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In November 2015, Thames Valley Berkshire Local Enterprise Partnership published its first Skills Priority 

Statement.  The Statement identified, at sectoral and occupational level, where skills deficits were proving to 

be a barrier to local economic growth, and where local public intervention was likely to have greatest impact 

in terms of addressing these deficits.   

The Statement predominately considered demand side evidence, i.e. what Berkshire employers (and national 

employers) say are their skills priorities.   

The Statement was widely circulated and has been used to influence and inform the following skills 

interventions in the 12 months since publication:  

 The Thames Valley Area Review of Post-16 Training & Education  

 Curriculum planning at the Berkshire College of Agriculture (BCA), Bracknell and Wokingham College, 

East Berkshire College, Newbury College and Reading College (part of Activate Learning) 

 The Elevate Berkshire programme  

 Thames Valley Berkshire LEP’s Growth Deal 3 bid  

 Thames Valley Berkshire’s Skills Capital Funding  

 Thames Valley Berkshire’s Skills Revenue Funding 

 Three Skills Funding Agency ESF projects: Gearing up for STEM; Skills for the Workforce; Promoting 

Apprenticeships  

 Careers guidance provided to young people in Berkshire schools  

This update of the Statement for 2016 includes the following new analysis:  

 The identification of mid-skill occupations likely to be in high demand in the future, in each local 

authority area (Section 6)  

 An examination of learning supply, with a particular focus on mid-level provision (Section 7) 

It also includes updated UK Employer Skills Survey (UKCES, 2016) data on skills and training throughout.  

The executive summary and conclusion have been updated to take account of the new analysis, along with 

thoughts on the potential impact of Brexit.  

We hope that, as with the first iteration, the Berkshire Skills Priority Statement 2016 becomes the ‘go to’ 

evidence report for all those involved with skills, education and employment in the Thames Valley Berkshire 

area.  

Signed:  

 

Campbell Christie CBE 

Chair of the Thames Valley Berkshire LEP Skills, Education and Employment Programme Group 
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Thames Valley Berkshire (TVB) is an economic powerhouse of enormous importance to the UK.  

It performs strongly on most key economic measures and has recovered well since the recession. However, 

there is no room for complacency.  In recent years, neighbouring areas have out-performed Berkshire in terms 

of GVA and employment growth.  And two recent research reports: Mapping Local Comparative Advantages 

in Innovation (BIS 2015); and Benchmarking Local Innovation: The Innovation Geography of the UK (ERC 2015), 

found that innovation levels amongst Berkshire businesses are lower than might be expected.   

The Thames Valley Berkshire Strategic Economic Plan (SEP) aims to grow the economy primarily through 

productivity improvements; key components of productivity being skills, innovation and enterprise. Skills 

shortages are more acute in Berkshire than across England and can be a barrier to growth and innovation for 

local businesses, particularly High Growth Firms (HGF) or ‘scale-ups’ who drive local jobs growth.  

The aim of this Statement is to provide an overview of the skills required in Berkshire to support and grow the 

economy, and to identify where local interventions are likely to have greatest impact in terms of addressing 

skills deficits.   

As with the 2015 Skills Priority Statement, the 2016 statement will:  

 Influence local training provision (at all levels)  

 Direct discretionary funding for skills   

 Inform other responses to local skills and employment challenges (including the Elevate Berkshire 

programme and the work of the Careers and Enterprise Company)  
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Objectives and priorities  

In the context of an international economy that is increasingly driven by knowledge, the overarching priority 

of Thames Valley Berkshire LEP is to secure better access to talented people and bright ideas and to use both 

more effectively. With regard to people, the Thames Valley Berkshire SEP identified three objectives.  Within 

these objectives, drawing on evidence from the SEP and from the research undertaken to produce this 

statement, we have identified a number of key priorities. These are listed below.  

Objective 1: Use better those who are already in the workforce 

Key priorities:  

 Improving the management and leadership skills of those in the workforce  

 Improving the entrepreneurial, business development and innovation skills of those in the workforce  

 Improving the job-specific skills of those in the workforce 

 Improving the English and maths skills of those in the workforce  

Objective 2: Ensure that economic potential is not restricted by labour supply issues 

Key priorities:  

 Improving the supply of people with digital technology skills  

 Improving the supply of people with Science, Technology, Engineering and Maths (STEM) skills 

(particularly skills required of engineering professionals)  

 Improving the supply of people into technician-level roles (particularly in construction, logistics, care 

and hospitality sectors)   

 Improving the quality of the environment and cost of housing  

Objective 3: Inspire the next generation and build aspirations and ambition 

Key priorities:  

 Improving engagement between employers and young people  

 Improving the labour market fortunes of unemployed and under-employed people  
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Priority sectors and job families  

To ensure interventions are targeted effectively we have used a range of local and national quantitative and 

qualitative evidence to identify a number of priority sectors and job families we believe warrant greatest focus.  

We have identified six priority sectors which we believe as essential for the long term sustainable economic 

growth of Berkshire, and, in addition, three sectors that are experiencing particularly acute skills challenges 

and therefore require attention.  

We believe it is most sensible to identify skills solutions at an occupational level, as many occupations exist 

within multiple sectors.  Therefore, across these priority sectors, we have identified two primary priority job 

families (groups of similar occupations), which we believe should be given greatest priority in terms of skills 

solutions, and seven secondary priority job families for which there needs to be a sustained supply of skilled 

individuals.  These are listed below: 



 

Priority sectors: 

 Digital technologies 

 Financial, professional and business 

services  

 Life sciences and healthcare  

 Construction and the built environment 

 Logistics  

 Energy and environment  

 

Primary priority job families: 

 Digital technologies  

 Engineering and science 

 

Other sectors with skills challenges: 

 Education  

 Hospitality  

 Care  

 

 

 

Secondary priority job families: 

 Health, care and welfare 

 Construction 

 Transport and logistics  

 Education 

 Business and finance  

 Sales and customer service 

 Hospitality 

 



 

 

Key findings  

Berkshire businesses are finding it increasingly difficult to fill vacancies  

The proportion of Berkshire business with ‘hard-to-fill’ vacancies increased from 6% to 10% between 2013 and 

2015.  And the proportion reporting ‘skills shortage’ vacancies (i.e. difficulties in filling positions due to a lack 

of applicants with the required skills) increased from 5% to 8%.  The vast majority of those struggling to recruit 

state that this is negatively impacting their business.  

Digital technology skills are in very high and growing demand  

The digital technologies sector dominates the Berkshire economy.  A significant proportion of the workforce 

work in the sector (14% compared with just 4% nationally) and it is by far the most important sector to 

Berkshire in terms of its forecasted contribution to future economic growth. Across the economy as a whole, 

approximately 1 in 10 jobs in Berkshire are digital technology specialist roles, which is three times the national 

average.   

Many employers, particularly SMEs, struggle to recruit digital technology specialists, and believe that there 

needs to be more local training provision. Open source software is one area which may warrant particular 

focus. 

STEM skills remain in high demand  

There is an ongoing need for skills in STEM subjects at all levels, particularly at Level 31 and above.  These skills 

are critical for all six of Berkshire’s priority sectors.  Engineering roles can be particularly difficult to fill. 

There remains dissatisfaction with the basic and employability skills of young people  

This is not a new issue and is not one that is confined to Berkshire.  There is a mismatch between employers’ 

expectations and the reality of young people’s level of basic (English and maths) and employability 

(communication, attitude and motivation) skills.   

Communication skills are in high demand at all levels.  

Communication skills are the most sought after skill of Berkshire employers.  The application of this skill varies 

by level and setting but is critical in terms of productive working relationships, providing good customer 

service, client relationship management and the application of technology.   

Management and leadership skills are of critical importance  

Management and leadership capability is a strong driver of an organisation’s performance and thus the 

performance of the local economy.  Staff management skills can directly impact on productivity and retention. 

In Berkshire, management vacancies (although few in number) are the most difficult positions to fill, with half 

of all vacancies proving difficult to fill due to a lack of applicants with the required skills.  Managerial skills 

shortages in Berkshire are particularly concentrated in the hospitality sector.   

                                                           
1 See Annex F for description of qualification levels  
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Entrepreneurialism, innovation and business development skills are vital for future growth  

The picture on current levels of innovation, entrepreneurialism and business development in Berkshire is 

mixed.  Two studies2 identify scope for improving levels of innovation within the sub-region and another3 ranks 

Berkshire's private sector businesses about average in terms of their product-market strategies.  However, 

business start-up rates are relatively high, and Berkshire has the highest proportion of businesses 'scaling-up' 

in the country4 (existing businesses reaching £3 million turnover within three years), which is vital for the 

sub-region's economic growth.  

Priority skills issues are relatively similar across Berkshire 

Most of Berkshire’s priority sectors and job families (and therefore skills issues) are common across the whole 

of Berkshire.  There are, however, some local clusters of economic activity which are likely to create higher 

demand for certain skills in some areas.  For example, the logistics sector is particularly prevalent in the Slough 

(and to a lesser extent Thatcham), the sub-region’s finance and insurance sector is concentrated in Reading 

and the hospitality sector is most prevalent in and around Windsor, and, to a lesser extent, in Reading.  

High Growth Firms (HGFs) cite access to talent as a barrier to growth  

HGFs or ‘scale-ups’ represent 0.5 percent of the Berkshire’s registered businesses, but are estimated to 

generate around a fifth of private sector employment5.   Berkshire’s HGFs cite access to skills and staff as their 

main barriers to growth.   

SMEs often find it most difficult to recruit and retain skilled staff  

SMEs tend to find it more difficult to recruit than larger companies (which can be due to a combination of 

small recruitment budgets, a lack of HR expertise and a lack of brand recognition), and are less able to ‘recruit 

on potential’ as they tend not to have the capacity to train and develop staff who don’t have all the required 

skills.  SMEs can find it more difficult to retain staff, sometimes as a result of having fewer career progression 

opportunities.   

International companies face particular challenges 

International companies play a critical role in the Berkshire economy, providing employment for 

approximately a quarter of Berkshire’s employees. They can find it difficult to recruit people from the local 

labour market who are able and willing to travel, and have the skills required to work effectively in a culturally 

diverse environment. 

Brexit could exacerbate skills shortages  

There is concern amongst Berkshire businesses regarding the impact that exiting the European Union could 

have on recruitment, staff retention and skills shortages.  Concerns centre around their ability to recruit non-

UK nationals into high skill/skills shortage roles and losing their current EU talent.  Large companies from the 

digital technologies, lifescience and engineering sectors have been particularly vocal on this subject.   

                                                           
2 Mapping Local Comparative Advantages in Innovation (BIS 2015) and Benchmarking Local Innovation: The Innovation 
Geography of the UK (ERC 2015), 
3 UK Employer Skills Survey 2015, UK Commission for Employment and Skills  
4 Growth Dashboard, June 2015, Business Growth Service and the Enterprise Research Centre  
5 Based on national estimate from the Enterprise Research Centre, 2016 
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Some sectors’ recruitment difficulties are compounded by having a low profile, particularly amongst 

young people  

Some employers in the logistics (warehousing in particular), care and community pharmacy sectors in 

Berkshire who find it difficult to recruit people with the required values and skills cite a lack of awareness of 

what jobs entail as the reason for this.  In the logistics sector, this is in part a result of the transformation of 

the sector due to technological advances.   

The high cost of housing in Berkshire and the quality of the living environment can be a barrier to 

recruitment and retention  

A number of those who provided evidence to inform our research cited the high cost of housing in Berkshire 

as a barrier to attracting people from outside of the area into high-skilled roles.  This was seen to be a particular 

problem in terms of the recruitment of teachers and social workers.  

The quality of the environment was also cited, particularly in relation to young people wanting to live 

somewhere with a ‘buzz’.  Some employers noted that they frequently lose young people to London as the 

lifestyle can be irresistible.  

There is scope for Berkshire employers to increase their training and development of staff 

The amount of training that Berkshire employers currently provide to their staff is lower than the national 

average and lower than that provided by employers in the neighbouring Local Enterprise Partnership (LEP) 

areas of Oxfordshire and Enterprise M3, with whom we compete for investment and talent. However, there 

is an appetite for training, with 46% of employers wanting to provide more, the main barriers to doing so being 

lack of funds and difficulties sparing staff time.  

There are opportunities to further increase the quantity and quality of local education and training 

provision in the areas of Engineering and Science, Construction and Digital Technologies 

The evidence suggests a need to further increase/improve Engineering & Science and Construction training 

provision.  It is in these two areas that gaps in provision have been identified by employers (in terms of what’s 

on offer locally, and its quality).   

There appears to be scope for Berkshire colleges and the University of Reading to strengthen their Digital 

Technologies offer.  Whilst most provision in this area is currently delivered by successful Independent Training 

Providers, as the number of people required in these roles is likely to continue to rise in the future, it is an area 

in which additional, high quality provision appears to be warranted.  

Apprenticeship participation is low and falling  

The proportion of businesses offering Apprenticeships in Berkshire, and the proportion of people taking up 

Apprenticeship opportunities, are lower than the national average.  Coupled with the fact that the number of 

Apprenticeship starts in Berkshire is falling (the latest figures suggest a sharp drop between 2014/15 and 

2015/16) this suggests that this is an area which requires particular attention.  
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Key messages  

The key messages for different partners arising from our research are set out below.  

1) Local education and training providers  

Digital technologies   

Consider…  

 Increasing the supply and quality of IT training provision 

 Offering courses, qualifications, qualification units and Apprenticeships that could provide a pathway 
into the following [skills shortage] occupations: 

- software programmers and developers (including open source specialists)  
- cyber security specialists 
- IT specialist managers (particularly product managers) 
- IT business analysts, architects and systems designers (particularly big data specialists) 
- IT project and programme managers  
- IT engineers  
- systems administrators  

 Becoming a Tech Industry Gold provider 

 Offering the:  
- Tech Industry Gold Apprenticeship  
- Tech Industry Gold Degree Apprenticeship  
- Tech Industry Gold Degrees of BSc Software Development for Business, the BSc IT 

Management for Business and the MSc IT Management for Business  

 Offering non-tech courses for digital technology professionals in the areas of verbal 
communication/client interaction and aligning IT activity with business needs and opportunities  

 Offering Industry Certifications  

 Working with ConnectTVT to expose young people to the latest innovations and encourage 
entrepreneurialism  

Other STEM roles  

Continue to…  

 Offer a good range of high quality engineering and science provision [including through Further 

Education College Solutions Labs]  

Consider…  

 Offering courses, qualification, qualification units and Apprenticeships that could provide a pathway 
into the following [skills shortage] occupations: 
- electronics engineers 
- laboratory technicians 
- engineering technicians 
- quality assurance and regulatory professionals 
- civil engineers 
- design and development engineers 
- mechanical engineers 
- production and process engineers 

 Providing industry training programmes promoted by the Science Industry Partnership 



 

13 
 

Technicians 

Ensure…  

 Adequate provision of Level 3 (in particular) and Level 2 qualifications and Apprenticeships that 
provide a pathway into careers in the [skills shortage] occupations of:  
- care workers and home carers  
- nursing auxiliaries and assistants  

- childcare workers  
- pharmacy technicians  
- electricians 
- carpenters and joiners 
- heating and ventilation engineers  
- plumbers  
- LGV drivers  
- warehouse operatives  
- professional chefs  
- hospitality supervisors and managers   

Consider…  

 Providing Apprenticeships in the likely growth areas of Duel Fuel Smart Meter Installation and 
Laboratory Technician and Laboratory Scientists. 

Generic skills  

Continue to...  

 provide basic English and maths provision  

 provide employability skills provision (with emphasis on communication skills, attitude and 
motivation, planning skills and Microsoft Excel skills)  

 promote entrepreneurialism and innovation  

Work experience  

Continue to…  

 Work with employers and intermediary organisations to maximise work experience opportunities for 

learners  

2) Career advisors (those advising both young people and adults)  

Continue to...  

 Emphasise the dominance of the digital technologies sector across Berkshire and the opportunities 

available within it  

 Emphasise the importance that employers place on STEM skills and the local demand for engineering 

and science professionals (particularly the area’s strong life sciences & healthcare, and energy & 

environment sectors)  

 Emphasise to young people the importance that employers from all sectors place on English, maths, 

communication and general employability skills. 
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Ensure...  

 Job seekers/those making choices regarding future careers are aware that they are potentially more 

likely to be able to secure employment in the skills shortages roles listed within this report than in 

other roles 

 Job seekers/those making choices regarding future careers are aware of the opportunities in roles 

such as sales, project management, customer service, account management, marketing, business 

analysis and business development that exist across Berkshire’s key sectors 

 Job seekers/those making choices regarding their future careers are aware of the importance of 

Microsoft Excel skills in the workplace 

 Job seekers/those making choices regarding their future careers are aware of the high proportion of 

jobs in Berkshire in international companies and some of the core skills many roles required (such as 

the ability to work in virtual global teams and cultural sensitivity)  

 Young people who are likely to go to University are made aware of the wealth of graduate 

opportunities available to them in Berkshire on completing their studies  

 Those seeking employment in the digital technologies sector are aware that the main technical skills 

Berkshire employers are currently seeking are: SQL, JavaScript, LINUX, Microsoft C# and Oracle  

 Job seekers are aware of the opportunities available within ‘low profile’ sectors in Berkshire that are 

struggling to recruit, and the requirements of these employers. Particularly in: 

- social care roles 

- LGV drivers  

- warehouse roles 

- community pharmacy roles  

 Those looking to pursue careers in nursing or the care sector are aware of the values (such as empathy, 

delivering person-centred care, and resilience) required to progress in these sectors. 

Utilise…  

 Thames Valley Berkshire LEPs LMI for Schools resources with young people and their parents. 

http://thamesvalleyberkshire.co.uk/NewsDetails/ArtMID/511/ArticleID/4410/Labour-Market-

Intelligence-Launch 

3) Key messages for employers  

Consider…  

 Increasing the amount of training provided to staff to keep pace with competitors in neighbouring 

geographic areas  

 Collective action amongst SMEs to articulate specific skills needs to local education and training 

providers 

 Employing Apprentices  

 Jointly taking on an Apprentice with another company as part of a shared Apprenticeship scheme 

(particularly in the construction sector where this practice is most common)  

 Providing work experience, traineeships and internship opportunities as a recruitment tool to ‘try 

before you buy’ new recruits  

 Strengthening retention strategies, particularly for younger employees and public sector staff who 

could earn more in agency work or consultancy  

 Encouraging staff to become STEM and Tech Ambassadors through existing schemes  

 Encouraging staff to become Careers and Enterprise Company Enterprise Advisers  

http://thamesvalleyberkshire.co.uk/NewsDetails/ArtMID/511/ArticleID/4410/Labour-Market-Intelligence-Launch
http://thamesvalleyberkshire.co.uk/NewsDetails/ArtMID/511/ArticleID/4410/Labour-Market-Intelligence-Launch
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 Developing/strengthening relationships with local education and training providers.  

