting requests and confirm whether or not will attend. 
o That report back to own organisation about decisions and activities when 

appropriate. 
 

3.3. Additional responsibility of the Chair and Vice-Chair 

 The Chair must ensure that all members are fully briefed on the terms of their 

appointment, on their duties and on their rights and responsibilities. 

 The Vice-Chair shall deputise for the Chair where appropriate 

 

 

4. Working methods 
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4.1. Sub Groups (SGs) 
The SEB will convene SGs as required for delivering specific objectives. Before 
commissioning the possibility of utilising resources from existing groups should be 
explored. Each SG will have an elected Chair who need not be a member of the SEB. 
An SG will make recommendations to the SEB; it cannot make decisions on behalf of 
the SEB. A SG will follow the same procedures as the SEB other than voting rules and 
directives. If required the SEB may be convened for an interim or extraordinary meeting 
in order to provide the necessary Governance for key decision making. 

 
Details of each SG commissioned by the SEB should be recorded on Template A 
(attached).  

 
Sub Groups (SGs); 

 

 Are bound by the LEP assurance process which stipulates that the Skills and 
Employability Board is accountable for decisions. 

 Members must sign the Code of Conduct declaration. 

 Must have a minimum of seven members. 

 Will be chaired by a nominee put forward by the SEB and elected by vote (not 
necessarily a SEB member). 

 Make decisions and recommendations on behalf of the Skills and Employability 
Board in accordance with the level of delegated power. 

 Support the Skills and Employability Board in its remit to help deliver the Local 
Enterprise Partnerships strategic objectives. 

 Will follow the same regulations and good practice as applied to the Skills and 

Employability Board. 

  The Chair of any SG will determine when the Group has completed its 

objectives and instigate arrangements to be disbanded. 

 The SG will determine frequency and duration on meetings and review 

annually. 

 SG voting: 
o To help ensure quorum, members should notify the Chair in advance 

regarding any potential conflicts of interest that may render them either 
ineligible to vote or engage in discussion. 

o A minimum of seven members are required to be in attendance to 
constitute a quorum. Decisions are carried with majority votes. 

o If any motion is not carried it will be referred back to the Skills and 
Employability Board. 

 

4.2. Collaborative Learning 

 A collaborative learning approach will be used wherever possible, e.g. such as 
by inviting guest speakers. 

 Representatives from other expert Bodies may be invited but as non-voting 
participants. 

 
 
 
 
 

 

 

4.3. Making Decisions and Recommendations 
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 The Chair shall preside during SEB meetings; in the Chairs absence the Vice-

Chair will preside. If both Chair and Vice-Chair are absent then the members 

present will select a temporary Chair for the duration of the meeting. 

 Decisions shall be taken on the basis of consensus otherwise by majority vote. 

In the event of a tied vote the Chair shall exercise a casting vote. No decisions 

shall be taken by the SEB except those made during a duly-constituted meeting. 

 SEB members cannot appoint substitutes to cover their absence from meetings.  

 Observers and guests may only attend with the Chair’s prior approval and with a 

non-voting capacity. 

 
4.4. Financial responsibilities 

 The SEB has no financial responsibility and shall not enter into contracts. 

 

5. Frequency and support of the SEB Meetings 
5.1. Organise and manage meetings 

 The SEB meetings will be organised by the LEP secretariat. 

 A record of all meetings will be taken by the LEP secretariat in the form of 

minutes. Minutes will be distributed to members and a copy retained on file. 

 Notification of each meeting will be given at least 7-days in advance to each 

member specifying date and venue (unless the Chair agrees to a shorter 

notification period). 

 Any SEB member may request an item of business to be placed on the SEB 

meeting agenda by forwarding to the LEP secretariat not less than 14-days in 

advance of the meeting. The LEP Head of Skills in collaboration with the Chair 

will prioritise and set agendas 

 Minutes will be if approved as an accurate record or amended during the 

following meeting. Any revised minutes shall be sent to each SEB member. 

 The meetings will be held bi-monthly throughout the year unless agreed 
differently by the SEB 

 The frequency of meetings will be reviewed annually. 

 Agendas and supporting documentation will be distributed 7-days in advance of 
each meeting electronically. 

 Subject to the approval of members, non-members may be invited to attend 
meetings as guests. 

 

5.2  Extraordinary meetings 

 When required the Chair or Vice-Chair can convene extraordinary meetings to 

meet operational needs. 

 
6. Sharing of information (including confidential materials) and resources 
6.1. The Local Enterprise Partnership secretariat will be responsible for the sharing of 

information and resources with the LEP Board. 
6.2. Any confidential or copyrighted materials will be handled and marked-up appropriately. 
6.3. Openness and Transparency - agendas, minutes, reports and other documents 

associated with SEB meetings will be made available to the public (unless requiring 

confidentiality) in accordance with the governments directives. 

 
7. Ethical Walls, Conflict of Interest and Quality Assurance 



7 
 

7.1. Ethical Walls protocol is being devised to cover all LEP activities. SEB members must 
declare any interests they have with any agenda item prior to any discussion taking 
place and preferably before the meeting. The Board will decide on appropriate steps 
on an individual basis. Because the necessity for having Ethical Walls is essential it 
will feature at the beginning of all agendas to serve as a reminder to members. 

7.2. SEB members will adhere to the Seven Principles of Public Life (Nolan Principles):  

Selflessness; Integrity; Objectivity; Accountability; Openness; Honesty; Leadership.  

7.3. Members must sign the Code of Conduct declaration and any other documentation as 

required by the assurance framework. 

 

7.4. SEB members must each complete and sign a Register of Interest that will be 

updated as necessary. The Registers will be published on the LEP website. 

7.5. SEB members will not use information gained in the course of their public service for 

personal gain or for political purposes; nor seek to use the opportunity from public 

services to promote their private interests or those of connected persons, firms, 

businesses or other organisations. 

7.6. SEB members will not make public any information which is confidential except when 

required and legally permitted to do so. 

7.7. The SEB and its members will follow relevant processes and procedures that are set 

out in the YNYER LEP Assurance Framework. 

 
8. Definition of terms 

Sub Group - This is an ad hoc group appointed by majority vote of the SEB consisting 
of at least one SEB Member and such other persons as the SEB may determine. 

 
Accountable Body - The Accountable Body is North Yorkshire County Council (NYCC) 
under which the YNYER Local Enterprise Partnership operates. 

 
 
 
 
 
 
 
 
 
 
 
 

 

 

 

 

TEMPLATE A 

SUB GROUP – <TITLE> 

1. Purpose: 
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 <details>; 

 The Group will report quarterly to the Skills and Employability Board on its progress. 
 

2. Objectives: 
 

The key objectives of the Group are to ensure: 

 <objective 1>; 

 <objective 2>; 

 <objective 3>; 

 <objective 4>; 

 <objective 5>. 
 

3. Additional: 
 

 <additional 1>;  

 <additional 2>;  

 <additional 3>;  

 <additional 4>;  

 <additional 5>.  
 

4. Members: 
 

 

5. Active term of Group: 
 

From:   To:    (then to be reviewed) 
 

6. Meeting frequency: 
 
E.g. Bi Monthly 
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YNYER Labour Market Analysis. An assessment of our area’s 
skills needs and challenges. 

Executive Summary for SEB. Not for wider circulation. 

 

1. Introduction 

2. The local economic landscape 

 Productivity 

 Pay levels 

 Local employment rate 

 Self-employment and part-time employment 

 Deprivation 

3. Key labour market facts and figures 

4. Demand for skills 

 Four biggest LEP sectors 

 Largest occupational groups 

 Sectoral specialisms 

 High skilled employment deficit 

 Occupational specialisms 

 Employment growth and wider trends 

 Replacement demands 

 Automation 

 Re-skilling 

5. Supply of skills (Residents’ qualifications and skills) 

 Demography issues 

 Rurality 

 Commuting flows 

 Home and remote working 

 Labour force qualifications and KS4 performance 

 Apprenticeships – Take up 

 Apprenticeships – Higher level issues 

 Apprenticeships – Inclusiveness issues 

 Apprenticeships – Achievement rates 

 Apprenticeships – Destination rates 

 FE and skills programmes – Participation 

 Adult education 

 Community learning 

 Higher Education 

 Inclusivity – Equality of access 

 High performance working 

6. Supply v. Demand 

 Skills shortages 

 Skills gaps 

 Management proficiency 

 Skills underutilisation 

 Occupational background issues 

 Skills provision v. Sectoral/Employer demand. 

 EU migrant skills factor 
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7. Conclusions and Challenges 

 Key skills needs 

 Responsiveness of skills system 

 

1. Introduction 

This report provides an assessment of York, North Yorkshire and the East Riding’s 
(YNYER’s) skills needs based on a detailed analysis of the supply and demand of skills 
together with evidence of mismatch and market failure.  It identifies employment and skills 
priorities and sets out high level recommendations for action. 