 Re-designing jobs when experiencing recruitment difficulties, particularly in terms of re-defining 

essential job requirements and considering flexible working  

 Adapting recruitment practices to help those furthest from the labour market into employment 
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Thames Valley Berkshire’s Strategic Economic Plan (SEP) sets out six Strategic Objectives for maintaining the 

sub-region’s competitive edge and driving future economic growth. Three of these six objectives relate to 

people:  

1. Use better those who are already in the workforce 

2. Ensure that economic potential is not restricted by labour supply issues 

3. Inspire the next generation and build aspirations and ambition 

The Skills Priority Statement (“the statement”) builds on previous evidence and seeks to identify, at a sectoral 

and occupational level, where skills deficits are proving to be a barrier to economic growth, and where local 

public intervention is likely to have greatest impact in terms of addressing these deficits.   

The statement considers demand side evidence (i.e. what employers are telling us are their skills priorities) 

plus supply side evidence (i.e. the main education and training provision available locally for the future 

workforce).   

As with the 2015 Skills Priority Statement, the 2016 statement will:  

 Influence local training provision (at all levels)  

 Direct discretionary funding for skills   

 Inform other responses to local skills and employment challenges (including the Elevate Berkshire 

programme and the Careers and Enterprise Company)  

  



 

17 
 

Research approach  

The research approach taken to develop this statement is set out in figure 1 below.  

 

Data analysis and literature review  

The following data sources were interrogated to provide a detailed picture of employment patterns and skills 

issues within Berkshire: 

 EMSI Analyst (local employment data based on the Business Register and Employment Survey and the 

Annual Population Survey conducted by the Office for National Statistics)  

 UK Employer Skills Survey 2015, UK Commission for Employment and Skills (data on recruitment, skills 

gaps and training)  

 Labour Insight, Burning Glass Technologies (data on real-time online job postings)  

This intelligence was brought together with findings from national skills research undertaken by the UK 

Commission for Employment Skills and a number of Sector Skills Councils, and local research undertaken by 

BDO and C8 Consulting (Thames Valley Business Barometer June 2015).  

  

Call for evidence  

Consultation with 

employers, employer 

groups and training 

organisations to identify key 

skills challenges that may 

warrant local intervention 

Reporting  

Triangulation of empirical 

data and qualitative 

intelligence to identify key 

priorities  

2016 Update  

Update of skills and training 

data plus additional analysis 

of learning supply data  

SEP evidence 

Synthesis of evidence 

collected to inform the 

development of the Thames 

Valley Berkshire SEP 

Data analysis and literature 

review 

In-depth analysis of new 

(post SEP) data and 

research on recruitment, 

employment and skills  
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Call for evidence  

In addition to analysing and reviewing secondary data, in 2015 we sought the views of local employers, 

employer representative groups and training organisations through a Call for Evidence (Annex A).  The Call for 

Evidence was distributed directly (as a Word document and as an online survey) to:  

 All members of the Thames Valley Berkshire LEP Forum and Executive  

 All members of the Thames Valley Berkshire LEP Skills, Employment and Education Group  

 Key local employers from the six Priority Sectors  

 Those working on the Elevate programme across Berkshire  

 Members of the Berkshire Economic Development Officers Group (BEDOG)  

 Berkshire FE colleges and training providers  

 Berkshire’s Education Business Partnerships  

 Berkshire business support organisations (Thames Valley Chamber of Commerce, the Federation of 

Small Businesses and the CBI) 

Many of these organisations shared the survey directly with their business contacts and with their twitter 

followers. It was also promoted through the Thames Valley Berkshire LEP Twitter and LinkedIn accounts. 

Despite this wide publicity, only 28 employers and employer representative organisations submitted 

responses.  

In 2016, qualitative evidence on skills priorities was gathered from employers who attended the BDO and 

Activate Learning Skills, Education and Recruitment Roundtable in February 2016 and discussions between 

Thames Valley Berkshire LEP and local employers in relation to Brexit and more generally, barriers to growth.  
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1.1 Economic output and productivity  

Thames Valley Berkshire (TVB) is an economic powerhouse of enormous importance to the UK.  

It performs strongly on most key economic measures.  It has the highest economic output6 per head of 

population of all English sub-regions outside of London and has England’s most productive workforce.  

With high employment rates (77% of the Berkshire working age population are employed compared with an 

England average of 73%), it is anticipated that the greatest uplift in economic output will be driven through 

productivity improvements, rather than an increase in the number of people employed. Hence the focus of 

the Thames Valley Berkshire SEP on effectively developing and utilising talented people.  

1.2 Structure of economy 

1.2.1 Broad sector mix 

TVB’s strong economic performance is largely due to the structure of the local economy.  In any local economy, 

much economic activity is driven largely or wholly by demand from the local population –  e.g. retail, education 

and health; for these sectors, prospects for growth are largely related to population size and (for public 

services) government policy.   

Other sectors, however, grow at least in part because businesses are selling to non-local customers/clients. 

For such activities, the scope for economic growth to outpace population  growth  is  much greater because 

new markets can be found. TVB has a greater proportion of businesses and employment in sectors 

predominately involved with these latter type of activities7.  

The sub-region’s large private sector is dominated by the information and communication sector (the vast 

majority of which can be described as digital technologies). The digital technologies sector is a growth sector 

in terms of both economic output and employment.  It is also a ‘knowledge’ and an export intensive sector. 

14% of the TVB workforce work in the sector (compared with just 4% nationally) and 15% of all business units 

in TVB operate in the sector (compared with 7% nationally).  This concentration, along with the sector's high 

productivity rates, means that it contributes nearly a quarter (23%) of TVB’s economic output (Gross Value 

Added - GVA), compared with only 7% nationally (figures 2, 3 and 4).  

In terms of economic output, at a broad level, the distribution, transport, hotel and restaurant sector is the 

second largest contributor to overall GVA in Berkshire (19%, in line with the national average).  Some activity 

within this sector, particularly logistics, will be ‘exogenous’ (i.e. selling to non-local customers).  

The professional, scientific and technical sector (which includes professional services and scientific research 

and development) is also prominent in the Berkshire economy.  One in five businesses within the sub-region 

operate within this sector (above the national average) and over a tenth of the workforce (11%) work in it.  

This sector contributes 13% of TVB’s GVA.  

In terms of employment, TVB’s other large sectors mirror the national picture; i.e. retail, health, business 

administration, and education.  

                                                           
6 Gross Value Added (GVA)  
7 Thames Valley Berkshire Strategic Economic Plan Evidence Base  
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Figure 2. Businesses (local units) by sector - 2014 
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Figure 3. Employment by sector – 2014 

 

Figure 4. Gross Value Added (GVA) by Industry, 2012 

Sources: UK Business Count 2014, ONS; Business Register and Employment Survey (BRES) 2014, ONS; GVA by 

LEP statistics, ONS 2015 
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The majority of TVB’s sub-sectoral specialisms (in terms of concentration of employment) sit within the digital 

technologies sector (such as computer programming activity, repair of computers and communications 

equipment, and wholesale of information and communication equipment).  Other sub-sector specialisms sit 

within the life sciences and healthcare, and the energy and environment sectors (see table 1 in Annex B).  

1.2.3 Business characteristics    

As is the case nationally, the vast majority of businesses and organisations within Berkshire are micro 

(employing fewer than 10 people).  Whilst only one percent of businesses within Berkshire are large 

(employing over 250 people), these businesses provide approximately a third of the sub-region's jobs.  

Approximately 20% of jobs are in micro businesses and 50% are in SMEs (figures 5 and 6).  

 

 
Source: 

UK 

Business 

Counts 

2014, 

ONS and 

Annual 

Population Survey 2012/13, ONS 

Note: Sizeband definitions vary slightly   

 

TVB has the highest proportion of foreign-owned enterprises of all LEP areas at 2.5%.  Whilst this may seem 

like a small proportion, most of these enterprises are large and together employ a large proportion (26%) of 

Berkshire's total workforce8.  

  

                                                           
8 Inter-Departmental Business Register, as cited in LEP Network report 2013  

Figure 5. Businesses by size - 2014 Figure 6. Employment by businesses size - 2013 
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1.3 Workforce profile  

1.3.1 Occupations  

TVB has a more ‘top heavy’ workforce than the national average (figure 7).  48% of the local workforce work 

in Managerial, Professional or Associate Professional occupations compared with 42% of the national 

workforce. This is largely driven by the prevalence of the digital technologies sector which requires a highly 

skilled workforce.  A high proportion of those working in TVB are qualified to degree level or above (41% 

compared with the national average of 35%9) 

Figure 7: Occupational profile of the TVB workforce  

 

 

Source: EMSI Analyst (based on the Business Register and Employment Survey 2014 and Labour Force Survey 2014, ONS)  

  

                                                           
9 Census 2011, ONS 
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Job roles which are particularly prevalent in the local workforce compared to the national average are listed 

within Table 1.  

Table 1: High concentration occupations  

Occupation Jobs Concentration  

Information technology and telecommunications professionals 37,500 Three times the national average10 

Sales accounts and business development managers 13,700 1.7 times the national average 

Information technology technicians 7,200 Twice the national average 

Marketing and sales directors 6,000 1.7 times the national average 

Natural and social science professionals 4,500 1.6 times the national average 
Source: EMSI Analyst (based on the Business Register and Employment Survey 2014 and Labour Force Survey 2014, ONS)  

Work undertaken for the Thames Valley Area Review of Post-16 Training and Education illustrated how future 

job growth and job specialisms vary across the wider Thames Valley area.  Table 2 shows that Berkshire has 

specialisms in digital technologies and business & finance, whilst Buckinghamshire has a specialism in creative 

roles and Oxfordshire in science & engineering, and in education-related roles.   

Table 2: Job roles with a high number of predicted job openings (2012-2022) and high local concentration  

 

Job Families - Key  

Digital technologies Science and engineering 

Creative Business and finance 

Education Other 

 

Source: EMSI Analyst (based on the Business Register and Employment Survey 2014 and Labour Force Survey 2014, ONS)  

                                                           
10 Employment in occupation as a proportion of overall local employment, compared with the national average (location 
quotients) 

Berkshire Buckinghamshire Oxfordshire

Information technology and 

telecommunications directors

Advertising accounts managers and creative 

directors Biological scientists and biochemists

Information technology and 

telecommunications professionals n.e.c. Advertising and public relations directors Laboratory technicians

IT business analysts, architects and systems 

designers Arts officers, producers and directors Natural and social science professionals n.e.c.

IT engineers Authors, writers and translators Physical scientists

IT operations technicians

Photographers, audio-visual and 

broadcasting equipment operators Research and development managers

IT project and programme managers Business sales executives

Senior professionals of educational 

establishments

IT specialist managers Buyers and procurement officers Higher education teaching professionals

IT user support technicians

Sales accounts and business development 

managers Journalists, newspaper and periodical editors

Programmers and software development 

professionals

Information technology and 

telecommunications directors Further education teaching professionals

Business sales executives

Information technology and 

telecommunications professionals n.e.c. Graphic designers

Buyers and procurement officers Electronics engineers Authors, writers and translators

Marketing and sales directors Horticultural trades

Photographers, audio-visual and broadcasting 

equipment operators

Sales accounts and business development 

managers Market research interviewers

Biological scientists and biochemists Clergy

Beauticians and related occupations
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In 2015, the UK Commission for Employment and Skills published "Growth through People: A statement on 

skills in the UK".  In their analysis of changes within the UK labour market they grouped occupations into four 

broad types:  

 High-skill (managerial, professional and associate professional occupations)  

 Middle-skill (skilled trade and administrative occupations)  

 Service-intensive (care, sales and customer service occupations)  

 Labour-intensive (manual and service occupations)  

Their analysis shows that high-skilled and service-intensive jobs (especially in the care and leisure sectors) 

grew through the recession and recovery period, whilst most of the recession's job losses were concentrated 

in middle-skill clerical and skilled trade roles, along with labour-intensive jobs.  These changes also reflect long 

term trends, going back over several decades.  

For those with limited skills and qualifications, growth in service-intensive roles represents the fastest growing 

opportunities. But service-intensive roles are often less attractive than the middle-skill roles we’ve been losing. 

Middle-skill jobs tend to offer pay levels in line with the national average, while service-intensive roles tend to 

be less well-paid.  

Figure 8: Change in distribution of job roles in TVB 2003 - 2013  

 

 

 

 

 

 

 

 

 

Source: EMSI Analyst (based on the Business Register and Employment Survey 2014 and Labour Force Survey 2014, ONS)  

Figure 8 shows how this national trend has played out within TVB (with most of the growth at the high-skill 

end) whilst figure 9 illustrates how these four broad levels of jobs are distributed within broad sectors in 

Berkshire.  We can see that high-skill roles are most prevalent in the information and communication (digital 

technologies); professional, scientific and technical; and education sectors.  Middle-skill roles are most 

concentrated within the construction sector, with relatively high numbers also in the wholesale, retail and 

repair; and the professional, scientific and technical sectors.  Service-intensive roles are most prevalent in the 

wholesale, retail and repair; and the health and social work sectors, whilst labour-intensive roles are most 

concentrated within the accommodation and food service; transport and storage; and administrative and 

support service sectors.  
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Figure 9: Skill level of jobs by sector  

 

Source: EMSI Analyst (based on the Business Register and Employment Survey 2014 and Labour Force Survey 2014, ONS)  

Looking at recent employment growth at an occupational level, the two occupational groups that experienced 

the greatest growth in TVB over the last 10 years were: professionals (14,800 additional jobs, a 16% increase) 

and caring, leisure and other service sector occupations (7,400 additional jobs, a 29% increase)11.  

Within these two categories, growth has been particularly strong in the occupations listed in table 2.   

Table 3: Growth jobs in TVB, 2003-2013 

 Number of 
additional jobs 

% increase 

Professionals 

IT and telecommunications professionals 5,800 19% 

Teaching professionals 3,900 23% 

Health professionals 1,500 50% 

Business, research and administrative professionals 1,400 13% 

Natural and social science professionals 1,000 33% 

Caring, Leisure and Other Service  

Childcare  3,400 46% 

Caring personal service  2,000 17% 

Hairdressing 1,300 109% 
Source: EMSI Analyst (based on the Business Register and Employment Survey 2014 and Labour Force Survey 2014, ONS)  

                                                           
11 EMSI Analyst (based on the Business Register and Employment Survey 2014 and Labour Force Survey 2014, ONS) 
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1.3.2 Self-employment  

Approximately 14% of the working population of Berkshire are self-employed.  This is slightly lower than the 

national average of 15%.  Self-employment rates vary across TVB from 16% in Windsor and Maidenhead to 

10% in Bracknell Forest. Regional data for the South East12 shows that self-employment is particularly 

prevalent in the following sectors:  

 Construction (41% of the workforce are self-employed) 

 Agriculture, forestry and fishing (36% are self-employed) 

 Other service activities (including hairdressing and beauticians) (36% are self-employed)  

 Arts, entertainment and recreation (31% are self-employed)  

 Professional, scientific and technical activities (including consultancy) (22% are self-employed)  

1.4 Berkshire's resident population 

The information presented so far has focused on those currently working in Thames Valley Berkshire (TVB).  

TVB has one of the least self-contained labour markets of all Local Enterprise Partnership (LEP) areas (only 72% 

of those who work in TVB also live in TVB). So whilst the majority of jobs in TVB are filled by TVB residents, a 

significant minority are held by people who live outside of the sub-region.  The main areas from which people 

commute into Berkshire to work are: London; Hampshire; Buckinghamshire; Surrey and Oxfordshire. Generally 

speaking, those who commute into Berkshire work in higher level roles (managers, professionals and associate 

professionals). 

Along with understanding the characteristics of the TVB workforce, it is important to understand the local 

population in relation to: best utilising the local talent pool; projecting the future supply of labour; and helping 

local people who aren't currently working into employment.  

Berkshire residents enjoy high employment and low unemployment rates (Figure 10).  However, there are 

pockets of deprivation across the sub-region (mainly in Slough and Reading) where unemployment rates 

exceed the national average.  Of Berkshire’s six local authority areas, Slough scores most highly on the Indices 

of Multiple Deprivation 201513 (ranked the 79th most deprived local authority area in England - out of 326 

areas).  

Across Berkshire, there are approximately 42,300 residents (approximately 7% of the working age population) 

who are not working but would like to (those who are classified as unemployed because they are actively 

seeking work, and those who are economically inactive and want a job but haven’t actively sought work in 

recent weeks). Helping ensure these residents have the skills local employers require, and helping ensure jobs 

are designed in a way to make them accessible and desirable to local residents could help move some within 

this group into sustainable employment.  

  

                                                           
12 Annual Populations Survey 2014, ONS (data not available for TVB)  
13 ONS, 2015 
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Figure 10: Labour market activity of working-age (16-65) Berkshire residents  

 

Source: Annual Population Survey 2014/15, ONS  

The age profile of the TVB population is younger than the national average.  This is largely driven by the young 

age profile of Slough residents.  Only 9.3% of those living in Slough are over the age of 65, compared with 

14.6% across Berkshire as a whole and the national average of 17.6%.  TVB has a larger proportion of residents 

in the pre-school, school age and young adult categories than the national average (table 3).  Overall, TVB has 

a slightly higher proportion of its population in the 20-65 age group than average, which is positive in terms of 

creating wealth and paying taxes.  In terms of the future supply of labour and skills, the higher than average 

proportion of the population in the school and pre-school age categories is positive for the sub-region.  