The key purpose of the analysis is to inform the deliberations of the LEP’s Skills Advisory 
Panel.  Skills Advisory Panels comprise employers, skills providers and local government, 
working together to understand and address local skills challenges.  The analysis also has 
wider applications; for example it can be used to inform the curriculum strategies of local 
institutions and to underpin local careers information and advice practice. 

The content of the analysis takes account of the LEP’s existing policy context and priorities 
around workforce skills, apprenticeships, social inclusion and enterprise in education. 

Back to Top 

2. The local economic landscape 

Local action on employment and skills aims to contribute to improvements in wider 
economic performance, particularly around productivity, earnings and employment.  It also 
seeks to foster greater inclusion around opportunities to participate and benefit from 
economic growth.  This report provides an overview of the current performance of the 
economy and labour market in these areas. 

The analysis shows that YNYER faces a significant and widening gap in its productivity 
performance.  Output per hour worked in the LEP area is only 86% of the UK average (from 
a position of parity in 2004).  Bringing local productivity up to the UK average would grow 
the local economy by £4.2 billion.  There is a strong association between the relative 
performance of local areas on skills and their productivity performance. 

Pay levels also lag behind the national average, reflecting this weak productivity 
performance.  At £12.55 per hour, gross median pay for full-time jobs in the LEP area is 
only 87% of the national average of £14.49.  This mainly reflects a gap at the upper end of 
the pay distribution: well-paid workers in the LEP area are paid less than their national 
counterparts. 

On the face of it, the LEP area has performed positively in getting people into jobs.  The 
local employment rate, expressed as the proportion of the population aged 16-64 who are 
in work, is two percentage points above the national average at 79%, versus 77%.  The 
local rate has been consistently higher than average over the last 15 years.  However, 
unlike many parts of the country the LEP area has seen slow growth in its working age 
population, meaning that a fairly small increase in the number of people in employment has 
been sufficient to drive up the employment rate. 

Moreover, the LEP area has relied on self-employment and part-time employment as 
sources of employment growth to a greater extent than is the case nationally.  Non-
permanent employment is high in some districts, including York and Scarborough, and this 
reflects the importance of the tourism sector and its reliance on casual and seasonal 
employment. 
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Acute deprivation is not widespread in the LEP area.  Only 3 per cent of neighbourhoods 
fall within the 10% most deprived nationally; however, its isolated nature, with coastal 
communities particularly affected, means that outcomes are often poorer than in areas 
where it is more commonplace.  Education, training and skills deprivation is a more 
significant issue than other forms of deprivation in the LEP area. 

Back to Top 

3. Key facts about the York, North Yorkshire and the East Riding labour market 

Key fact Notes and source 

Mapping the landscape  

Size of total resident population – 1,164,000 Mid-year Population 
Estimates 2018, Office for 
National Statistics 

Size of working age population (aged 16-64) – 697,000 Source: Annual Population 
Survey, Jan – Dec 2018 

Productivity level, gross value added per hour worked, in YNYER: 
- £28.78 (national average: £33.65) 

Source: Subregional 
productivity: labour 
productivity indices by local 
enterprise partnership, Office 
for National Statistics 

Average pay: £12.55 per hour (national average: £14.49) Median gross hourly pay for 
full-time jobs.  Source: 
Annual Survey of Hours and 
Earnings 

Size of gender pay gap in YNYER: 17% (national average: 19%) The gender pay gap is the 
difference between average 
hourly earnings of men and 
women as a proportion of 
average hourly earnings of 
men’s earnings.  Source: 
Annual Survey of Hours and 
Earnings, 2018 

Employment rate in YNYER: 79% (national average 77%) Proportion of people aged 
16-64 in employment.  
Source: Annual Survey of 
Hours and Earnings, 2018 

Number of people in YNYER who are unemployed or inactive (but 
would like a job): 40,000 

Source: Annual Population 
Survey, Jan – Dec 2018 

Demand  

Number of workplace jobs in YNYER: 611,000 Workplace jobs comprise 
employee jobs, self-
employed, government-
supported trainees and HM 
Forces.  Source: Office for 
National Statistics, 2017 

Proportion of people in employment working in high skilled 
occupations – 43% (national average – 47%)  

Source: Annual Population 
Survey, Jan – Dec 2018 

Proportion of workers in YNYER that are employed in five lowest 
paid occupations – 28% (national average – 24%) 

Source: Annual Population 
Survey, Jan – Dec 2018 

Proportion of projected job openings in YNYER that are due to 
replacement demands rather than net job growth – 91% 

Source: Working Futures, 
2014 -2024 

Supply  
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Key fact Notes and source 

Total further education learners, aged 16-18  – 17,160 Figure relates to YNYER 
residents in learning in 
2017/18 academic year.  
Source: Education and Skills 
Funding Agency 

Total adult learners in further education – 38,500 Figure relates to YNYER 
residents in learning in 
2017/18 academic year, 
includes Community Learning 
and Education and Training.  
Source: Education and Skills 
Funding Agency 

Estimated Adult Education Budget spend in YNYER in 2017/18 
(excluding Community Learning) - £10m 

Education and Skills Funding 
Agency 

Total apprenticeship starts in YNYER – 12,220 Figure relates to YNYER 
residents starting an 
apprenticeship in 2017/18 
academic year, includes 
British Army. 
Source: Education and Skills 
Funding Agency 

Number of students enrolled at YNYER higher education 
institutions – 25,000 

2017/18 academic year.  
Source: HESA 

Proportion of YNYER employers who have high performance 
working practices in place – 4% (national average – 9%) 

Source: Employer Skills 
Survey 2017 

Proportion of YNYER employers who offer work experience 
opportunities – 37% (national average 38%) 

Source: Employer 
Perspectives Survey, 2016 

Mismatches  

Proportion of vacancies in YNYER that are skill shortage 
vacancies – 25% (national average – 22%) 

Source: Employer Skills 
Survey 2017 

Proportion of employers in YNYER who have one or more staff 
with a skills gap – 14% (national average – 13% 

Source: Employer Skills 
Survey 2017 

Proportion of YNYER employers who say the skills of their staff 
are underutilised – 35% (national average 34%) 

Source: Employer Skills 
Survey 2017 

 

Back to Top 

4. Demand for skills 

The report provides an overview of the demand for skills in the area, based on the profile of 
jobs locally and the skills required to do those jobs.  It considers the current picture and the 
way in which the pattern of demand is expected to develop in the future.  The fundamental 
question that it addresses is: what skills are needed by employers and the local economy, 
both now and in the future? 

The four biggest sectors in the LEP area’s employment base are Wholesale and retail 
(16%), Health and social care (12%), Accommodation and food services (11%) and 
Manufacturing (11%).   

In absolute terms, Elementary administration and service occupations and Caring personal 
services are the largest occupational groups, employing more than 50,000 and around 
35,000 people respectively.  Corporate managers and Administrative roles also each 
employ more than 30,000 people. 



SEB. 14 Nov 2019. Briefing paper 

Page 5 of 11 

 

The local employment base has several distinct sectoral specialisms.  Relative to the 
structure of the national economy, Agriculture and Manufacturing (particularly food 
manufacturing), together with Accommodation and food services are key strengths of the 
local employment base.  There is a also a major concentration of energy sector 
employment in Selby.  The key area of under-representation is knowledge-intensive 
services, which in proportionate terms accounts for only two-thirds of employment seen at 
national level.  The local share of employment accounted for by the public sector is in line 
with the national average. 

Overall, the LEP area has a deficit of high skilled employment and a disproportionate 
reliance on low-skilled jobs.  This deficit of workers in higher skilled occupations extends to 
employment in the majority of industry sectors in the LEP area, reflecting relatively low 
value business activities, low productivity and an associated weak demand for skills locally. 

In terms of specific occupational specialisms, the LEP area’s employment base is 
distinguished by relatively large numbers of people employed in agriculture trades and 
protective service roles.  The latter reflects the considerable presence of the British Army 
locally.  The key areas where employment is under-represented include the higher skilled 
occupational categories of Science, research and technology professionals (which is likely 
to be due to low employment in digital roles) and also in Business and media professional 
roles, reflecting the comparatively small size of knowledge-intensive service activities 
locally.  

In recent years employment in the LEP area has grown much less quickly than 
nationally.  The number of employee and self-employed jobs in the LEP area increased by 
49,000 or 9% between 2012 and 2017, compared with a national rate of growth of 12%.   

The bulk of recent sectoral employment growth has been in service activities (both 
business and consumer-facing).  Most notable was Hospitality (Accommodation and food 
services) (+14,000; +33%), followed by the two business service categories of 
Administrative and support services (+13,000; +57%) and Professional scientific and 
technical activities (+11,000; +39%).  But the number of manufacturing jobs also increased, 
growing by 8,000 or 17% over this period. 

Occupational employment growth has mainly been concentrated in higher skilled 
occupations.  The number of people employed in management, professional and associate 
professional roles has grown by 46,000 in the LEP area since before the period before the 
recession (2004).  This represents growth of 30%, three times the rate seen for overall 
employment.  Care occupations were the most prominent among lower-skilled areas of 
growth. 