Table 4: Age profile by Unitary Authority area  

  Pre-school 
(0-4) 

School Age 
(5-19) 

Young Adults 
(20-39) 

Older 
Working 

Age Adults 
(40-65) 

Retirement 
Age 

(65 plus) 

Bracknell Forest 6.7% 19.1% 26.3% 34.3% 13.6% 

Reading 7.7% 17.7% 34.8% 27.8% 12.0% 

Slough 9.0% 21.1% 31.7% 28.6% 9.5% 

West Berkshire 6.2% 18.8% 21.6% 35.6% 17.7% 

Windsor and Maidenhead 6.1% 18.6% 23.1% 34.0% 18.3% 

Wokingham 6.3% 19.1% 22.4% 35.0% 17.3% 

TVB 7.0% 19.0% 26.6% 32.5% 14.8% 

England 6.3% 17.5% 26.6% 32.0% 17.7% 

Source: Mid-year population estimates 2015, ONS 
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population 
(564,300)

Economically active 
(458,300, 81.2%)

Unemployed 
(19,000, 3.4%)

Employed 

(439,300, 77.8%)

Employees 
(377,800, 67.0%)

Self-employed 
(58,500, 10.4%)

Economically 
inactive (106,000, 

18.8%)

Want a job 
(23,300, 4.1%)

Don’t want a job 
(85,600, 14.6%)
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1.5 Summary  

Berkshire’s robust knowledge-based economy and highly skilled professional workforce drive the sub-region’s 

strong economic performance.  Key sectoral specialisms (in terms of concentration of employment) are the 

exogenous sectors of digital technologies, life sciences and healthcare, and energy and environment.  A 

particularly high proportion of the workforce are digital technology specialists.  

Overall, Berkshire residents enjoy high employment and low unemployment rates. However, there are pockets 

of deprivation across the sub-region (mainly in Slough and Reading).  And there is a relatively large pool of 

untapped labour (those who are unemployed and those who are economically inactive) employers could 

potentially draw on to fill vacancies.  Berkshire’s comparatively young population bodes well for future 

economic growth.   
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2.1 Overview  

One of the three ‘people’ objectives in Thames Valley Berkshire's Strategic Economic Plan is to ‘use better 

those who are already in the workforce’. The SEP states that:  

"In general, employment and economic activity rates within TVB are already high. This means that over the 

period of the Strategic Economic Plan, our existing workforce has a pivotal role to play in achieving our overall 

Vision. 

We need to equip our already-employed people to play this role as well as possible, recognising that learning 

and training must occur throughout an individual’s working life: in an internationally connected economy, there 

is an ongoing need for better skills." 

In this section we provide an overview of the skills challenges that exist within the current workforce in 

Berkshire and set out how well the skills that individuals possess are being utilised. We draw mainly on 

evidence from the UK Employer Skills Survey 2015 for which 1,019 TVB-based employers were interviewed.  

Skills issues in the existing workforce are explored in more detail at a sectoral and occupational level within 

Section 5.  

2.2 Skills gaps within the current workforce  

Of all 38 LEP areas, Thames Valley Berkshire has the 4th highest proportion of its workforce with skills gaps14 

(6%). Of the three areas with more acute skills gaps, only one, Hertfordshire, is close to TVB; others are 

Cumbria, Coventry and Warwickshire.   

Within TVB, the proportion of the workforce who are not fully proficient varies quite considerably from 9% in 

Slough to 2% in Bracknell Forest15.  

Approximately 72% of employers in Berkshire with skills gaps in their workforce say that this impacts on their 

performance (higher than the national average of 65%). Most say it has a minor impact although 18% (over 

825 employers) say it has a major impact on their performance. The main impact of operating with skills gaps 

(both locally and nationally) is that the workload of other staff is increased. Other impacts have more direct 

consequences on the bottom-line and ability to innovate (figure 11).  

  

                                                           
14 Employees deemed to be not fully proficient  
15 Windsor and Maidenhead 7%, West Berkshire 7%, Wokingham 7%, Reading 5% (please note, figures subject to 
fluctuation over time due to small sample sizes)  
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Figure 11: Impact of skills gaps 

 

Source: UK Employer Skills Survey 2015, UKCES (Employer base, all with skills gaps) 

At an occupational level, staff working in high skill and labour-intensive roles in TVB are most likely to have 

skills gaps.  

In terms of the type of skills lacking within the existing workforce, the 'soft skills' (or ‘essential skills’) of 

customer handling, oral communication and team working top TVB employers’ lists.  Skills gaps are more acute 

in these three areas locally than nationally and is probably a reflection of skills gaps being most concentrated 

in the hospitality sector, which these are core skills requirements.  

Table 5: Main skills lacking where employers have skills gaps  
 

Thames Valley Berkshire England 

Customer handling skills 68% 52% 

Oral communication skills 66% 48% 

Team working skills 65% 53% 

Technical or practical skills or Job specific skills 58% 57% 

Planning and organisation skills 53% 57% 

Written communication skills 41% 36% 

Problem solving skills 40% 49% 

English skills 24% 24% 

Strategic management skills 20% 25% 

Maths skills 19% 23% 

Advanced IT or software skills 18% 22% 

Basic computer English/using IT 13% 25% 

Foreign language skills 6% 12% 
Source: UK Employer Skills Survey 2013, UKCES (note, data not available for 2015)  

The main reason why Berkshire employers believe their staff are not fully proficient is that they are new to 

the role or their training is not complete.  The proportion of TVB employers with skills gaps stating this as the 

cause is higher than the national average (76% v 72%).   
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2.3 Actions to overcome skills gaps  

Positively, 89% of TVB employers have taken steps to improve the proficiency of staff with skills gaps, higher 

than the national average; the main action taken being to increase training activity (figure 12), followed by 

increased supervision.  Employers in Berkshire are more likely to turn to recruiting non-UK nationals to address 

skills gaps than employers across England as a whole (18% v 10%).  This could, in part, be a result of the high 

number of foreign-owned firms in the sub-region who have the ability to bring in talent from overseas through 

internal transfers. This is something to bear in mind in terms of any changes made to the ease of companies 

recruiting from overseas in light of the EU referendum result.  

Figure 12: Actions taken to overcome skills gaps  

 

Source: UK Employer Skills Survey 2015, UKCES (Employer base, all with skills gaps) 

2.4 Training and future upskilling  

In total, 70% of employers in TVB funded or arranged training for staff in 2014/15 and 56% of employees 

received training (corresponding figures for England are 66% and 62%). However, the amount of training 

employers in TVB provide to their staff is the lowest of all LEP areas at 5.8 days per member of staff receiving 

training per year.  The national average is 6.8 days whilst corresponding figures in TVB's neighbouring LEP 

areas of Oxfordshire and Enterprise M3 are higher at 7.2 and 6.3 respectively.  

Of those not providing training, most (59%) said this was because staff were fully proficient.  However, 11% 

said that training was not a priority for the establishment, higher than the national average of 7%. 

Whilst skills gaps amongst people working in high skill and labour-intensive roles in TVB are more prevalent 

than nationally, training levels are about the same.  
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Figure 13: Extent to which employers are in a training equilibrium 16  

       

       
 

 
    

 

  

       

       

     

 

 

       

 

 

 

 

 

 

 
 

        

       

       

 

 

       

       

       

       

       

       
Source: UK Employer Skills Survey 2015, UKCES  

Overall, 45% of employers in TVB want to undertake more training. Employers who didn't provide training in 

2014/15 but would have liked to said that the main barrier was they couldn’t spare staff time. The next most 

common reason was the lack of funds for training.  This could be a reflection of the buoyant local economy 

and full workloads, leaving staff unable to take time out.   

 

2.5 Underuse of skills 

As well as shortages of skills amongst the existing workforce, employers can experience a skills imbalance 

when the skills held by individuals are not fully deployed in the workplace. This is referred to as the ‘underuse 

of skills’. In the UK Employer Skills Survey 2015, ‘underuse of skills’ was measured by asking employers how 

many staff, if any, had both qualifications and skills that were more advanced than required for their current 

job role.  

Across the UK, 30% of employers report having some employees with both qualifications and skills that are 

more advanced than required for their current job role. The figure is similar in TVB at 33%.  

                                                           
16 i.e. they believe they do enough training or have no need to train (usually because they believe all staff to be fully 
proficient)  

70% of employers provided 
training over last 12 months 

30% didn't provide     
        training 

Of those who 
provided training Of those who didn't  

provide training 

46% wanted to  
train more 

54% do enough  
training 

41% wanted 
to/could train 

59% had no 
training need 

Of all employers 

55% in training 
equilibrium 

45% wanted to  
understand more 

training 
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2.6 Retention  

According to the UK Employer Skills Survey 2015, 19% of employers in TVB with skills gaps in their workforce 

believe that they are caused by problems of retention.  This is one of the highest figures of all LEP areas outside 

of London, and higher than the national average of 12%.  

Research undertaken for TVB’s Strategic Economic Plan found that firms express concerns about losing young 

people once they had two or three years of experience (in the words of one, “just as they are becoming 

useful”), almost invariably to London. Salaries are considered to be competitive (average salaries in Berkshire 

are the second highest in the country after the capital), but the London lifestyle can be irresistible to people 

in their 20s. Older workers are happier to settle in TVB, valuing attractions such as good schools, attractive 

villages and a varied housing stock17.  

Staff retention levels vary across sectors with rates tending to be highest in sectors such as hospitality and 

retail (which employ high proportions of transient workers) and lowest in sectors in which employees report 

high levels of job satisfaction, such as the charity/voluntary sector.  

As the UK prepares to leave the EU, some international Berkshire companies have expressed concerns 

regarding the impact of retaining top European talent. Some fear that high skilled employees currently based 

in the Thames Valley could move to other offices in Europe if power and influence shifts there18.  This appears 

to be particularly concerning employers in the digital technology, engineering and lifescience sectors.  

 

  

                                                           
17 Thames Valley Berkshire Strategic Economic Plan, 2014 
18 Thames Valley Berkshire LEP call for evidence on the potential impact of BREXIT, July 2016 

“We rarely lose staff to other accounting firms, we generally [lose them] to industry and to 

London” 

BDO, Thames Valley Business Barometer June 2015, Roundtable on recruitment and retention   

“Our retention rates are very good.  The people we recruit know that salaries are comparatively 

low when they apply and stay because they are passionate about what they do.  We could 

sometimes do with more of a churn!”  

Voluntary sector employer, Skills Shortage Call for Evidence 2015 
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2.7 Summary  

Although the majority of Berkshire employers consider their entire workforce to be proficient, 6% of 

employees across the sub-region are deemed to be not fully proficient.  This equates to approximately 28,800 

people.  

There appears to be a latent demand for training within TVB. The amount of training (in terms of number of 

days) provided by employers in Berkshire to their staff is low, and nearly half of all employers want to 

undertake more training. The main barriers to doing so are funding and a lack of time.   

Staff retention, particularly in terms of losing young employees in London, causes problems for some 

employers in TVB.  This can create skills gaps and brings with it all the costs associated with recruiting and 

training new employees.   

There is concern amongst Berkshire businesses regarding the impact that exiting the European Union could 

have on staff retention.  Companies from the digital technologies, lifescience and engineering sectors have 

been particularly vocal on this subject.   
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3.1 Overview  

The second of the three ‘people’ objectives in Thames Valley Berkshire's Strategic Economic Plan is to ‘ensure 

that economic potential is not restricted by labour supply issues’. The SEP states that:  

"If our ambitions for economic growth are not to be stifled, we must grow our labour supply. Where particular 

skills are in very short supply, businesses need to be able to find solutions, recognising that this might 

sometimes require international migration. Many of our businesses are internationally mobile, and we need to 

ensure that they can find the people they need. 

In relation to labour supply, it is imperative that we deliver our planned housing provision. Working with the 

local planning authorities – and over the longer term – we will also need to ensure that the scale of planned 

housing growth is sufficient, and the mix appropriate, given the area’s substantial economic potential and the 

body of evidence suggesting both labour/skills shortages and housing market stress." 

This section provides an overview of labour supply issues in Berkshire and demand for labour by local 

employers.  Again it draws on evidence from the UK Employer Skills Survey 2015, along with qualitative insight 

from local employers and employer groups. Specific labour supply issues in key sectors and occupations are 

explored in more detail within Section 5.  

3.2 The labour pool  

Berkshire employers are more reliant on the local labour pool to fill some roles than others.  Generally 

speaking, employers recruit predominately from the local labour market for middle, service-intensive and 

labour-intensive roles and cast their nets more widely when recruiting people into higher-skilled senior, 

professional, associate professional and technical roles.  Those working in these latter types of roles tend to 

commute further to work than those in middle and lower skilled roles, and are more likely to relocate for work. 

So, whilst many high skilled roles will be filled by local talent, others will be recruited from further afield.  In 

terms of age groups, those aged 25-34 are most likely to relocate for work.   

This difference is important when considering the role of local learning provision (particularly FE colleges and 

training providers) in supplying skills to the local economy.  If, for example, Berkshire-based life science 

companies have little difficulty recruiting the PhD educated scientists they require from a national, or global, 

pool of talented specialists, they are unlikely to require local college provision to be aligned to their needs. 

Whereas, sectors whose workforces are more dominated by middle, service-intensive and labour-intensive 

roles are more likely to require a strong supply of local talent from local providers.  Similarly, sectors in which 

employers find it difficult to recruit staff may be more likely to want to work with local providers to develop 

provision that meets their needs and helps create a talent pipeline.   
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3.3 Supply of and demand for skills by level  

By mapping the proportion of jobs in Berkshire that require certain levels of skills, against the proportion of 

the workforce holding different levels of qualifications we can crudely estimate that there is a mismatch at 

level 2 (equivalent to 5 GCSEs at grades A*-C) (figure 14).  Approximately 35% of jobs in Berkshire require this 

level of skill, but only 15% of the workforce hold a level 2 qualification as their highest level of qualification.  

Approximately 23% of the workforce possess level 1 qualifications only, or no qualifications at all.  

Figure 14. Supply of and demand for skills by level   

 

Source: EMSI Analyst (based on the Business Register and Employment Survey 2014 and Labour Force Survey 2014, ONS) and Census 

2011, ONS 
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3.4 Ease of recruitment  

According to the UK Employer Skills Survey 2015, at any one point in time approximately 25% of TVB employers 

have a vacancy, 10% have a hard-to-fill vacancy and 8% have a skills shortage vacancy  

(a vacancy that is hard-to-fill due to a lack of applicants with the required skills, experience or qualifications) 

(figure 15).  This is a big increase from 2013 when the corresponding figures were 17%, 6% and 5%.  

Figure 15: Ease of recruitment  

 

Source: UK Employer Skills Survey 2015, UKCES  

 

Employers in Berkshire attribute a higher proportion of hard-to-fill vacancies to both a lack of quality 

applicants (skills shortages) than is average across England as a whole.  Fewer put having hard-to-fill 

vacancies down to contextual factors, such as location or the terms and conditions on offer (figure 15).  

One factor not covered specifically by the UK Employer Skills Survey but identified through local consultation 

is the high cost of living in Berkshire, which some employers and business organisations believe to be hindering 

recruitment.  
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“We are hearing more and more from businesses that, even when they can recruit, the cost of housing is 

causing real issues, higher skilled roles being no exception.  We can, in theory, put more resources into 

developing low skills and finding strong local talent for many sectoral jobs that are out there, but [it’s] not 

so easy when we’re trying to [attract] engineers, researchers and linguists to the area”.  

Sue Brackley, Reading UK CIC, Skills Shortage Call for Evidence 2015 
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Overall, it is difficult to ascertain the extent to which the high cost of housing in Berkshire is hindering 

recruitment. It is likely however, to have the greatest impact on employers trying to recruit people into higher-

level roles, which are often those most critical in terms of driving economic growth.  

As employers tend to cast their net wider (geographically) to find talent to fill higher-level roles and as those 

working in these roles are most likely to be home-owners (78% compared with 66% of those working in middle-

level roles, 54% working in service-intensive roles and 55% in labour-intensive roles19), the high cost of housing 

could put potential new recruits off moving to take up employment in TVB.    

There is evidence to suggest that Berkshire-based international companies who have previously recruited from 

overseas are finding the process increasingly difficult following the tightening of rules by the UK government.  

This includes the introduction of caps, increased salary thresholds, and increased costs. At the time of writing 

it is unclear what impact the UK leaving the EU will have on firms’ ability to recruit from overseas, particularly 

from within the EU.  A number of large local employers have expressed concerns that the decision might 

reduce their ability to attract the top talent.   

3.5 Current demand for staff   

The labour market in Berkshire has recovered well over the last few years: unemployment is currently low 

(4.1% of the economically active population, compared with 5.9% across England as a whole)20 and 

employment rates high.  Generally speaking, experienced staff appear to be able to find work relatively easily.  

 

One way of measuring the nature of local labour market demand is by monitoring job adverts posted online. 

According to data from Burning Glass Technologies, over the last 12 months (to June 2015) three of the top 

five occupations for online job postings in the TVB area were IT-related.  The remaining two occupations being 

‘Sales Representatives’ and ‘Registered General Nurses’. Occupations that have seen the largest increase in 

demand over the last 12 months have been ‘Software Developers/Engineers’ and ‘Registered General Nurses’ 

(for full list see table B2 in Annex B). 

The top five specialist skills employers have been seeking in their job adverts over the last 12 months are: 

sales, business management, SQL, telecommunications, and business development. Over the same period, 

demand has increased for specialist skills in the following areas: telecommunications, SQL, LINUX, ITIL, Cisco, 

Business Analysis and Java (table B3 in Annex B). 

Communication skills were by far the most commonly cited generic skill requirement mentioned within online 

job adverts over the last 12 months in Berkshire, followed by planning, customer service, writing, Microsoft 

                                                           
19 Census 2011, ONS 
20 Annual Population Survey, April 2014 - March 2015, Office for National Statistics, as published in Regional Labour 
Market Statistics table LI01 

“In the corporate world there are still lots of redundancies going on. They’re much quieter, they’re 

happening in the background, you don’t hear about them, but almost every week I hear from people who 

are coming out of a big organisation. Five years ago they would be on the market a long time, and lot of 

them would go into freelancing and maybe as consultants. Now they’re being snapped up really quickly. A 

lot of them haven’t even left and they already have another job lined up. That’s evidence that the market 

is picking up for experienced labour.” 

Charlie Mayes from DAV Management, Thames Valley Business Barometer June 2015, Roundtable on 

recruitment and retention  
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Excel and project management skills (table B4 in Annex B).  The only generic skills area which has seen a 

significant increase in demand from local employers over the last 12 months is troubleshooting. 

3.6 Skills shortage vacancies  

Skills shortage vacancies are more acute in Berkshire than across England as a whole.  Over a quarter (28%) of 

vacancies in Berkshire prove difficult to fill due to skills shortages compared with 23% across England as a 

whole.  

Across Berkshire, skills shortages are most highly concentrated in Slough (where 43% of vacancies are hard to 

fill due to skills shortages) and Reading (36%).  Vacancies in Bracknell Forest are least likely to prove difficult 

to fill due to a lack of applicants with the required skills (6%).  

At an occupational level, the highest number of skills shortage vacancies exist in professional and associate 

professional roles (around 2,500 vacancies at any point in time) (figure 16).  Skills shortages are most 

concentrated (i.e. in terms of the proportion of vacancies that are proving difficult to fill due to a lack of 

candidates with the required skills) in high skill roles (31%).   