The occupations which have seen the most pronounced declines in employment are 
exclusively middle and lower-skilled occupations, including administrative and secretarial 
occupations, drivers, elementary manual roles and routine operatives. 

With regard to current labour demand, as reflected in employer requirements expressed in 
online job postings, communication is the baseline (or generic) skill that is in the greatest 
demand by far, followed by skills such as organisation skills, attention to detail, planning, 
creativity and problem solving.  So far as digital skill requirements are concerned an 
ability to use packages within the Microsoft Office suite is in widespread demand, 
particularly Excel.   

Labour market projections indicate that higher skilled occupations will continue to see the 
strongest net growth in employment in future, whilst middle-skilled administrative and 
manual roles will continue to see net decline.  Caring roles will be a second key source of 
net job growth. 
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Replacement demands will reinforce net growth in higher skilled occupations and caring 
roles, leading to strong recruitment needs in these areas.  However, because replacement 
demands are expected to generate 10 times as many job openings as net growth over the 
next decade, they will also serve to offset net declines in other occupational areas, 
ensuring that most occupational areas will see a positive recruitment requirement over the 
next decade.  The broad-based nature of the future recruitment requirement is a key 
message for those planning education and training provision within institutions and for 
individuals making careers choices. 

The impact of automation could disrupt the labour market, rendering some types of skill 
obsolete, particularly those that relate to routine tasks.  In broad terms the influence of new 
technologies is expected to reinforce the existing pattern of change, with low and middle 
skilled occupations most susceptible to automation whilst higher skilled roles and caring 
roles face less risk of displacement.  Locally, just over a third of current jobs are at high risk 
of automation over the next 20 years, in line with the national picture.  In sectoral terms, 
agriculture, accommodation and wholesale / retail are most susceptible to the effect of 
automation.   

As technology alters the importance of some tasks and jobs in the labour market, there will 
be a need to invest in re-skilling to enable workers to adapt to changes in the design of 
their existing jobs and to help them to move jobs or even occupations in order to benefit 
from more sustainable opportunities.   

Back to Top 

      

5. Supply of skills 

This section of the report provides an assessment of the current profile of skills and 
qualifications in the local area and considers the quality and responsiveness of the skills 
“pipeline” provided by apprenticeships, higher education, workforce development and other 
sources of skills supply. 

With regard to local demography, the LEP area faces a challenge of a declining and 
ageing population.  The size of the local labour force is projected to decline over the next 
20 years, in contrast with expected growth nationally.   This has important implications for 
future skills supply.  With a limited number of young people entering the labour market and 
an increasing dependency ratio, there is added urgency to the task of investing in the skills 
of existing members of the workforce in order to boost productivity.  

A key characteristic of the LEP area is its rural nature and remote locations.  Combined 
with a lack of transport options, this presents a particular challenge to local employers in 
addressing their skilled labour needs and results in hard-to-fill vacancies. 

The LEP area is characterised by strong inward and outward commuting flows.  
Commuting links are strongest with Hull and Leeds in terms of both inward and outward 
flows.  Overall, the LEP area is a net exporter of labour, with a net commuting outflow of 
24,000 based on Census data.  Much of this net outflow comprises higher skilled workers.   

YNYER has the highest rate of home / remote working of any LEP area, with 23% of all 
workers falling into this category.  This is another route by which higher skilled workers can 
connect to job opportunities outside the LEP area. 

A key strength of the LEP area is the qualification profile of its labour force.  With 40% of 
workers qualified at level 4 and above and only 6% with no formal qualifications, it 
outperforms the national average at both ends of the spectrum.  The picture within the LEP 
area is not uniform, however, and although York and North Yorkshire perform strongly, the 
East Riding lags the national average on higher level qualifications. 
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There is strong overall performance at Key Stage 4 within the LEP area.  This means there 
is less pressure on the local post-16 skills system to bring people up to the qualification / 
skill level required for basic employability.  Most districts outperform the national average 
against most Key Stage 4 indicators, with the key exception being Scarborough, which 
consistently underperforms.  By the age of 19 close to 90% of young people in the LEP 
area have achieved a qualification at level 2 and more than 60% have reached level 3. 