There are also comparatively large numbers of skill shortage vacancies in service-intensive and labour-

intensive roles.  This is confirmed by organisations working directly with local businesses and organisations.  

 

  

“The main skills lacking [in Reading] are a broad cross section of abilities in relatively low skilled roles. There 

are particular shortages in the care, logistics and hospitality sectors” 

Sue Brackley, Reading UK CIC, Skills Shortage Call for Evidence 2015 
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Figure 16: Number and density of skills shortages  

Source: UK Employer Skills Survey 2015, UKCES 

When local employers were asked to identify specific positions they were struggling to fill, a very wide range 

of responses were given21. Job roles in six broad areas were mentioned most frequently:  

 Digital technologies – Systems administrators, software developers/application developers/software 

engineers, project managers 

 Health and care – Children’s social workers, specialist nurses, childcare workers/nursery nurses, 

community pharmacists, qualified nurses, general care support staff  

 Education – Teachers in schools and colleges (particularly in areas such as construction and skilled 

trades and in science and maths where other industries can offer higher salaries)  

 Construction – All roles (including electricians, electrical designers, chartered surveyors, scaffolders, 

mechanical engineers, carpenters, tilers, painters)  

 Hospitality – Chefs, receptionists, managers  

 Logistics – Drivers  

Smaller establishments tend to find it more difficult to recruit people with the appropriate skills than larger 

ones.  National research22 shows that across the UK, approximately a third of all vacancies in small (employing 

fewer than five people) establishments were hard-to-fill as a result of a lack of skills, compared with 15% of 

vacancies in large (employing over 250 people) establishments.  This is backed up through interviews with 

local employers. Many corporates spoken to (as part of this research and research undertaken to inform the 

                                                           
21 TVBLEP Skills Call for Evidence 2015, Bracknell Forest Skills Survey 2015 
22  UK Employer Skills Survey 2013, UKCES  
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development of Thames Valley Berkshire’s Strategic Economic Plan in 2014) said that they generally do not 

have difficulty recruiting.   

This is likely to be a result of a number of factors, including: recruitment budgets and expertise; brand 

recognition; and career progression opportunities.  

 

 

 

High Growth Firms (HGFs) or ‘scale-ups’ represent one percent of the Berkshire’s registered businesses, but 

are estimated to generate around a fifth of private sector employment23.   Berkshire’s HGFs cite access to skills 

and staff as their main barriers to growth.   

A survey of 400 SMEs from Berkshire who used the Government’s GrowthAccelerator service between 2012 

and mid 2015 found that ‘skills and staff’ was their greatest barrier to growth (44% reporting this compared 

with the national average of 39%).  A similar proportion (43%) reported ‘strategy and management’ to be a 

barrier.  

As mentioned previously. TVB is home to a large number of global companies.  Berkshire-based foreign-owned 

companies report higher levels of skills shortages than companies that are UK-owned and operated24 (10% 

report having at least one vacancy that is proving difficult to fill due to skills shortages versus 7% of multi-site 

UK-owned companies)25.    Further details on the type of skills foreign-owned companies find it difficult to 

recruit from the local labour market are set out in section 5.2.4.  

When questioned, employers across Berkshire (in line with employers across England as a whole), cite 

‘technical, practical or job specific’ skills as those most likely to be lacking amongst job applicants. 63% of skills 

shortage vacancies were difficult to fill due to a lack of applicants with these skills. This was followed by 

planning and organisation skills, customer handling skills, oral communication skills and problem solving skills 

(figure 17).   

                                                           
23 Based on national estimate from the Enterprise Research Centre, 2016 
24 With more than one site  
25 Source: UK Employer Skills Survey, 2013 

“We don’t find it difficult to recruit, but many of the SMEs we work with do struggle” 

Large software corporate, Skills Shortage Call for Evidence 2015 

“We have the infrastructure to train and grow our own, whereas I think a lot of SMEs who are customers 

simply …  haven’t got the infrastructure to recruit on potential [and say] “we need them to come in and 

offer us skills right away.”” 

Sarah Stevenson, Hays, Thames Valley Business Barometer June 2015, Roundtable on recruitment and 

retention 

“For the big enterprises it is much easier to put the time and resources into training and education but 

actually that doesn’t filter through to the SMEs; they need support from the big companies.” 

Joanne Harper, UTC Reading, Thames Valley Business Barometer June 2015, Roundtable on recruitment 

and retention 
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Figure 17: Skills lacking amongst job applicants  

Source: UK Employer Skills Survey, 2013   

Base: All skills shortage vacancies (note, data for 2015 not available)  

 

When local employers were asked to elaborate further26 they tended to differentiate between new entrants 

(from school, college or university) and experienced applicants.   

In terms of new entrants, there remains dissatisfaction amongst some employers with the level of 

communication, basic skills and attitude/motivation they possess.  This is not new and is not purely a local 

issue (further details provided in section 5.2.4). In terms of experienced applicants, those employers consulted 

identified job specific skills to be the main skills lacking.    

When faced with hard-to-fill vacancies, Berkshire employers are most likely to increase advertising/ 

recruitment spend (39% doing so) or use a new recruitment method (32% doing so). Only 7% redefine existing 

jobs compared with 12% nationally.  

 

Although skill-shortage vacancies are only reported by 6% of Berkshire employers, for those that have them 

the impact can be significant.  Most commonly the impact r e p o r t e d  was felt on other staff with 86% 

of these employers reporting that they resulted in an increased workload for other staff.  Approximately half 

of employers that had difficulty filling their vacancies solely as a result of skill shortages reported that they 

were having a more direct impact on the organisation in terms difficulties in meeting customer service 

objectives (54%) or difficulties meeting quality standards (50%).  Over a third had experienced a loss of 

business or orders to competitors (38%) or delays developing new products or services (36%).  Overall, nearly 

1,800 employers in Berkshire said that skills shortages were having a negative impact on their business.  

                                                           
26 TVBLEP Skills Shortage Call for Evidence 2015 
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3.7 Summary  

Demand for staff across Berkshire is currently strong, particularly for those with experience.  Demand is 

currently highest for digital technology professionals, sales representatives and nursing staff. Communication 

skills are by far the most common generic skill required by Berkshire employers.  

There appears to be a skills mismatch at Level 2 with many more employers requiring staff with this level of 

skills than is available in the workforce.   

Skills shortages are more acute in Berkshire than across England as a whole.  In terms of volume, skills 

shortages are most prevalent in professional and associate professional roles. Those who responded to the 

Call for Evidence identified particularly skills shortages in six sectors: digital technologies; health and care; 

education; construction; hospitality and logistics.  

Smaller establishments are more likely to find it difficult to recruit people with the appropriate skills than 

larger ones. 
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4.1 Overview  

The third of the three ‘people’ objectives in Thames Valley Berkshire's Strategic Economic Plan is to ‘inspire 

the next generation and build aspirations and ambition’. The SEP states that:  

"We must focus on the next generation, particularly the young people who will enter the labour market over 

the next decade. We need to encourage a new generation of entrepreneurs and business leaders, and we need 

to explain far better the opportunities that exist within TVB. 

In order to retain them, we need to recognise and understand the specific aspirations of young people – 

particularly in relation to the types of environment in which they want to live and work. We need to respond 

more fully to these aspirations, acknowledging that as both a place and an internationally connected economy, 

TVB itself needs to evolve". 

In this section we briefly consider the flows of people from different stages of education into the Berkshire 

labour market, in order to help refine our thinking about the messages that need to be given to different 

groups of young people and when, and consider the role of work experience in building aspirations.   

4.2 Supply of education leavers  

Figure 18 below estimates how many people entered the Berkshire workforce into their first job on completing 

education in 2012/13. The data is not perfect, for example the destination of many young people will be 

unknown and there may be some double counting.  However, the broad story is that approximately two fifths 

of those entering the local labour market from education are graduates (both from the University of Reading 

and elsewhere) and the remainder non-graduates.  

The distribution will have changed in more recent years as the age at which young people are required to stay 

in some form of education or a job with training has been extended to 18.   
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Figure 18: Supply of education leavers  

 

 

Sources:  16-17 year old Key Stage 4 and Key Stage 5 leavers entering employment from Berkshire-based schools and 

colleges - https://www.gov.uk/government/statistics/destinations-of-key-stage-4-and-key-stage-5-pupils-2012-to-2013; 

18-23 year old further education leavers from Berkshire-based colleges – Skills Funding Agency Data Cube; 16-18 year old 

Apprenticeship starts by Berkshire residents – Skills Funding Agency Data Cube; Graduates – 2011 Census, ONS 

Note: Postgraduate data not available  

4.3 Work experience 

Around 150 Berkshire employers were interviewed about their involvement in providing work experience 

and/or ‘work inspiration’ to young people as part of the UK Employer Perspectives Survey 201427.  The survey 

found that approximately two fifths (38%) of Berkshire employers (with two or more employees) offered work 

experience placements in 2014.  This equates to around 10,100 employers and is in line with the national 

average.  A fifth (20%) conducted ‘work inspiration’ activities with people in education (such as mock 

interviews, delivering talks and holding site visits for students).  This equates to approximately 5,300 

employers and is slightly higher than the national average.  

The employers who offered work inspiration were not s imply a sub-set of the larger group of employers who 
offered work placements. It is estimated that approximately 12% of employers offered both types of work 
experience and that in total 46% of Berkshire employers (12,300 employers) offered either work placements 
or ‘work inspiration’ in 2014. 

                                                           
27 UKCES, 2014 
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LEP areas which perform better on economic indicators such as Gross Value Added per head (GVA), youth 
unemployment and recruitment levels, and those with high levels of Knowledge-Intensive Businesses (KIBs), 
tend to have a higher proportion of employers offering work experience and/or work inspiration.   

4.4 Entrepreneurialism and innovation  

The picture on current levels of innovation, entrepreneurialism and business development in Berkshire is 

mixed. Two recent studies (Mapping Local Comparative Advantages in Innovation published by BIS and 

Benchmarking Location Innovation: The Innovation Geography of the UK published by the Enterprise Research 

Centre) identify scope for improving levels of innovation within the sub-region and another (UK Employer Skills 

Survey 2015) ranks Berkshire's private sector businesses about average in terms of their product-market 

strategies.  However, business start-up rates are relatively high, and Berkshire has the highest proportion of 

businesses 'scaling-up' in the country (existing businesses reaching £3 million turnover within three years) 

which is vital for the sub-region's economic growth (LEP Growth Dashboard – the Enterprise Research 

Centre). 

4.5 Summary  

The majority of young people enter the Berkshire workforce either as graduates or Apprentices.  A smaller 

proportion enter directly from full-time Further Education or from school.  Graduates will fall into three 

categories: those who studied the University of Reading, those who lived in Berkshire prior to attending 

University, left the sub-region to study and returned to Berkshire to work, and those who both lived and 

studied outside of the sub-region prior to taking up employment in Berkshire.   

Berkshire employers’ likelihood of providing work experience and work inspiration opportunities is in line with 

the national average and there is scope for it to increase.  

Levels of entrepreneurialism and innovation amongst the Berkshire business community are lower than might 

be expected given the strength of the economy.  This reiterates the importance of developing and nurturing a 

pipeline of future entrepreneurial talent.   
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5.1 Priority sectors  

Through this work we wanted to identify where skills deficits are proving to be a barrier to economic growth 

within Berkshire and where public intervention at a local level is likely to have greatest impact in terms of 

addressing these deficits.  

To do this with focus have we identified six high priority sectors for the local economy (in terms of their 

contribution to current and future GVA and employment) (table 5).  Many of these are sectors which are being 

nurtured within TVB through investment in hard (e.g. Thames Valley Science Park) and soft (e.g. networking) 

infrastructures. Through analysis of quantitative and qualitative evidence we have identify three additional 

sectors of the economy where skills shortages are particularly acute: Education, Care and Hospitality.  

Of the six high priority sectors, the digital technologies sector is by far the most important in terms of its 

contribution to future GVA growth (44% of GVA growth between 2011 and 2025 is forecast to come from the 

IT services sector).  There is overlap between some of the sectors, in particular in terms of the application of 

technology (for example digital health).  

Examples of key companies operating in digital technologies, life sciences and healthcare and energy and 

environment sector can be found in Annex C.  

Table 6: Priority sectors  

 Sectors Broad occupational groups in 
which skills shortages are 
acute28 

Main job families  

High Priority Sectors for 
the local economy 
(GVA/employment 
growth) 

Digital 
technologies   

 Professional  

 Associate professional 

 Digital technologies 

 Sales and customer service 

Financial, 
professional and 
business services 

 Professional 

 Associate professional      

 Skilled trades 

 Machine operatives  

 Business and finance  

Life sciences and 
healthcare 

 Professional   Engineering and science 

 Health, care and welfare 

Construction and 
the built 
environment 

 Skilled trades   Construction 

 Engineering and science 

Logistics   Associate professional 

 Skilled trades  

 Logistics  

Energy and 
environment  

 Professional  

 Associate professional 

 Engineering and science 

Other sectors which are 
experiencing high levels 
of skills shortages   

Education   None   Education 

Hospitality   Skilled trades   Hospitality  

Care   Care occupations  Health, care and welfare 

 

                                                           
28 Source: UK Employer Skills Survey 2013, UKCES (national data on skills shortages, p120 of main report) 
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5.2 Priority job families   

When combining sectoral intelligence with occupation-level intelligence on job numbers and shortages we 

have identified the ‘job families’ for which we believe focus should be given in terms of skills in Berkshire (table 

6). We believe it is most sensible to identify skills solutions at an occupational level as many occupations exist 

within multiple sectors.   

The two primary priority 'job families' we have identified are 'digital technologies' and ‘engineering and 

science'.  Which together form the wider STEM occupation definition.   

Table 7: Priority job families  

 Job families    Prevalent in the following priority 
sectors 

Primary priority  Digital technologies   Digital technologies 

Engineering and science  Life sciences and healthcare 

 Energy and environment  

 Construction  

Secondary priority Health, care and welfare  Life sciences and healthcare 

 Care 

Construction   Construction  

Transport and logistics  Transport and logistics  

Education   Education 

Business and finance  Financial, professional and 
business services 

Sales and customer service  Digital technologies 

 Life sciences and healthcare 

Hospitality   Hospitality  

 

Some of the key skills issues affecting these job families are set out in the following sections.  

5.2.1 Digital technologies  

1 in 10 jobs in Berkshire are digital technology specialist roles.  This is nearly three times the national average 

and equates to approximately 51,000 jobs.  The number of digital technology specialist jobs in Berkshire is 

projected to increase by 12% (6,000 jobs) between 2014 and 2022.   

The majority of Berkshire’s tech specialist workforce (66%) work in the digital technologies sector.  The 

remaining third work in a wide range of industries from finance to retail to the public sector.  

In terms of current demand (measured through online job postings), software developers/engineers are in 

greatest and increasing demand. Other digital technology roles in high and increasing demand are listed in 

table 7.  
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Table 8: Top online job postings for digital technologies roles  

 

Source: Labour Insight, Burning Glass Technologies, July 2015 
Note: Figures may not sum due to rounding  

 

Within the digital technologies sector itself, 8% of the workforce are not fully proficient, and 88% of the 

workforce with skills gaps lack technical or job specific skills (all sectors 58%)29.  

Combining local (jobs data) and national (skills shortage intelligence) evidence we have identified the following 

roles within the digital technologies job family that we believe require greatest attention in terms of ensuring 

supply is meeting demand and that skills shortages aren’t hindering economic growth. These are listed in table 

8.  The roles highlighted in bold are those in which there are acute national skills shortages which has led to 

the roles being included on the Migration Advisory Committee’s Shortage Occupation List 2015 to enable 

businesses to recruit people from overseas.   

  

                                                           
29 UK Employer Skills Survey 2013, UKCES 

Occupation

July 2013 - 

June 2014

July 2014 - 

June 2015

Changing 

demand

Software Developer / Engineer 6.0 7.1 1.0

Computer Support Specialist 2.5 2.8 0.3

Network Engineer / Architect 2.1 2.5 0.4

Systems Analyst 1.1 1.3 0.2

Information Security Engineer / Analyst 0.9 1.2 0.4

Network / Systems Administrator 1.1 1.1 0.0

Web Developer 0.9 1.0 0.1

% of all job postings
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Table 9:  Main skills digital technologies shortage roles, their size, projected growth and level   

Occupational 
Group 

Skills shortage roles Jobs in 
TVB 

Projected 
growth in 

jobs in 
TVB 2014-

2022 

Skills 
shortage as 

a % 
vacancies 

(nationally) 

Usual 
qualification 

level 

Professional  Programmers and software 
developers (particularly Senior 
Developers)  

11,700  13% 41% Degree level  

Professional  Other information and 
communications professionals 
(particularly Cyber Security 
Specialists)  

8,700  11% 41% Degree level  

Professional IT specialist manager 
(particularly Product 
Managers)  

8,500  11% 41% Degree level  

Professional IT business analysts, architects 
and systems designers 
(particularly Big Data 
Specialists)  

4,100  12% 41% Degree level  

Professional IT project and programme 
managers  

2,800  11% 41% Degree level  

Skilled trades  IT engineers  2,100  16% 31% Degree level  

Professional Web design and development 
professionals  

1,700  14% 41% Degree level  

Skilled trades  Telecommunications engineers  1,700  10% n/a Level 3  
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Table 10:  Other digital technologies core roles, their size, projected growth and level   

Occupational 
Group 

Other core roles Jobs in 
TVB 

Projected 
growth in 

jobs in 
TVB 2014-

2022 

Skills shortage 
as a % 

vacancies 
(nationally) 

Usual 
qualification 

level 

Associate 
professional  

IT operations technicians  4,000  11% 13% Level 3 

Associate 
professionals 

IT user support technicians  3,200 12% 13% Level 3 

Source: UK Employer Skills Survey 2013, UKCES (national data on skills shortages, p120 of main report) and EMSI Analyst (based on the 

Business Register and Employment Survey 2014 and Labour Force Survey 2014, ONS)  

 

Aside from the suite of Microsoft Office products, the top current IT skills requirements of Berkshire employers 

(where stated in online job postings) are SQL, JavaScript, LINUX, Microsoft C# and Oracle (table B5 in Annex 

B).  

Digital technology skills shortages identified by local employers in the Call for Evidence undertaken by TVB LEP 

to gather evidence for this report included: 

 

The Tech Partnership Employer Insights: Skills Survey 2015 nationally identified the following non-tech skills 

gaps amongst tech specialist.  