The national apprenticeship reforms had a negative effect on apprenticeship take-up 
in 2017/18 academic year, reflected in a 28% decline in starts, above the national average 
of 24%.  The elements of apprenticeship provision that were hardest hit include 
intermediate apprenticeships (-40%), adult (25+) apprenticeships (-38%) and Health and 
social care apprenticeships (-38%).  Female apprenticeship starts fell particularly sharply, 
contracting by 34% versus a 21% fall for male starts.  Decline was not uniform across 
subjects: Construction saw growth in starts of 16% and Information and communication 
grew by a third.   

Higher apprenticeship provision is narrowly concentrated in subject terms, with 78 per 
cent of all higher level starts falling within Business, administration and law and Health, 
public services and care.  The number of higher apprenticeships is small in construction 
and engineering, both occupational areas within which apprenticeships are a staple part of 
people development arrangements at intermediate and advanced levels.  This situation 
limits progression opportunities and the general responsiveness of the apprenticeship 
system. 

There are issues around the inclusiveness of apprenticeships with regard to access for 
the disadvantaged and gender segregation.  Disadvantaged pupils are less likely than other 
pupils to enter apprenticeships in the East Riding, Scarborough, Richmondshire and 
Ryedale (although disadvantaged pupils in Hambleton, Harrogate and Selby have higher 
entry rates).  Apprenticeships are highly segregated by gender and subject, reflecting a 
broader national pattern.  For example, 86% of starts on health, public services and care 
apprenticeships were for females but the proportion of female starts in Construction, 
planning and the built environment was only 4%. 

Performance on apprenticeship achievement rates shows that residents of the LEP area 
have access to provision of a relatively high quality.  The overall achievement rate of 
YNYER is six points higher than the national average (73% versus 67%).  The only area in 
which the LEP underperforms is higher apprenticeship achievement rates, where there is a 
deficit relative to the national average of eight points. 

Positive destination rates for apprenticeships and other FE / skills provision are 
relatively strong locally.  All districts in the LEP area, with the exception of Craven, have 
sustained positive destination rates for apprenticeships that are equal to or ahead of the 
national average, with local rates consistently at or above the 90% level.  For adult 
education provision two districts, the East Riding and Scarborough, fall below the national 
average but several have positive destination rates that are more than 10 points higher 
than the national average. 

In line with the national trend, overall participation on FE and skills programmes has 
seen a significant decline in recent years (falling by 16% between 2014/15 and 20-
17/18) with almost all aspects of provision sharing in this contraction.   

During 2017/18 academic year, more than 30,000 adults participated in classroom-based 
further education courses, representing an estimated investment of £10m.  In addition, 
8,290 people participated in Community Learning. 

Adult education provision in the LEP area is weighted towards qualifications at or below 
level 2 (three-quarters of learners are studying at these levels) and is concentrated in 
subjects like Health and social care and Retail and commercial enterprise.  Within 
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Community Learning, Crafts, creative arts and design accounts for a quarter of all CL 
learners.   

The LEP area has a significant higher education footprint with 25,000 student 
enrolments at its two higher education institutions in the 2017/18 academic year.  Relative 
to the national benchmark HE provision in local institutions (in terms of graduate profile) is 
strongly focused on biological, physical and mathematical sciences, together with social 
studies, languages and historical and philosophical studies.  There is a relatively small 
representation of qualifiers in computer science, engineering and technology, architecture, 
building and planning, as well as business and administrative studies, mass 
communications and documentation and creative arts and design.   

In 2016/17, around 51% of leavers from YNYER institutions were in employment in 
Yorkshire and the Humber six months after graduation.  This retention rate is lower than 
other LEP areas in the North; for example the equivalent rate for Leeds City Region is 56%, 
for Greater Birmingham and Solihull 60%, for Greater Manchester 68% and for Liverpool 
City Region 68%.  The main employment destinations outwith Yorkshire and the Humber 
for YNYER leavers are London (12%), the North West (7%) and the North East (7%).   

Inclusive access to employment is central to fostering opportunities for individuals and 
broadening the supply of labour available to employers.  In line with its strong general 
employment performance, disadvantaged groups perform well relative to the national 
average in terms of accessing employment.  For example, the employment rate for 
disabled people is 7 points higher locally than nationally.  However, disabled people and 
older workers still face marked employment rate gaps of 22 points and 15 points 
respectively. 

With YNYER businesses making an estimated £700m annual investment in staff skills and 
a majority of the 2030 workforce already in employment, it is clear that employers’ activity 
on workforce development is central to improving the local skills base.  Whilst 64% of 
local employers provide training to their staff, 57% of workers receive training.  However, it 
is important to view training behaviour in the context of business need: around two-fifths of 
local employers acknowledge that they under-invest in training from this perspective.  The 
key constraints relate to a lack of funds for training and an inability to spare staff time for 
training.  The key challenge is to make the case for training as a business investment that 
will deliver suitable returns in the form of improved business performance. 

Another key challenge relating to workforce development is unequal access to job-
related training.  Workers who are less qualified are less likely to receive training than 
those qualified at a higher level, as are part-time workers relative to their full-time 
counterparts and workers in production and private sector services relative to the public 
sector. 

 

The physical accessibility of education and training services is a particular issue within 
the YNYER LEP area.  Travel times to further education colleges within the LEP area are 
considerably longer than for comparator areas.  Meanwhile, 29% of learners resident in 
YNYER travel outside the LEP area entirely to study, in addition to the 13% who travel 
between districts within the LEP area. 

Access to work experience and work inspiration opportunities offered by employers is 
key to developing the career readiness and employability of individuals.  Although a 
majority of employers consider candidates’ work experience as being critical or significant 
to their recruitment decisions, only 37% offer work experience placements and only 10% 
take part in work inspiration. 
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High Performance Working (HPW) practices provide an important means of stimulating 
more effective employee involvement and commitment in order to achieve high levels of 
performance and therefore serve as an important transmission mechanism between 
workforce skills and enhanced productivity at firm level.  In particular, they support the 
effective utilisation of skills.  Only 4% of local employers are estimated to have adopted 
these high performance working practices, lower than the national average of 9%. 

6. Supply v. Demand 

The main focus here is on skills mismatches, which reflect an imbalance between supply 
and demand in the labour market, between the skills available and the skills needed by 
employers.  These mismatches represent one of the key barriers to business growth and 
improved productivity for firms and to career progression for individuals. 

Skill shortages are vacancies that are difficult to fill due to a lack of candidates with the 
required skills.  The prevalence of skill shortages in the LEP area is relatively high, with 
25% of all vacancies in the LEP area being skill shortage vacancies, somewhat higher than 
the national average of 22%.  Shortages are particularly acute in the East Riding and North 
Yorkshire and somewhat lower in York. 

Shortages are most prevalent in the Construction, Primary / utilities and Information and 
communication sectors.  In occupational terms, shortages are acute in some professional 
occupations, including digital and engineering roles and are widespread among skilled 
trades occupations.  The skills that employers find most difficult to get from candidates are 
specialist, job-specific skills but also complex analytical skills, such as problem solving and 
digital skills. 

One in seven employers in the LEP area are affected by skills gaps - a lack of proficiency 
among existing staff.  Wholesale / retail and hospitality are the two sectors with the highest 
prevalence of gaps.  Lower-skilled elementary and sales / customer service occupations, 
together with administrative roles, are most susceptible to gaps. 

Many skills gaps pertain to operational skills and are caused by staff turnover and the need 
to train new recruits.  In sectors like hospitality employers say they face difficulties with 
staff retention.  However, some gaps are driven by deficits of complex analytical skills and 
digital skills and are driven by the introduction of new technologies and new working 
practices.  Many workers with skills gaps need to improve their soft skills, in areas such as 
time management, team working, customer handling skills and persuading / influencing 
others. 

People in higher skilled roles are less likely, on the whole, to have skills gaps, but a lack of 
proficiency among managers is quite widespread.  The skills that need improving 
among managers include core management skills, complex-problem solving skills, as well 
as operational skills.  This has important implications for wider workforce development and 
business performance. 

Mismatches are not just caused by a deficit of workers’ skills.  Around one third of local 
employers say that they have staff whose skills are underutilised, a similar proportion 
to the national average.  Underutilisation is particularly widespread among organisations in 
public administration, hospitality and manufacturing. This issue matters because an inability 
to use acquired skills and knowledge has a de-motivating effect on workers and represents 
a missed opportunity for employers to maximise productivity. 

A structural mismatch between the occupational background and skills of the jobless and 
the requirements of the labour market acts as a barrier to employment for this group.  
Compared with the occupational profile of current employment the unemployed and 
inactive are much more likely to have an occupational background in lower-skilled 
occupations, principally elementary and sales, customer service and operative roles (plus 
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caring roles in the case of the inactive).  Moreover, the jobless are disadvantaged by their 
qualification profile.  Both the unemployed and the inactive are less likely to hold a 
qualification at tertiary level than the employed and are more likely to hold a low-level 
qualification or have no formal qualifications at all. 