 Verbal communication skills 

 Business and IT management 

 Sector knowledge/expertise 

 Ability to align IT activity with business needs  

 Ability to identify new product or process opportunities  

 Interpersonal skills  

 Client/customer interaction skills 

Market leading software SME, Reading  

"We find it difficult to recruit within Engineering (Software Development/Infrastructure). There are a lot of 

large IT companies around Reading using legacy software and not open source, meaning it's hard to find 

people that fit into our criteria. Open source software development needs more attention in the Reading 

area”. 

Content Guru, Communications Integration services SME, Bracknell 

“Skills shortages are our most significant inhibitor to growth. We are experiencing shortages of Application 

Developers (Software Engineers) and Project Managers. STEM skills in general are lacking, in particular 

computer science knowledge. The Thames Valley needs to become a more attractive place to work for new 

graduates.  It does not compete effectively with London” 

Major retail bank, Berkshire  

“The main call out [across Berkshire] is for tech workers – software programmers” 

Source: Skills Shortage Call for Evidence 2015 
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In terms of how internal skills gaps amongst digital technology specialists are currently being addressed, the 

most common means of providing job specific training for tech specialists is via the use of internal resources. 

This includes the use of a dedicated internal training function, mentoring and self-learning.  This will vary 

according to the size of the organization. Nearly a third of tech specialist employers regularly use major training 

providers, 14% use FE colleges and 8% use universities30.   

5.2.2 Engineering and science 

The UK’s economic future lies in high value, innovative and knowledge-intensive activities. To pursue this 

course a highly skilled science, technology, engineering and mathematics (STEM) workforce is essential31.  A 

high proportion of businesses in the Berkshire economy are knowledge-intensive and therefore require a 

continuing flow of STEM talent.   

Around 4% of jobs in the Berkshire workforce are in the engineering and science job family (excluding digital 

technologies which has been discussed separately due to its importance within Berkshire). This is 

approximately 1.4 times the national average and equates to approximately 22,400 jobs.  The number of 

engineering and science jobs in Berkshire is projected to increase by 7% (1,400 jobs) between 2014 and 202232.   

According to the UK Commission’s Employer Skills Survey 2013, 43% of vacancies for professionals working in 

engineering and science are hard to fill due to skills shortages. This is almost twice the average for all 

occupations, making it the worst affected of occupational groups.  

It is estimated that approximately a quarter of Berkshire’s engineering and science workforce work in the life 

sciences and healthcare sector, and a fifth in the manufacturing sector (who whom over half are estimated to 

work for the Atomic Weapons Establishment (AWE) in West Berkshire). The remainder are spread across a 

variety of sectors including: architectural and engineering activities; telecommunications; construction; and 

energy & environment.  

Tables 10 and 11 below show the main engineering and science roles for which employers are experiencing 

skills shortages, along with other key roles within this job family.  These tables provide information on the 

relative size of these occupations (in terms of number of jobs in Berkshire) and usual qualification levels.  

In terms of current demand (measured through online job postings), design and development engineers are 

currently in greatest demand in Berkshire, followed by other engineering professionals. Demand for most 

engineering and science roles has increased very slightly over the last 12 months (table B6).    

 

 

  

                                                           
30 The Tech Partnership, 2015 
31 Reviewing the requirement for high level STEM skills, UKCES, 2015 
32 Source: EMSI Analyst, 2015 (based on BRES 2013 and APS 2014)  
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Table 11:  Main engineering and science shortage roles, their size, projected growth and level   

Occupational 
Group 

Skills shortage roles Jobs in TVB Projected 
growth in 

jobs in 
TVB 

2014-
2022 

Skills shortage 
as a % 

vacancies 

Usual 
qualification 

level 

Professional Electronics engineers 1,900 7% 58% Degree level 

Associate 
professional  

Laboratory technicians 1,800 11% 38% Level 4/5 

Professional Other engineering 
professionals 

1,500 3% 58% Degree level 

Associate 
professional  

Engineering technicians 1,500 5% 38% Level 3 

Professional Quality assurance and 
regulatory professionals 

1,400 5% 29% Degree level 

Professional Civil engineers 1,000 6% 58% Degree level 

Professional Design and development 
engineers 

900 2% 58% Degree level 

Professional Mechanical engineers 900 5% 58% Degree level 

Professional Production and process 
engineers 

800 5% 58% Degree level 

Professional Health and safety officers 700 5% 36% Degree level 

Professional Electrical engineers 700 4% 58% Degree level 

Associate 
professional  

Electrical and electronics 
technicians 

700 5% 38% Level 4/5 

Associate 
professional  

Other science, engineering 
and production technicians 

700 9% 38% Level 3 

Associate 
professional  

Planning, process and 
production technicians 

600 4% 38% Level 3 

Associate 
professional  

Quality assurance 
technicians 

400 11% 38% Level 3 

Professional Quality control and planning 
professionals 

400 7% 29% Degree level 

Associate 
professional  

Building and civil engineering 
technicians 

300 6% 38% Level 3 

Professional Production managers and 
directors in mining and 
energy 

200 12% 32% Degree level 

Professional Environmental health 
professionals 

100 7% 29% Degree level 

Source: UK Employer Skills Survey 2013, UKCES (national data on skills shortages, p120 of main report) and EMSI Analyst (based on the 

Business Register and Employment Survey 2014 and Labour Force Survey 2014, ONS)  
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Table 12:  Other engineering and science core roles, their size, projected growth and level   

Occupational 
Group 

Other core roles Jobs in TVB Projected 
growth in 

jobs in 
TVB 

2014-
2022 

Skills shortage 
as a % 

vacancies 

Usual 
qualification 

level 

Professional  Biological scientists and 
biochemists 

1,900 13% 16% Degree level 

Professional Research and development 
managers 

900 7% 14% Degree level 

Professional Other natural and social 
science professionals 

800 10% 16% Degree level 

Professional  Chemical scientists 700 10% 16% Degree level 

Professional Physical scientists 700 11% 16% Degree level 

Professional Environment professionals 500 7% 20% Degree level 

Professional Conservation professionals 200 5% 20% Degree level 

Associate 
professional  

Waste disposal and 
environmental services 
managers 

200 12% 24% Level 3 

Source: UK Employer Skills Survey 2013, UKCES (national data on skills shortages, p120 of main report) and EMSI Analyst (based on the 

Business Register and Employment Survey 2014 and Labour Force Survey 2014, ONS)  

 

In terms of TVB’s priority sectors, engineering and science skills are critical to the life sciences and healthcare, 

energy & environment and construction & the built environment sectors.  They are also sought after by 

employers in other priority sectors such as: financial, professional and business services; transport and logistics 

and education.  In addition, they are critical to the manufacturing sector, which, although relatively small in 

size in Berkshire (therefore hasn’t been selected as a priority sector), is an important contributor to local GVA 

with major players including Xtrac, Mars and Pepsico based in the sub-region.  

Within the life sciences and healthcare sector national research suggests there is a requirement for highly 

skilled researchers, clinicians and technicians, working together collaboratively, to capitalise in discoveries in 

fields such as regenerative medicine, antibody therapies and the application of robotic surgery33.  

Whilst in the energy and environment sector, national research34 has identified skills shortages in five key 

occupations: engineers (particularly electrical engineers with SAP – Senior Authorised Personnel); technicians 

(particularly instillation technicians and renewable energy technicians); overhead lines workers; 

project/change managers and sales and marketing managers.  

The mix of skills required of engineers and technicians is diversifying in the energy and environment sector, 

with an increase in demand expected in the future for commercial skills (also noted by UKCES research in 2010) 

such as: project-schedule and cost management; systems and risk analysis skills; data analytics; 

communication and negotiation skills; and knowledge of new technologies as they become mainstream, 

                                                           
33 Reviewing the requirement for high level STEM skills, UKCES, 2015 
34 Skills and performance challenges in the energy sector March 2015, UKCES 
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notably smart metering and smart grids. Employers also expect overhead lines workers will need to have a 

broader understanding of new technologies, notably smart grids and smart metering in the future.  

There is evidence to suggest that the challenge of recruiting people with STEM skills (such as qualified 

engineers) in Berkshire is leading to international companies focussing future growth in their non-UK 

operations, where there are larger pools of skilled labour that can be drawn on cost-effectively.  

Engineering and science skills shortages and related issues identified by local employers in the Call for Evidence 

undertaken by TVB LEP to gather evidence for this Statement and attendees at the Thames Valley Business 

Barometer June 2015, Roundtable on recruitment and retention are provided below. 

  

Peter Brett Associates  

“It [recruitment and retention] is a really big issue in engineering. In the last recession a massive 

percentage of staff were made redundant and we assumed they would be there to come back to, but 

they’re not. They’ve gone off and joined a different sector.” 

Electrical Contractors Association  

“The ECA recently held a survey which found there is a major skills gap in the electrical industry. Skills 

shortages are affecting companies’ ability to grow/operate and have become more acute over the 

last two years. There are particular shortages for Apprentices and Trainees, Electricians and Electrical 

Designers.  Employers require more financial support to train Apprentices and part qualified 

operatives, and need more flexible provision from colleges and training providers. Work opportunities 

are starting to grow but labour costs are rising fast and restricting the amount of work that can be 

undertaken due to the skills shortage”. 

UTC Reading   

“We’re finding the STEM aspect of jobs is important and currently underestimated in schools. At the 

UTC we’re seeing some great results but the big issue is still getting women and girls interested in 

those kinds of subjects. Even after 15 years only a tiny percentage are choosing to go into STEM. We 

have continual debates and meetings on this topic and the current thinking is that we have to reach 

out to children earlier, before their minds become set.”  

Local Council Economic Development Team  

“Skills shortages have become more acute over the last two years and are inhibiting growth. 

Employers are finding it particularly difficult to recruit people into senior managerial and technical 

roles. Skills lacking include managerial, IT, pharma and science skills” 

Large utility company  

“Skills shortages have become more acute over the last two years. We are finding it particularly 

difficult to recruit senior commercial managers. One of the main skills lacking is financial services 

regulation experience” 

Source: Skills Shortage Call for Evidence and Thames Valley Business Barometer June 2015, Roundtable on recruitment and 

retention  
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5.2.3 Other priority job families  

Summary information about skills shortages and challenges in the secondary priority job families is provided 

in the following tables.  

Health, care and welfare 

Workforce size  36,600 (7% of TVB’s total workforce)  

Growth projection 
2014-2022 

 7% (2,400 jobs)  

Priority sectors   Life sciences and healthcare 

 Care 

Skills shortage roles    Medical practitioners (particularly GPs)  

 Nurses (including specialist nurses) 

 Nursing auxiliaries and assistants  

 Care workers and home carers  

 Dental practitioners  

 Nursery nurses and assistants  

 Pharmacists  

 Social workers  

 Psychologists  

 Childminders  

 Midwives  

 Physiotherapists  

 Medical radiographers  

 Veterinarians  

 Community pharmacists 

Skills challenges35    The current (and likely future) shortage of General Practitioners (GPs) and 
nurses is a key challenge 

 Ensuring new entrants to nursing have the required values and skills can be 
challenging  

 The major skill challenge for employers of care assistants, in the face of 
growing demand for the role, is recruiting and retaining suitable individuals.  
Particularly those with the following values: empathy; delivering person-
centred care; and resilience. 

 Skills challenges for care home managers include finding applicants with the 
required leadership skills, with the necessary English and maths skills, with 
the ability regulatory requirements.   

                                                           
35 Sector insights: skills and performance in health and social care, UKCES, 2015 
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Issues identified by local employers in the Call for Evidence undertaken by TVB LEP to gather evidence for this 

report and attendees at the Thames Valley Business Barometer June 2015, Roundtable on recruitment and 

retention included:  

  

HIT Training and Connect 2 Care 

“There are particular skills shortages for care workers. Most care companies have one or two hard to fill 

vacancies”  

Reading UK CIC   

“Care companies…have [skills] problems across the board – from qualified nurses to general support staff”  

Care home, Reading  

“Skills shortages have become less acute but when they exist it impacts on the quality of care that can be 

provided.  It can be difficult to find staff with the required qualifications, and sometimes language can be 

a barrier”  

Alexander Devine Children’s Hospice, Maidenhead 

“Skills shortages are becoming more acute.  There are particular shortages for specialist paediatric 

palliative care nurses”  

Pharmacy Thames Valley   

“Skills shortages have become more acute over the last two years and are inhibiting growth. It is 

particularly difficult to recruit pharmacy technicians and dispensers (NVQ3) and there is a lack of funding 

to provide training for new recruits.  Lack of staff at this level impacts on the ability of pharmacists to take 

on new roles to relieve the GP manpower crisis in the NHS. Careers in community pharmacy should be 

promoted a as a career choice at Year 12. Work-based training which leads to membership of a 

professional body should be attractive”  

West Berkshire Council   

“There are particular difficulties recruiting children’s social workers, teachers and engineers with the 

required professional qualifications. Skills shortages in local government need to be addressed nationally 

rather than at the local level” 

Children’s Nursery, Reading  

“We have found the standard of [school and college] leavers have received is generally very poor. We are 

struggling to fill vacancies with internal or external applicants. Level 3 Nursery Nurses now need to have 

completed Maths and English GCSE at C or above before they are considered to be qualified. We have very 

few arriving from school with these grades and they are unable to cope with doing two GCSEs and a L3 

qualification at the same time. Therefore we have very low numbers of Level 3 staff. The main skills lacking 

are Basic Maths and English Skills, Leadership skills, Ability to transfer theory into practice and work ethic”  

Source: Skills Shortage Call for Evidence and Thames Valley Business Barometer June 2015, Roundtable on recruitment and 

retention 
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Construction 

Workforce size  16,300 (3% of TVB’s total workforce) 

Growth projection   6% (1,000)  

Priority sectors   Construction and the built environment  

Skills shortage roles   Engineers 

 Electricians 

 Electrical designers 

 Surveyors 

 Scaffolders 

 Mechanical engineers 

 Carpenters and joiners  

 Tilers  

 Painters 

 Bricklayers 

 Labourers 

 Supervisors  

 Wood trades 

 Plumbers 

 Heating and ventilation engineers  

Skills issues36   Given the numerous occupations that are employed, the roles that are 
hard to fill are diverse.  

 Nationally, the most frequently reported recruitment difficulties are 
for experienced labourers and general operatives, carpenters and 
joiners, bricklayers and technical staff.  

 Within professional services, recruitment difficulties are most acute for 
engineers  

                                                           
36 Skills and Training in the Construction Industry 2014, CITB 
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Issues identified by local employers in the Call for Evidence undertaken by TVB LEP to gather evidence for this 

report and attendees at the Thames Valley Business Barometer June 2015, Roundtable on recruitment and 

retention included: 

  

Small construction company 

“The Thames Valley is a very competitive environment. We are finding it difficult to recruit both 

technical and administration staff, although the main skills lacking are technical” 

The Romans Group  

“The average age of our surveyors is 57. What we found though is that even in their 60s or early 70s 

they will carry on working if they can go down to three days a week or similar levels of flexibility”  

Local Council  

“Skills shortages impact our front line service delivery from a cost perspective with an overdependence 

on agency staff in some areas. Shortages are most acute in experienced Social Care, Chartered 

Surveyors and Planning Officers. Improving local provision won’t help, it is about the numbers 

available of experienced staff and in professions mentioned as they move into agency work or 

consulting rather than remaining employed”. 

Local air conditioning company 

The company is struggling to find the required training courses locally in Berkshire. Their apprentices 

have to go to Willesden for NVQ3 in air con and refrigeration training for example.  

Local gas engineering company  

The company struggles to train Apprentices as they now have to go to Basingstoke since Reading 

College stopped its NVQ3 courses. 

Source: Skills Shortage Call for Evidence and Thames Valley Business Barometer June 2015, Roundtable on recruitment and 

retention 
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Logistics37 

Workforce size  23,000 (5% of TVB’s total workforce) 

Growth projection 
2014-2022 

 5% (1,100 jobs) 

Priority sectors   Logistics  

Skills shortage roles  Drivers (many employers would like to recruit younger drivers)  

 Warehouse roles (often an issue of quality rather than quantity of 
applicants, many lack basic English and maths skills)  

Skills issues    Job roles and the knowledge and skills required in the sector have evolved 
to incorporate the demands of new technology. 

 Mobile, location-based technologies and hand held computer systems are 
replacing previous paper-based systems, requiring a greater need for IT 
skills amongst drivers, warehouse operatives and transport office staff.  

 While greater interaction with customers require the addition of enhanced 
communication and customer service skills. 

 It is anticipated that there will be a greater need for higher level 
occupations: managers, professionals and associate professionals and 
technical positions 

 A shortage of LGV drivers is not a new phenomenon and is a continual issue 

 Employers believe young people lack understanding of the sector  
 

 

Issues identified by local employers in the Call for Evidence undertaken by TVB LEP to gather evidence for this 

report and attendees at the Thames Valley Business Barometer June 2015, Roundtable on recruitment and 

retention included:  

                                                           
37 Source: Understanding skills and employment challenges in the logistics sector, UKCES and Skills for Logistics, 2014 

Education 

Workforce size  31,200 (6% of TVB’s total workforce) 

Growth projection 
2014-2022 

 5% (1,600 jobs) 

Priority sectors   Education  

Skills shortage roles  Teachers (particularly in STEM subjects, English and modern languages)  

 Apprenticeship assessors  

Skills issues    Attracting and retaining the best and brightest teachers and research 
professionals, particularly those with STEM and modern language skills, to 
support supply across the whole economy 

 Hard to find people with required combination of high level technical 
knowledge and communication skills.  
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Reading College  

“We have particular skills shortages in engineering, construction, Higher Education, Teacher Training, 

plumbers, clinical health and maths. The main skill lacking is a combination of high level technical and 

teaching/communication capability. Shortages could be addressed through a local programme that 

supports graduate trainee teachers. An inability to recruit suitable staff will have an impact on our capacity 

to deliver vocational education and training” 

Local College  

“It is difficult to expand and grow in areas such as Electrical Installation, Construction and Motor vehicle 

because we often cannot attract the right calibre of teachers on the salaries that we offer in comparison 

to salaries working in the trade. In addition we find difficulties in recruiting maths and English teachers as 

we are competing against other providers, including schools. Our ability to grow apprenticeships, 

particularly in areas such as Health and Social Care, is limited by the availability of assessors. We are trying 

to train our own assessors but this does limit the number of apprentices that we can enrol. Specialist 

management roles such as Heads of Curriculum departments are difficult to fill. The main skills that are 

lacking would be teaching experience, College knowledge, management and leadership experience” 

Newbury College  

“Specific roles which are difficult to fill are teachers in English, Maths and Engineering. The main skills 

lacking are commercial experience and teaching qualifications. Locally we need to make it easier for 

individuals to access teaching qualifications. Commercial salaries are higher for certain skills, such as for 

experienced Engineers, who tend to progress to high paying roles in industry. Funding and development of 

distance learning courses to enable those in industry to gain the necessary qualifications for a career 

change would be beneficial” 

Source: Skills Shortage Call for Evidence and Thames Valley Business Barometer June 2015, Roundtable on recruitment and 

retention 
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Business and finance 

Workforce size  54,600 (11% of TVB’s total workforce)  

Growth projection 
2014-2022 

 6% (6,000 jobs)  

Priority sectors   Financial, professional and business services  

Skills shortage roles38    Insurance professionals (actuaries, underwriters, risk management roles, 
investment accounting, solvency experts) 

Skills issues   Outside the City of London, there are a wide variety of professional and 
business service organisations that are less able to solve their skill needs 
through remuneration packages 

 Some employers are looking to widen the talent pool from which they 
recruit   

 

                                                           
38 Financial, Insurance and other Professional Services: Sector Skills Assessment 2012, UKCES, 2012 
39 Financial Times, July 2014 
40 State of the Nation Hospitality and Tourism 2013, People1st 

Sales and customer service 

Workforce size  28,600 (6% of TVB’s total workforce)  

Growth projection 
2014-2022 

 7% (1,900 jobs) 

Priority sectors   Digital technologies (approximately 11% of TVB’s digital technology sector 
workforce work in sales, marketing and customer service roles)  

 Lifesciences and healthcare  

Skills shortage roles39    Business development  

 Sales  

Hospitality 

Workforce size  28,500 (6% of TVB’s total workforce  

Growth projection 
2014-2022 

 7% (1,900 jobs)  

Priority sectors   Hospitality   

Skills shortage roles    Chefs (particularly executive chefs, head chefs, sous chefs and specialist 
chefs)  

 Managers and supervisors  

 Receptionists 

 Food and beverage staff   

Skills issues40   There is an ongoing high demand for chefs who can cook using fresh 
ingredients from scratch  

 Management and leadership skills are in high demand (including business 
management, staff management and engagement)  

 High demand for oral communication, customer handling and team working 
skills amongst front-of-house staff  



 

63 
 

 

5.2.4 Transferable skills 

Management and leadership capability is a strong driver of an organisation’s performance and thus the 

performance of the local economy.  Research published by the Department for Business Innovation and Skills 

in 201541 found that the skills sets most consistently and strongly associated with good SME performance were 

entrepreneurial skills and leadership skills. Both skills are positively related to strategy formalisation, which in 

turn is positively associated with turnover.  Staff management skills can directly impact on productivity and 

retention. In Berkshire, management vacancies (although few in number) are the most difficult positions to 

fill, with half of all vacancies proving difficult to fill due to a lack of applicants with the required skills.  

Managerial skills shortages in Berkshire are particularly concentrated in the hospitality sector.   

A number of respondents to the Skills Shortage Call for Evidence voiced concerns about employability and 

basic skills of young people. This is not a new issue and is not one that is confined to Berkshire.  In 2011, a 

survey42 of nearly 200 local employers undertaken by the Berkshire Education Business Partnership 

Organisations (BEBPO) found a mismatch between employers’ expectations of the level of skills new entrants 

should have and the level of skills they actually had. The largest gaps between expectation and reality were 

identified in maths and English skills, followed by a ‘can-do’ attitude, determination and flexibility. 

National research undertaken by ACEVO in 201243 found that soft skills (such as communication) were 

particularly lacking amongst unemployed young people. Soft skills are projected to become increasingly 

important to the UK economy44.   

National research published by the UK Commission for Employment and Skills in 2015 found that the 
proportion of 16-17 year olds with a part-time job has halved since 1997 (from 42% to 18%) whilst the 
proportion of 18-24 year olds working whilst studying fell from 39% to 33% over the same period.  The research 
argues that the ‘death of the Saturday job’ means that young people are missing out on an opportunity to 
develop life skills such as resilience, handling responsibility and juggling priorities.  

                                                           
41 Leadership and Management Skills in SMEs: Measuring Associations with Management Practices and Performance, 
Department for Business Innovation and Skills, 2015 
42 Work Readiness Survey 2011, Berkshire Education Business Partnership Organisation 
43 Youth Unemployment – The crisis we can’t afford, 2012, ACEVO  
44 The Value of Soft Skills to the UK Economy, 2015, Development Economics on behalf of McDonald’s.  

Major retail bank, Berkshire   

“Skills shortages are having a limited impact but are becoming more acute. There is a particular shortage 

of experienced relationship bankers. The main skills lacking amongst senior staff are client relationship 

skills, and amongst new entrants it is basic communication and English skills”  

Reading UK CIC   

“Hoteliers cannot find chefs, receptionists and have constant churn of food and beverage staff.”  
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Berkshire is home to a large number of global companies.  These companies can find it difficult to recruit 

people from the local labour market with the skills required to work effectively in a culturally diverse 

environment. These skills include: cultural sensitivity/awareness; ability to impact and influence people from 

different cultural backgrounds; language skills; project management skills and the ability to build, and work 

effectively in, virtual teams.  Alongside these skills, employers can also find it difficult to recruit people who 

are able and willing to travel.  

  

HIT Training and Connect 2 Care 

“Our experience is that management skills in terms of mentoring and coaching are generally in need of 

improvement. This will impact upon staff retention and maximising productivity.  Elsewhere, some of the 

main skills lacking are English skills and customer service skills.”  

West Berkshire Training Consortium  

“Among young people feedback remains consistent in terms of employability and personal skills. More 

recently employers have fed back that young people are very poor when using the telephone. They are fine 

texting and emailing but lack skills and confidence talking on the phone and to people.”  

Adviza, Careers Information, Advice and Guidance  

“Employers are finding it difficult to recruit young people with a good level of key skills and are finding it 

particularly difficult to fill low skilled and entry level jobs. Key skills lacking are English and maths, working 

in teams, listening, timekeeping, work-related experience and exporting skills.”  

Global life sciences company, Berkshire  

“People with the skills required to work in culturally diverse global teams are difficult to find in the local 

labour market”.  

Source: Skills Shortage Call for Evidence and Thames Valley Business Barometer June 2015, Roundtable on recruitment and 

retention  
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6.1 Mapping local demand for skills  

When considering learning provision provided by TVB's Further Education Colleges in particular, it is important 

to understand how demand for skills varies across the TVB sub-region, and over administrative borders.  

We have considered this at three levels.  First, table 12 sets out sector specialisms within TVB's six local 

authorities.  This illustrates that the digital technologies sector is prominent across all areas of Berkshire, and 

the transportation and storage sector is prominent in Slough.  

Table 13:  Local authority area specialisms  

 

  

Local Authority Sector Specialisms (in terms of both employment and business units) 

Bracknell Forest  Digital technologies (proportion of local workforce employed in this 
sector is nearly three times the national average)  

 Other service activities (includes repair of computers)   

 Professional, scientific and technical activities  

 Administration and support service activities  

Reading  Digital technologies (employment over three times the national 
average)  

 Professional, scientific and technical activities  

 Financial and insurance activities 

Slough  Digital technologies (employment nearly four times the national 
average)  

 Transportation and storage (employment over twice the national 
average)  

 Administrative and support service activities (including recruitment 
agencies) 

 Mining, quarrying and utilities  

 Wholesale and retail trade 

West Berkshire  Digital technologies (employment nearly three times the national 
average)  

 Mining quarrying and utilities 

 Construction 

 Arts, entertainment and recreation  

Windsor and Maidenhead  Digital technologies (employment over twice the national average)  

 Arts, entertainment and recreation  

 Other service activities  

 Professional, scientific and technical activities  

 Education 

Wokingham  Digital technologies (employment over four times the national 
average)  

 Other service activities  

 Administrative and support service activities 

 Professional, scientific and technical activities 
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Secondly, we consider the real-life catchment areas of each of the sub-region's Further Education Colleges 

(using data from the Skills Funding Agency, which showed the home local authority of those studying at each 

college) and map total employment and employment growth by sector to these areas. A summary is presented 

in table 13.  

Table 14: Further Education College Catchment Area Specialisms  

 

Thirdly, we examined future demand for mid-level jobs (that tend not to require a degree).  We identify mid-

level jobs with the highest number of predicted job openings between 2015 and 2022 that are more prevalent 

in the local labour market than nationally (i.e. could be considered a local specialism).  These have then been 

grouped (colour-coded) into job families.  Table 15 highlights the predicted strong future demand for people 

to work in mid-level jobs in:  

 Transport and logistics roles in Slough (and to a lesser extent West Berkshire)  

 Hospitality/leisure in Windsor and Maidenhead  

 Education in Wokingham  

 Business and finance roles across all six local authorities but particularly Reading  

 Digital technology roles in Wokingham, Bracknell Forest, Reading and West Berkshire 

 Sales and customer service roles in Reading, Bracknell Forest and West Berkshire  

 Administrative roles across all six local authorities  

 Land-based roles in West Berkshire and Wokingham  

 

 

  

Further Education 
College 

Largest employment sectors in 
catchment area 

Sector specialisms (higher 
proportion of workforce 
employed in sector than 

national average) 

Bracknell and 
Wokingham 

 Wholesale, retail and repair 

 Professional, scientific and technical  

 Digital technologies  

 Digital technologies 
 

East Berkshire   Transportation and storage 

 Wholesale, retail and repair 

 Transportation and 
storage  

Newbury  Wholesale, retail and repair 

 Digital technologies 

 Manufacturing (mainly AWE) 

 Digital technologies 
 

Reading  Wholesale, retail and repair 

 Professional, scientific and technical  

 Digital technologies 

 Human health and social work 

 Digital technologies 

 Water, sewerage and 
waste  

BCA (Specialist College – 
Land-based industries)  

 Wholesale, retail and repair 

 Professional, scientific and technical  

 Digital technologies 

 Digital technologies 
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Table 15: Occupational specialisms for mid-skill/technical roles by local authority area 

 

 

  

Digital technologies Hospitality

Health, care and welfare Administrative

Construction Land-based

Transport and logistics Leisure and fitness

Education Personal services

Business and finance Other

Sales and customer service

Job Families - Key 

Bracknell Forest Reading

Business sales executives Book-keepers, payroll managers and wages clerks

Business and related associate professionals n.e.c. Financial administrative occupations n.e.c.

Buyers and procurement officers Business and related associate professionals n.e.c.

IT operations technicians Business sales executives

IT user support technicians IT user support technicians

Other administrative occupations n.e.c. IT operations technicians

Typists and related keyboard occupations Customer service managers and supervisors

Personal assistants and other secretaries Customer service occupations n.e.c.

Customer service occupations n.e.c. Sales and retail assistants

Customer service managers and supervisors Personal assistants and other secretaries

Managers and directors in storage and warehousing Office managers

Elementary storage occupations Bus and coach drivers

Electricians and electrical fitters Nursing auxiliaries and assistants

Hairdressers and barbers Hairdressers and barbers

Managers and directors in retail and wholesale Managers and proprietors in other services n.e.c.

Slough West Berkshire

Elementary storage occupations Elementary storage occupations

Postal workers, mail sorters, messengers and couriers Van drivers

Large goods vehicle drivers Customer service occupations n.e.c.

Van drivers Customer service managers and supervisors

Packers, bottlers, canners and fillers Call and contact centre occupations

Managers and directors in storage and warehousing Business sales executives

Fork-lift truck drivers Buyers and procurement officers

Transport and distribution clerks and assistants Personal assistants and other secretaries

Other administrative occupations n.e.c. Office managers

Office managers Telecommunications engineers

Customer service occupations n.e.c. IT operations technicians

Business sales executives IT user support technicians

Human resources administrative occupations Gardeners and landscape gardeners

Bank and post office clerks Animal care services occupations n.e.c.

Managers and proprietors in other services n.e.c. Electricians and electrical fitters

Windsor and Maidenhead Wokingham

Kitchen and catering assistants IT operations technicians

Bar staff IT user support technicians

Waiters and waitresses Business sales executives

Receptionists Business and related associate professionals n.e.c.

Chefs Teaching assistants

Restaurant and catering establishment managers and proprietorsNursery nurses and assistants

Leisure and theme park attendants School midday and crossing patrol occupations

Personal assistants and other secretaries Educational support assistants

Office managers Gardeners and landscape gardeners

Business sales executives Animal care services occupations n.e.c.

Teaching assistants Fitness instructors

Beauticians and related occupations Leisure and sports managers

Cleaners and domestics Personal assistants and other secretaries

Property, housing and estate managers Hairdressers and barbers

Managers and proprietors in other services n.e.c. Cleaners and domestics
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6.2 Summary  

Most of Berkshire’s priority sectors and job families (and therefore skills issues) are common across the whole 

of Berkshire.  For example, the digital technologies, professional and business services, life science and 

healthcare, education and care sectors are relatively evenly distributed across the sub-region.  There are, 

however, some local clusters of economic activity which are likely to create higher demand for certain skills in 

some areas.  For example, the logistics sector is particularly prevalent in the Slough (and to a lesser extent 

Thatcham), the sub-region’s finance and insurance sector is concentrated in Reading and the hospitality sector 

is most prevalent in and around Windsor, and, to a lesser extent, in Reading.  
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7.1 Overview  

In early 2016, Thames Valley Berkshire LEP undertook analysis to inform the Thames Valley Area Review of 

Post-16 Education and Training Provision.  The analysis examined technician level (broadly speaking Level 2 

and Level 3) education and training provision in Berkshire, with a particular focus on Apprenticeships.   The 

aim was to identify any potential gaps in existing training provision that could be restricting local economic 

growth. The findings of this work, along with additional analysis of Higher Education provision, are summarised 

within this section.  

There are a large number of education and training providers providing post-16 education and training 

provision (including Apprenticeships and Community Learning) to Berkshire residents.  The main ones are 

listed in table B7 (Annex B).  

7.2 Apprenticeships  

7.2.1 Apprenticeship participation 

Apprenticeship participation in Berkshire is much lower than the national average.  Within Berkshire, 

participation is highest in West Berkshire and lowest in Windsor & Maidenhead.  

Figure 19: Apprenticeship starts per 1,000 working age population  

 

Source: Skills Funding Agency Apprenticeship Start Data 2014/15 and Annual Population Survey (ONS) Working Age Population Data 

2014 (note – start data excludes those undertaking Apprenticeships with the Army in Wokingham Borough)  

0 2 4 6 8 10 12 14 16

South East

England

West Berkshire

Bracknell Forest

Reading

Slough

Wokingham

Windsor and Maidenhead

Berkshire



 

70 
 

7.2.2 Workplaces  

In 2014/1545, approximately 2,280 workplaces in Thames Valley Berkshire (TVB) were employing an 

Apprentice. This equates to approximately 9% of all local workplaces46, much lower than the national average 

of 17%.  

The number of workplaces in TVB employing an Apprentice increased by 7% between 2013/14 and 2014/15, 

a greater rate than the national average of 5%.  However, this followed a 5% drop between 2012/13 and 

2013/14, against the national trend which saw a 5% increase over this period.  

Across Berkshire, Reading has the greatest number of workplaces employing Apprentices (approximately 675).  

When examined as a proportion of all workplaces, Reading, Slough and Bracknell Forest have the highest 

proportion of workplaces with Apprentices (15%, 12% and 12% respectively).  This is likely to reflect the higher 

proportion of large companies in these areas than elsewhere in the sub-region.  

Figure 20: Number and proportion of workplaces employing Apprentices 

 

Source: Skills Funding Agency 2014/15 and UK Employer Skills Survey 2013, UKCES 

  

                                                           
45 Provisional data 
46 Using the UK Employer Skills Survey 2013 definition of a workplace  
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7.2.3 Vacancies by job family 

A snapshot of Apprenticeship vacancy data (February 2016) suggests that most vacancies are in health, care 

& welfare and business & finance. Whilst demand from applicants is highest for construction Apprenticeships 

and lowest for hospitality, logistics and education Apprenticeships 

Figure 21 shows the number of Apprenticeship vacancies being advertised by job family. The data (for February 

2016 only) indicates that the number of Apprenticeship vacancies in engineering and science, construction, 

logistics and education roles is comparatively low.  

Figure 21. Number of vacancies by job family 

 

Source: Skills Funding Agency, 2016 

Figure 22 illustrates where there are mismatches between the availability of Apprenticeship vacancies and 

their popularity among applicants by comparing the average number of applicants per vacancy by job family.  

Whilst this is a relatively crude analysis, two job families stand out: construction and hospitality.  The former 

in terms of there being a large number of applications for relatively few vacancies and the latter in terms of 

there being a high number of vacancies but relatively few applicants.  
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Figure 22. Average number applicants per vacancy by job family (blue = low number of vacancies - 10 or fewer)  

 

Source: Skills Funding Agency 2016 

In February 2016 the local authority area of Wokingham had the highest number of Apprenticeship vacancies 

advertised on the .gov.uk website and Bracknell Forest the fewest.   Employers in Slough had the most 

applications per vacancy (15) whilst employers in Wokingham had the fewest (5).   

Table 16: Vacancies and applications by Local Authority area  

  Number of 
Vacancies 

Average of number of 
applications per advert 

Bracknell Forest 21 8 

Reading 75 9 

Slough 51 15 

West Berkshire 58 5 

Windsor and Maidenhead 56 7 

Wokingham 106 4 

Thames Valley Berkshire 367 7 

South of England Total 3,298 8 

   

Hampshire 377 8 

Surrey 342 8 

Oxfordshire 194 6 

Buckinghamshire 150 6 

Wiltshire 71 5 
Source: Skills Funding Agency 2016 
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7.2.4 Trends in Apprenticeship starts, participation, achievement and workplace numbers  

Between 2011/12 and 2014/15 the number of people starting Apprenticeships in TVB decreased by an 

average of 1.2% per year.  Whilst there was a 7.6% increase in starts between 2013/14 and 2014/15 this was 

much lower than the national increase of 13.5%. Provisional data for 2015/16 suggests there was around an 

8% drop in Apprenticeship starts since 2014/15.   

Over the same period, Achievement rates fluctuated and there has been a growth in the number of 

workplaces offering Apprenticeships.  