The report provides an indicative comparison of the subject profile of further education 
and skills provision, relative to the profile of demand in the labour market, based on 
projections of future recruitment need by occupation.  This shows a strong alignment 
between apprenticeship provision and labour market need, which is perhaps to be 
expected since apprenticeships are jobs with training.  However, the subject profile of 
classroom FE (Education and Training) differs from the profile of labour market demand.  
There are a number of areas where the level of provision outweighs job openings, most 
notably Arts, media and publishing and Leisure, travel and tourism.  Conversely, Business 
administration and law, Engineering and manufacturing and Retail and commercial 
enterprise appears under-represented relative to labour market demand.   

Applying the same approach to higher education, comparing the profile of HE 
achievements with the profile of labour market demand, in the form of job openings in 
higher level occupations, highlights similar disparities.  There are subject areas in which 
supply, reflected in the proportion of qualifiers relative to the proportion of openings, 
appears to be high.  This is the case for Creative arts and design and Social studies.  
Subject areas where supply is low relative to estimated demand include Computer science 
and Architecture, building and planning.  As with the FE comparison, a key caveat to note 
is that skills developed in a particular subject area have transferability.  This is a likely 
explanation for the fact that the proportion of people who qualify in Science, engineering 
and technology subjects outweighs the estimated recruitment requirement for directly 
related roles in the labour market.   

Around 5% of people in employment across Yorkshire and the Humber are EU migrants.  
Although there is a good deal of uncertainty around the impact of Brexit and the 
implications for labour supply, there is already evidence that the influx of EU migrant 
workers is reducing. 

Large numbers of EU migrants work in manufacturing, wholesale and retail, and health and 
social work.  There is a high intensity of migrant employment in sectors such as food 
manufacturing, which are a key part of the YNYER economy. 

Only a quarter of migrants work in higher skilled roles with many concentrated in routine 
roles; for example, a third of all workers in elementary process plant roles and a similar 
proportion of assembly operatives are EU migrants.  Nonetheless, some employers could 
respond to Brexit by shifting to a more capital-intensive business model leading to 
increased demand for skills. 

Using a typology of local labour markets, the LEP area shows some of the characteristics 
of an area that is in “skills surplus”, with relatively high local attainment and skills but low 
wages and low productivity.  However, some of the negative effects associated with this, 
such as high unemployment among skilled workers seems to be tempered by strong 
commuting outflows.  The aim should be to shift the area into a state of high skills 
equilibrium– where businesses use high skills to deliver sophisticated products and 
services, competing on the basis of quality rather than price and delivering high productivity 
and high wages. 

 

 

Back to Top 
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7. Conclusions and Challenges 

In the concluding section of the report consideration is given to the main skills needs of the 
YNYER area together with the key issues relating to the responsiveness of the local skills 
system in meeting these needs.  

The key skills needs of the area can be summarised as follows: 

 A “business-as-usual” requirement to develop skills to meet recruitment needs across a 

broad occupational spectrum, driven by replacement demands. 

 Acute shortages of digital professionals and of a significant prevalence of digital skills 

gaps at a variety of levels among the wider workforce. 

 Skills gaps among managers, with implications for business performance, productivity 

and . 

 A strong recruitment need in respect of care workers. 

The key challenges around the responsiveness of the local skills system relate to the 
following issues: 

 Addressing the local “skills surplus” by raising the demand for skills and shifting the 

local business base to one that is founded on higher value market strategies through 

the LEP’s local industrial strategy. 

 Tackling the ageing population through a strong focus on developing skills for career 

adaptability and support for employers to retain older people within the workforce. 

 Rebalancing the apparent misalignment between the profile of classroom-based further 

education and demand in the labour market.  Similar imbalances also exist in respect of 

locally-delivered higher education provision, although higher education is has less of an 

explicit focus on local needs. 

 Ensuring there is sufficient capacity to address the wider re-skilling challenge, arising 

out of trends like automation, in view of the ongoing reduction in public investment in 

adult skills.  Limited resources mean that the bulk of provision focuses on lower level 

skills with limited scope to address re-skilling needs at level 3 and above. 

 Broadening the subject range of higher apprenticeships available locally to ensure that 

a comprehensive offer is available to meet high level skills needs and to provide 

suitable occupational progression routes. 

 Helping local employers, including levy payers, to use apprenticeships to tackle their 

skills needs around leadership and management and in other higher level areas. 

 Ensuring that a balanced approach is adopted in the way that the apprenticeship levy is 

used, between meeting employers’ higher level skills needs (including management 

skills) and supporting entry into, and progression within, sustainable careers for lower-

skilled workers. 

 Helping employers to adopt the high performance working practices that can enable 

employers to translate enhanced workforce skills into better productivity and business 

performance. 
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