Table 17: Apprenticeship starts, participation, achievements and workplaces  
 

2011/12 2012/13 2013/14 2014/15 Growth 
2013/14 to 

2014/15 

Average 
annual 
growth 

rate 

Starts (excl. Army) 6,050 6,310 5,360 5,770 7.6% -1.2% 

Starts (Army)  1,560 1,870 1,360 1,090 -19.9% -8.6% 

Starts (incl. Army) 7,610 8,180 6,720 6,860 2.1% -2.6% 

Participation (incl. Army) n/a n/a 12,590 12,700 0.9% n/a 

Achievement rate (incl. 
Army)  

n/a 72.8% 68.7% 72.4% n/a n/a 

Workplaces with 
Apprentices 

1,980 2,240 2,130 2,280 6.9% 3.6% 

Source: Skills Funding Agency 2016 

NOTE 1: The British Army has traditionally been the largest provider of Apprenticeship training in Berkshire.  

This was due to training undertaken at the Arborfield Garrison in Wokingham. Training ceased at Arborfield in 

September 2015, so it is anticipated that Army start figures will drop considerably in 2015/16.  

As those undertaking Apprenticeships with the Army are unlikely to be available to work in the local labour 

market, the Start data presented within the remainder of this presentation excludes those undertaking 

Apprenticeships with the Army.  We are unable to strip this group out of the participation and achievement 

rate data so please bear this in mind when drawing conclusions.    

NOTE 2: Trends are often driven by changes in government policy (e.g. age groups eligible for funding)   
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In terms of Apprenticeship starts, growth ranged from 17% in West Berkshire to -1% in Windsor and 

Maidenhead. All of the growth between 2013/14 and 2014/15 was in the 25+ age group.  The number of 16-

18 year olds and 19-24 year olds starting Apprenticeships fell during this period. Between 2013/14 and 

2014/15 the greatest increase in Apprenticeship starts were at Level 3 (460), followed by Level 4 (80).  The 

number of Level 2 starts fell by 30 during this period.  

Table 18: Apprenticeship starts by level and local authority of learner – 2014/15 
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Higher Apprenticeship (L4+) 6% 3% 3% 3% 3% 5% 3% 4% 

Advanced Level Apprenticeship (L3) 40% 38% 35% 40% 41% 47% 40% 36% 

Intermediate Level Apprenticeship (L2)  55% 60% 61% 57% 56% 49% 57% 60% 

Grand Total 100% 100% 100% 100% 100% 100% 100% 100% 

Source: Skills Funding Agency 2016 

Most of those starting Apprenticeships in TVB are undertaking Intermediate Apprenticeships (Level 2). Take 

up of Advanced Level Apprenticeships is higher in TVB than the national average (40% v 36%) whilst take-up 

of Higher Apprenticeships is broadly in-line with the national average. There is variation across Berkshire 

with take up of Higher Apprenticeships being highest amongst Bracknell Forest residents and take up of 

Level 2 Apprenticeships amongst Reading and Slough residents. 

The top three subject areas for Apprenticeship starts in TVB are: Business, Administration & Law; Health, 

Public Service & Care; Retail & Commercial Enterprise (table 19). Starts in ICT, whilst comparatively low in 

relation to other subject areas, are higher than the national average.  The proportion of Apprenticeship 

starts in Engineering and Manufacturing Technologies has generally increased over the last four years, 

however remains below the national average.  

Table 19: Apprenticeship starts by subject area, TVB and England  

 2011-12 2012-13 2013-14 2014-15 
England 
2014/15 

Health, Public Services and Care 22% 26% 26% 26% 26% 

Science and Mathematics 0% 0% 0% 0% 0% 

Agriculture, Horticulture and Animal Care 1% 2% 2% 2% 1% 

Engineering and Manufacturing Technologies 9% 8% 14% 12% 15% 

Construction, Planning and the Built Environment 4% 4% 2% 3% 4% 

Information and Communication Technology 6% 4% 6% 5% 3% 

Retail and Commercial Enterprise 20% 20% 20% 19% 18% 

Leisure, Travel and Tourism 5% 4% 4% 4% 3% 

Arts, Media and Publishing 0% 0% 0% 0% 0% 

Education and Training 2% 2% 1% 1% 1% 

Business, Administration and Law 31% 29% 26% 28% 29% 

Grand Total 100% 100% 100% 100% 100% 
Source: Skills Funding Agency 2016 
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Across Berkshire, concentrations of Apprenticeship starts in certain subject areas broadly align with the 

structure of local economies (table 20).  For example, West Berkshire has the largest manufacturing sector 

within Berkshire and the largest proportion of Engineering and Manufacturing Technologies Apprenticeship 

starts.  Similarly Reading has the largest health sector and Slough the largest business administration sector. 

Table 20: Apprenticeship starts by subject area and local authority of learner – 2014/15 
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Health, Public Services and Care 27% 32% 29% 22% 26% 22% 26% 

Agriculture, Horticulture and Animal 
Care 

1% 1% 1% 3% 2% 2% 2% 

Engineering and Manufacturing 
Technologies 

10% 10% 12% 18% 11% 14% 12% 

Construction, Planning and the Built 
Environment 

2% 3% 1% 3% 3% 3% 3% 

Information and Communication 
Technology 

5% 4% 6% 4% 6% 6% 5% 

Retail and Commercial Enterprise 20% 18% 17% 19% 21% 17% 19% 

Leisure, Travel and Tourism 5% 4% 2% 4% 5% 7% 4% 

Education and Training 1% 1% 1% 2% 3% 1% 1% 

Business, Administration and Law 29% 27% 33% 27% 24% 28% 28% 

Grand Total 100% 100% 100% 100% 100% 100% 100% 

Source: Skills Funding Agency 2016 

7.2.5 Providers of Apprenticeship training in Berkshire  

The majority of Apprenticeship training undertaken by Berkshire learners is delivered by Independent 

Training Providers (ITPs) (table 21). When Army provision (classified as ‘Other Public Funded’) is excluded, 

nearly three quarters of the remaining starts in 2014/15 were with ITPs.  25% of starts were with General FE 

and Tertiary Colleges; this is lower than the national average of approximately 30%. 

Table 21: Apprenticeship starts by type of training provider – 2014/15 

  Including Army Excluding Army 

Type of provider Number % Number % 

General FE and Tertiary College              1,440  21%          1,440  25% 

Other Public Funded              1,150  17%                60  1% 

Independent Training Provider (ITP)              4,130  60%          4,130  72% 

Sixth Form College                  110  2% 110 2% 

Specialist College                    40  1%                40  1% 

Grand Total              6,860  100%          5,770  100% 
Source: Skills Funding Agency 2016 
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7.2.6 Achievement rates  

Berkshire’s Apprenticeship achievement rates appear to be comparatively good, sitting just above the 

national average.  However, when examined in more detail, it appears that the high rate is being driven by 

the high achievement rates of those undertaking Apprenticeships with the Army.  Whilst we are unable to 

extract this group from the analysis, we can see that achievement rates amongst those learning with colleges 

and ITPs are lower than the national average47. 

Table B8 (in Annex B) shows Apprenticeship success rates by provider (those located in the Thames Valley 

area).   

7.3. Post-16 Education and Training  

Post-16 ‘Education and Training’ is Further Education (below degree level) learning delivered mainly in a 

classroom, workshop, or through distance or e-learning.  The main providers of ‘Education and Training’ in 

Berkshire are the five Further Education colleges of East Berkshire, Newbury, Reading (Activate Learning), 

Bracknell and Wokingham and BCA (Berkshire College of Agriculture).  

Since 2011/12, the number of ‘Education and Training’ courses started by learners in Berkshire has remained 

about the same.  However, the number of course started by 16-18 year olds has dropped (from about 28,400 

to 21,500) and the number started by over 25s has increased (from approximately 20,500 to 27,700) (table 

22). 

Table 22: Education and training course starts by age  

Age 2011/12 2012/13 2013/14 2014/15 

Under 16 600 500 500 500 

16-18 28,400 28,700 21,500 21,500 

19-24 9,700 10,700 9,100 8,900 

25+ 20,500 25,300 27,900 27,700 
Source: Skills Funding Agency, 2016 

Table 23 sets out how many courses were started in 2014/15 (the last year for which we have data) by subject 

area.  Preparation for Life and Work courses dominate.  In total, 8,300 courses were started in core STEM 

subject areas (Science and Mathematics, Engineering and Manufacturing Technologies and ICT).  

  

                                                           
47 NB Some other areas will also include apprenticeships delivery by the Army, Navy and the Airforce which will influence 
the national average upwards 
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Table 23: Education and training course starts by subject area, 2014/15 

Subject area Starts 

Preparation for Life and Work 26,300 

Languages, Literature and Culture 3,900 

Science and Mathematics (STEM) 3,700 

Arts, Media and Publishing 3,600 

Health, Public Services and Care 3,500 

Construction, Planning and the Built Environment 3,000 

Business, Administration and Law 2,600 

Engineering and Manufacturing Technologies (STEM) 2,500 

Information and Communication Technology (STEM) 2,100 

Retail and Commercial Enterprise 2,000 

Unknown 1,100 

Leisure, Travel and Tourism 1,000 

Not Applicable 900 

Agriculture, Horticulture and Animal Care 800 

History, Philosophy and Theology 600 

Social Sciences 600 

Education and Training 400 

  58,600 
Source: Skills Funding Agency 2016 

7.4 Community Learning  

Community Learning funds a wide range of non-formal courses, ranging from personal development through 

to older people’s learning, IT courses, employability skills, family learning and activities to promote civic 

engagement and community development. Courses may be offered by local authorities, colleges, and 

voluntary and community groups, and include activity specifically targeted at deprived areas and 

disadvantaged groups.  The largest providers of Community Learning in Berkshire are: Slough Borough Council; 

Bracknell and Wokingham College; West Berkshire Council; Bracknell Forest Council; Reading Borough Council 

and Wokingham Borough Council.  

In 2014/15 the number of community learning courses started in Berkshire dropped by about 20% (table 24).  

This was mainly in the over 25s age group.  

Table 24: Community Learning course starts by age 
 

2011/12 2012/13 2013/14 2014/15 

19-24 1,200 1,200 1,300 1,100 

25+ 19,300 19,300 21,000 16,800 

Total 20,500 20,500 22,300 17,900 
Source: Skills Funding Agency 2016 

Preparation for Life and Work and Arts, Media and Publishing courses were the most popular Community 

Learning courses in Berkshire in 2014/15.  Around 300 courses were started in STEM subject areas. Many of 

these are likely to be introduction to IT courses.   
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Table 25: Community learning starts by subject area, 2014/15 

Subject area Starts 

Preparation for Life and Work 4,900 

Arts, Media and Publishing 3,900 

Information and Communication Technology (STEM) 2,900 

Languages, Literature and Culture 1,800 

Health, Public Services and Care 1,400 

Retail and Commercial Enterprise 800 

Leisure, Travel and Tourism 800 

Agriculture, Horticulture and Animal Care 300 

Engineering and Manufacturing Technologies (STEM) 200 

History, Philosophy and Theology 200 

Business, Administration and Law 100 

Education and Training 100 

Construction, Planning and the Built Environment 100 
Source: Skills Funding Agency 2016 

7.5 Gaps between the supply of, and demand, for mid-level skills   

In 2016, as part of the Thames Valley Area Review of Post-16 Education and Training, Thames Valley Berkshire 

LEP brought together data and intelligence from a number of sources to make an assessment of where there 

were gaps in the supply of education and training for mid-skilled occupations (generally speaking Level 2, 3 

and 4).  The aim being to identify where providers could develop or increase provision to help ease skills gaps 

and ultimately stimulate local economic growth.  

This assessment drew on analysis undertaken by the Centre for Progressive Capitalism (http://progressive-

capitalism.net/2016/08/are-there-too-many-hairdressers-and-not-enough-bricklayers/), IPPR/Burning Glass 

Technologies (http://wheretheworkis.org/) and qualitative intelligence gather locally.  A detailed breakdown 

of the ‘under supply occupations’ identified by the Centre for Progressive Capitalism and IPPR/Burning Glass 

Technologies can be found in table B9 (Annex B).  

The two main subject areas in which both the data analysis and qualitative intelligence align to suggest an 

increase in local Level 3 provision is required are: Engineering and Construction  

A third key area is Digital Technologies.  Whilst employers tend to currently prefer to recruit graduates into 

mid-skilled tech roles, with growing demand and skills shortages, and dissatisfaction with computer science 

degrees, there appears to be an opportunity to develop alternative, non-degree level, provision.  

Other areas in which the data suggests there is an undersupply of Level 3 skills provision in occupations are: 

health, care and welfare; and hospitality (predominately chefs)  

Note, some local growth sectors (e.g. Logistics), key skills shortage roles (software developers) and potential 

specialist niches (e.g. life sciences lab technicians) haven’t emerged as ‘under supply occupations’ in the Level 

3/mid-skill supply and demand mapping, but the growth potential of these sectors/occupations coupled with 

existing skills shortages suggest they are also worth considering in terms of developing/growing provision. 

http://wheretheworkis.org/


 

79 
 

7.6 Higher Education provision  

The main provider of Higher Education in Thames Valley Berkshire is the University of Reading.  The University 

had approximately 3,300 undergraduate entrants in 2013/14.  The second largest provider of Higher Education 

in TVB is the University of West London.  This is primarily its Berkshire Institute for Health campus in Reading 

which delivers nursing and midwifery programmes. Berkshire’s five Further Education Colleges also provide 

Higher Education provision particularly in the subject areas of Engineering and Technology; Education; 

Creative Arts, Computer Science and Teacher Training (table 22)  

It is estimated that 66%48 of TVB graduates are retained in the South East region six months after graduating, 

and 20% take up jobs in London.  Thames Valley Berkshire is ranked 25th out of 39 LEP areas on this measure 

of graduate retention.  However, the area outperforms other edge-of-London LEP areas such as Enterprise M3 

(58% graduate retention rate) and Buckinghamshire Thames Valley (53% retention rate)  

Figure 22: Number of undergraduate entrants by subject area and institution, 2013/14  

Source: HEFCE, Higher Education and Local Growth, 2014 (http://www.hefce.ac.uk/analysis/maps/) 

Note: Count of students is full-person equivalents (definition here: https://www.hesa.ac.uk/support/definitions/students)  

                                                           
48 Data from the 2012/13 HESA Destination of Leavers from Higher Education survey (presented in Mapping 

local comparative advantages in innovation: framework and indicators, BIS, 2015)  
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As many Higher Education graduates will not enter the local labour market on completion of their first 

degree it is difficult to identify if there are any ‘gaps’ in provision.   

One point to note however is that no Berkshire-based Higher Education providers currently offer Degree 

Tech Industry Gold Degree Apprenticeships or the Tech Industry Gold Degrees of BSc Software Development 

for Business, BSc IT Management for Business or MSc IT Management for Business.  These are degrees 

designed by employers to provide students with the most relevant academic learning, alongside the 

technical, business and interpersonal skills that place them in high demand in the tech sector 

(https://www.thetechpartnership.com/degrees-and-courses/tech-industry-gold-degrees/) and are therefore 

viewed to be ‘gold standard’. Given the prevalence of the digital technologies sector in Berkshire, and the 

skills shortages highlighted, this is potentially one solution that could be explored.  

7.7 Summary  

It appears that more could be done to encourage employers to take on Apprentices in Berkshire.  The 

proportion of workplaces in TVB employing Apprentices is much lower than the national average.  In addition, 

the relatively low number of applications employers receive for their Apprenticeship vacancies indicates a lack 

of people wishing to take the Apprenticeship route.  Anecdotally, employers find their Apprenticeship 

vacancies much more difficult to fill than their graduate vacancies.   

When looking at mid-skill occupations specifically the evidence suggests a need to further increase/improve 

Engineering & Science and Construction provision.  It is in these two areas that local intelligence has 

highlighted gaps in provision (in terms of what’s on offer locally, and potentially its quality).  Most local colleges 

have provision (and therefore expertise) in these areas, so it would seem sensible to focus on building on these 

strengths.   

In terms of local economic need and growth forecasts, there seems to be scope for Berkshire colleges and the 

University of Reading to strengthen their digital technologies offer.  Currently, most provision is delivered by 

successful ITPs, however, with the number of people required in these roles likely to continue to rise in the 

future, it is an area in which additional, high quality provision appears to be warranted.  

 

 

  

https://www.thetechpartnership.com/degrees-and-courses/tech-industry-gold-degrees/
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Berkshire businesses are finding it increasingly difficult to fill vacancies  

The proportion of Berkshire business with ‘hard-to-fill’ vacancies increased from 6% to 10% between 2013 and 

2015.  And the proportion reporting ‘skills shortage’ vacancies (i.e. difficulties in filling positions due to a lack 

of applicants with the required skills) increased from 5% to 8%.  The vast majority of those struggling to recruit 

state that this is negatively impacting their business.  

Digital technology skills are in very high and growing demand  

The digital technologies sector dominates the Berkshire economy.  A significant proportion of the workforce 

work in the sector (14% compared with just 4% nationally) and it is by far the most important sector to 

Berkshire in terms of its forecasted contribution to future economic growth. Across the economy as a whole, 

approximately 1 in 10 jobs in Berkshire are digital technology specialist roles, which is three times the national 

average.   

Many employers, particularly SMEs, struggle to recruit digital technology specialists, and believe that there 

needs to be more local training provision. Open source software is one area which may warrant particular 

focus. 

STEM skills remain in high demand  

There is an ongoing need for skills in STEM subjects at all levels, particularly at Level 349 and above.  These 

skills are critical for all six of Berkshire’s priority sectors.  Engineering roles can be particularly difficult to fill. 

There remains dissatisfaction with the basic and employability skills of young people  

This is not a new issue and is not one that is confined to Berkshire.  There is a mismatch between employers’ 

expectations and the reality of young people’s level of basic (English and maths) and employability 

(communication, attitude and motivation) skills.   

Communication skills are in high demand at all levels.  

Communication skills are the most sought after skill of Berkshire employers.  The application of this skill varies 

by level and setting but is critical in terms of productive working relationships, providing good customer 

service, client relationship management and the application of technology.   

Management and leadership skills are of critical importance  

Management and leadership capability is a strong driver of an organisation’s performance and thus the 

performance of the local economy.  Staff management skills can directly impact on productivity and retention. 

In Berkshire, management vacancies (although few in number) are the most difficult positions to fill, with half 

of all vacancies proving difficult to fill due to a lack of applicants with the required skills.  Managerial skills 

shortages in Berkshire are particularly concentrated in the hospitality sector.   

                                                           
49 See Annex F for description of qualification levels  
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Entrepreneurialism, innovation and business development skills are vital for future growth  

The picture on current levels of innovation, entrepreneurialism and business development in Berkshire is 

mixed.  Two studies50 identify scope for improving levels of innovation within the sub-region and another51 

ranks Berkshire's private sector businesses about average in terms of their product-market strategies.  

However, business start-up rates are relatively high, and Berkshire has the highest proportion of businesses 

'scaling-up' in the country52 (existing businesses reaching £3 million turnover within three years), which is 

vital for the sub-region's economic growth.  

Priority skills issues are relatively similar across Berkshire 

Most of Berkshire’s priority sectors and job families (and therefore skills issues) are common across the whole 

of Berkshire.  There are, however, some local clusters of economic activity which are likely to create higher 

demand for certain skills in some areas.  For example, the logistics sector is particularly prevalent in the Slough 

(and to a lesser extent Thatcham), the sub-region’s finance and insurance sector is concentrated in Reading 

and the hospitality sector is most prevalent in and around Windsor, and, to a lesser extent, in Reading.  

High Growth Firms (HGFs) cite access to talent as a barrier to growth  

HGFs or ‘scale-ups’ represent one percent of the Berkshire’s registered businesses, but are estimated to 

generate around a fifth of private sector employment53.   Berkshire’s HGFs cite access to skills and staff as their 

main barriers to growth.   

SMEs often find it most difficult to recruit and retain skilled staff  

SMEs tend to find it more difficult to recruit than larger companies (which can be due to a combination of 

small recruitment budgets, a lack of HR expertise and a lack of brand recognition), and are less able to ‘recruit 

on potential’ as they tend not to have the capacity to train and develop staff who don’t have all the required 

skills.  SMEs can find it more difficult to retain staff, sometimes as a result of having fewer career progression 

opportunities.   

International companies face particular challenges 

International companies play a critical role in the Berkshire economy, providing employment for 

approximately a quarter of Berkshire’s employees. They can find it difficult to recruit people from the local 

labour market who are able and willing to travel, and have the skills required to work effectively in a culturally 

diverse environment. 

Brexit could exacerbate skills shortages  

There is concern amongst Berkshire businesses regarding the impact that exiting the European Union could 

have on recruitment, staff retention and skills shortages.  Concerns centre around their ability to recruit non-

UK nationals into high skill/skills shortage roles and losing their current EU talent.  Large companies from the 

digital technologies, lifescience and engineering sectors have been particularly vocal on this subject.   

                                                           
50 Mapping Local Comparative Advantages in Innovation (BIS 2015) and Benchmarking Local Innovation: The Innovation 
Geography of the UK (ERC 2015), 
51 UK Employer Skills Survey 2015, UK Commission for Employment and Skills  
52 Growth Dashboard, June 2015, Business Growth Service and the Enterprise Research Centre  
53 Based on national estimate from the Enterprise Research Centre, 2016 
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Some sectors’ recruitment difficulties are compounded by having a low profile, particularly amongst 

young people  

Some employers in the logistics (warehousing in particular), care and community pharmacy sectors in 

Berkshire who find it difficult to recruit people with the required values and skills cite a lack of awareness of 

what jobs entail as the reason for this.  In the logistics sector, this is in part a result of the transformation of 

the sector due to technological advances.   

The high cost of housing in Berkshire and the quality of the living environment can be a barrier to 

recruitment and retention  

A number of those who provided evidence to inform our research cited the high cost of housing in Berkshire 

as a barrier to attracting people from outside of the area into high-skilled roles.  This was seen to be a particular 

problem in terms of the recruitment of teachers and social workers.  

The quality of the environment was also cited, particularly in relation to young people wanting to live 

somewhere with a ‘buzz’.  Some employers noted that they frequently lose young people to London as the 

lifestyle can be irresistible.  

There is scope for Berkshire employers to increase their training and development of staff 

The amount of training that Berkshire employers currently provide to their staff is lower than the national 

average and lower than that provided by employers in the neighbouring Local Enterprise Partnership (LEP) 

areas of Oxfordshire and Enterprise M3, with whom we compete for investment and talent. However, there 

is an appetite for training, with 46% of employers wanting to provide more, the main barriers to doing so being 

lack of funds and difficulties sparing staff time.  

There are opportunities to further increase the quantity and quality of local education and training 

provision in the areas of Engineering and Science, Construction and Digital Technologies 

The evidence suggests a need to further increase/improve Engineering & Science and Construction training 

provision.  It is in these two areas that gaps in provision have been identified by employers (in terms of what’s 

on offer locally, and its quality).   

There appears to be scope for Berkshire colleges and the University of Reading to strengthen their Digital 

Technologies offer.  Whilst most provision in this area is currently delivered by successful Independent Training 

Providers, as the number of people required in these roles is likely to continue to rise in the future, it is an area 

in which additional, high quality provision appears to be warranted.  

Apprenticeship participation is low and falling  

The proportion of businesses offering Apprenticeships in Berkshire, and the proportion of people taking up 

Apprenticeship opportunities, are lower than the national average.  Coupled with the fact that the number of 

Apprenticeship starts in Berkshire is falling (the latest figures suggest a sharp drop between 2014/15 and 

2015/16) this suggests that this is an area which requires particular attention.  
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Contact details  

Name:    

Company/organisation:    

Sector:   

E-mail address:  

 

 

Is your response: 

 

On behalf of your own company/organisation?        ☐ 

On behalf of employers you work with/represent?  ☐ 
 

If the latter, please describe the type of employers you represent (size, locality, sector etc) below:  

  
 

 

Skills shortages   

Are skills shortages currently inhibiting your company’s (or the group of employers you represent) ability to 

operate/grow?   

    ☐ Yes 

    ☐ No 
 

Have skills shortages become more or less acute over the last two years?  
☐    More acute  

☐    Less acute  

☐    About the same  

☐    Don’t know  

In what job roles do you (or the group of employers you represent) have particular skills deficiencies? (either 

in your existing workforce or skills you find difficult to find when recruiting) 

 

 

What are the main skills deficiencies you (or the group of employers you represent) currently face?  

 

Do you think an increase/improvement in local training provision in the areas in which you have skills 

deficiencies would help reduce skills shortages?  

  ☐ Yes 



 

85 
 

  ☐ No 
 

11a If no, why not?  

 

 

Do you have any other comments on the evidence base or about skills shortages, their impact and how you 

think they should be addressed?  

 

Can we attribute your responses to your organisation/company?  

 

 

 

Thank you  

 

  

☐ Yes 

☐ 

No, please keep my response 

anonymous  
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–

Table B1: Sub-sector specialisms (concentration of employment)  

Broad sector and key sub-sectors within them Jobs Concentration 

Information and communication   

Computer consultancy activities 23,000 4 times the national average54 

Telecommunications 17,000 5 times the national average 

Computer programming activities 13,500 6 times the national average 

   

Professional, scientific and technical   

Business and other management consultancy activities 9,100 1.2 times the national average 

Activities of head offices 9,000 Twice the national average 

Other research and experimental development on natural 
sciences and engineering 

7,500 4 times the national average 

Engineering activities and related technical consultancy 6,100 In line with the national average 

Advertising 4,100 Twice the national average  

Market research and public opinion polling 4,000 5 times the national average 

   

Manufacturing   

Manufacture of weapons and ammunition  5,200 22 times the national average (AWE) 

Manufacture of soap, detergents etc 900 Twice the national average 

Manufacture of basic pharmaceutical products 800 5 times the national average 

   

Wholesale and retail   

Wholesale of household goods 9,500 Twice the national average  

Wholesale of information and communication equipment 7,100 7 times the national average  

Retail sale of information and communication equipment 2,400 3 times the national average  

Non-specialised wholesale trade 2,300 Twice the national average  

Wholesale on a fee or contract basis 1,900 Twice the national average  

   

Energy/utilities    

Sewerage 2,300 6 times the national average 

Extraction of crude petroleum 1,400 5 times the national average  

   

Business administration and support   

Renting and leasing of motor vehicles 2,000 Twice the national average  

   

Arts, entertainment and recreation    

Amusement and recreation activities 2,800 Twice the national average  

   

Other services    

Repair of computers and communication equipment 4,300 7 times the national average 
Source: EMSI Analyst (based on the Business Register and Employment Survey 2014 and Labour Force Survey 2014, ONS)  

The sectors and sub-sectors listed are based on broad Standard Industrial Classification (SIC) codes 

developed by the Office for National Statistics.  When identifying priority sectors and occupations for the 

Statement we combined codes in a more nuanced way to better define whole sectors by taking into 

account supply chains.  

                                                           
54 Sub-sector employment as a proportion of overall local employment, compared with the national average (location 
quotients) 
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Table B2: Online job postings - Top occupations 2013/14 - 2014/15  

 

Source: Labour Insight, Burning Glass Technologies, July 2015 
Note: Figures may not sum due to rounding  

 

  

Occupation

July 2013 - 

June 2014

July 2014 - 

June 2015

Changing 

demand

Software Developer / Engineer 6.0 7.1 1.0

Sales Representative 4.3 3.3 -1.0

Computer Support Specialist 2.5 2.8 0.3

Network Engineer / Architect 2.1 2.5 0.4

Registered General Nurse (RGN) 1.4 2.0 0.7

Project Manager 1.4 1.7 0.3

Retail Supervisor 1.9 1.7 -0.3

Customer Service Representative 1.5 1.6 0.1

Office / Administrative Assistant 1.7 1.6 0.0

Sales Manager 2.0 1.6 -0.4

Account Manager / Representative 1.9 1.6 -0.4

Secondary School Teacher (Middle School) 1.6 1.5 -0.1

Systems Analyst 1.1 1.3 0.2

Marketing Manager 1.6 1.3 -0.3

Information Security Engineer / Analyst 0.9 1.2 0.4

Business / Management Analyst 0.8 1.2 0.4

Family / School / General Social Worker 1.1 1.2 0.2

Delivery Driver 1.3 1.2 -0.1

Network / Systems Administrator 1.1 1.1 0.0

Recruiter 1.3 1.0 -0.3

Web Developer 0.9 1.0 0.1

Labourer / Material Handler 1.2 1.0 -0.3

Accountant 1.0 1.0 0.0

Restaurant / Food Service Supervisor 1.0 0.9 -0.1

Software QA Engineer / Tester 0.6 0.9 0.3

Healthcare Manager 0.9 0.9 0.0

Cook 1.2 0.9 -0.3

Mechanical Engineer 0.8 0.9 0.1

Retail Sales Associate 1.0 0.9 -0.2

Database Administrator 0.8 0.9 0.1

% of all job postings
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Table B3: Online job postings – Top specialist skills in demand 2013/14 - 2014/15 

 

Source: Labour Insight, Burning Glass Technologies, July 2015 
Note: Figures may not sum due to rounding  

  

Specialist skills

July 2013 - 

June 

2014

July 2014 - 

June 

2015

Changing 

demand

Sales 9.7 8.0 -1.8

Business Management 8.5 7.6 -0.8

SQL 6.1 6.8 0.7

Telecommunications 5.0 6.0 1.1

Business Development 6.1 5.2 -0.9

JavaScript 4.4 4.9 0.5

Information Technology Industry Experience 4.3 4.7 0.4

Accountancy 4.5 4.6 0.0

Technical Support 4.3 4.5 0.3

LINUX 3.6 4.4 0.8

Microsoft C# 3.8 4.1 0.3

Oracle 3.7 4.1 0.4

Java 3.2 3.7 0.6

.NET Programming 3.5 3.7 0.2

C++ 3.4 3.7 0.3

ITIL 2.9 3.5 0.7

Mathematics 4.5 3.1 -1.4

SQL Server 3.1 3.0 -0.1

Key Performance Indicators 4.4 3.0 -1.5

Account Management 3.2 2.9 -0.3

Repair 2.9 2.9 0.0

Cisco 2.1 2.9 0.8

It Support 2.5 2.8 0.3

SAP 2.7 2.8 0.1

Collaboration 2.6 2.8 0.2

Sales Management 3.0 2.7 -0.3

Business Process 2.5 2.7 0.2

Mentoring 2.8 2.6 -0.2

Business Analysis 2.0 2.6 0.6

Procurement 2.5 2.5 0.0

% of all job postings
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Table B4: Online job postings – Top general skills in demand 2013/14 - 2014/15 

 
Source: Labour Insight, Burning Glass Technologies, July 2015 
Note: Figures may not sum due to rounding  

  

General skills

July 2013 - 

June 

2014

July 2014 - 

June 

2015

Changing 

demand

Communication Skills 36.5 35.4 -1.1

Planning 13.4 13.0 -0.4

Customer service 11.6 11.5 -0.1

Writing 11.4 11.1 -0.3

Microsoft Excel 11.7 10.4 -1.3

Project Management 10.9 10.3 -0.5

Organisational Skills 9.8 9.7 -0.1

Problem Solving 8.7 8.8 0.0

Detail-Orientated 9.2 8.7 -0.5

Building Effective Relationships 7.9 7.8 -0.1

Team Work 8.1 7.8 -0.3

Microsoft Office 7.1 7.0 -0.1

English 7.0 6.8 -0.2

Computer Skills 7.1 6.7 -0.4

Microsoft Windows 6.6 6.6 0.0

Leadership 6.0 5.6 -0.5

Creativity 6.0 5.2 -0.8

Research 5.3 5.2 -0.1

Troubleshooting 4.1 5.1 1.0

Presentation Skills 5.1 4.8 -0.3

Budgeting 4.9 4.3 -0.5

Quality Assurance and Control 4.2 4.2 0.1

Time Management 4.0 3.8 -0.2

Management 3.9 3.5 -0.4

Staff Coordination 3.6 3.4 -0.2

Meeting Deadlines 3.6 3.3 -0.4

Microsoft Powerpoint 3.6 3.2 -0.4

Teaching 3.7 3.1 -0.6

Multi-Tasking 3.0 3.0 0.0

Supervisory Skills 2.7 2.8 0.1

% of all job postings
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Table B5: Online job postings – Top computing skills in demand 2013/14 - 2014/15 

 

  

Computing skills

July 2013 - 

June 

2014

July 2014 - 

June 

2015

Changing 

demand

Microsoft Excel 11.7 10.4 -1.3

Microsoft Office 7.1 7.0 -0.1

SQL 6.1 6.8 0.7

Microsoft Windows 6.6 6.6 0.0

JavaScript 4.4 4.9 0.5

LINUX 3.6 4.4 0.8

Microsoft C# 3.8 4.1 0.3

Oracle 3.7 4.1 0.4

Java 3.2 3.7 0.6

.NET Programming 3.5 3.7 0.2

C++ 3.4 3.7 0.3

ITIL 2.9 3.5 0.7

Microsoft Powerpoint 3.6 3.2 -0.4

SQL Server 3.1 3.0 -0.1

SAP 2.7 2.8 0.1

UNIX 2.3 2.3 0.0

Transmission Control Protocol / Internet Protocol (Tcp / Ip) 1.8 2.2 0.4

jQuery 1.8 1.9 0.1

Extensible Markup Language (XML) 2.0 1.8 -0.1

Scrum 1.3 1.8 0.5

Prince 1.5 1.7 0.3

Enterprise Resource Planning (ERP) 1.3 1.6 0.3

hypertext preprocessor (php) 1.5 1.6 0.0

Microsoft Sharepoint 1.8 1.5 -0.2

Domain Name System (DNS) 1.1 1.4 0.3

HTML5 1.3 1.4 0.1

Python 1.0 1.4 0.4

MySQL 1.3 1.4 0.1

Microsoft Word 1.4 1.3 -0.1

PERL 1.0 1.1 0.0

% of all job postings
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Table B6: Top online job postings for engineering and science roles  

 

Source: Labour Insight, Burning Glass Technologies, July 2015 
Note: Figures may not sum due to rounding  

 

  

Occupation

July 2013 - 

June 

2014

July 2014 - 

June 

2015

Changing 

demand

Design and development engineers 0.7 0.7 0.0

Other engineering professionals 0.5 0.6 0.1

Other science, engineering and production technicians 0.5 0.5 0.0

Engineering technicians 0.4 0.5 0.1

Civil engineers 0.4 0.4 0.0

Electrical engineers 0.3 0.3 0.0

Mechanical engineers 0.3 0.3 -0.1

Biological scientists and biochemists 0.2 0.2 0.0

Laboratory technicians 0.2 0.2 0.0

Quality assurance technicians 0.1 0.2 0.0

Production and process engineers 0.1 0.1 0.0

Electronics engineers 0.1 0.1 0.0

Other natural and social science professionals 0.1 0.1 0.0

Chemical scientists 0.1 #N/A #N/A

% of all job postings
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Table B7: Starts by provider  

Provider Mainly providing… Starts  

Activate Learning Education and training  11,700 

East Berkshire College Education and training  11,300 

Bracknell and Wokingham College Education and training  10,100 

Newbury College Education and training  6,100 

Slough Borough Council Community learning  5,800 

Workers' Educational Association Education and training  3,200 

Bracknell Forest Borough Council Community learning  3,100 

Reading Borough Council Community learning  2,900 

West Berkshire Council Community learning  2,500 

The Henley College Education and training  2,500 

Learndirect Limited Education and training  2,100 

The Sixth Form College Farnborough Education and training  2,100 

Berkshire College of Agriculture, The (BCA) Education and training  1,900 

Chichester College Education and training  1,700 

Milton Keynes College Education and training  1,700 

Wokingham Council Community learning  1,600 

Prevista Ltd Education and training  1,100 

British Army Apprenticeships 1,100 

Basingstoke College of Technology Education and training  700 

Strode's College Education and training  700 

B2b Engage Limited Education and training  600 

Farnborough College of Technology Education and training  600 

Uxbridge College Education and training  600 

Sparsholt College Education and training  600 

Central Sussex College Education and training  500 

Barnardo's Education and training  500 

Hampshire County Council Community learning  500 

Chiltern Training Limited Apprenticeships 400 

Surrey County Council Community learning  400 

City College Brighton and Hove Education and training  400 

Lifetime Training Group Limited Apprenticeships 400 

Buckinghamshire County Council Community learning  400 

Queen Mary's College Education and training  400 

West Berkshire Training Consortium Education and 
training/Apprenticeships 

400 

HIT Training Ltd Apprenticeships 300 

A4E Ltd Education and training 300 

Source: Skills Funding Agency 2016 
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Table B8: Apprenticeship success rates for Thames Valley providers (all ages and levels)  

Institution Name Institution Type 2011-12 2012-13  2013-14 2014-
15* 

Haddon Training Limited Private Sector Public Funded 92.4 89.0 86.2 89.0 

QA Limited Private Sector Public Funded No data 83.0 85.3 86.2 

UK Training & Development Limited Private Sector Public Funded 77.3 89.9 86.9 84.3 

Newbury College General FE and Tertiary College 65.3 57.0 70.0 83.0 

West Berkshire Training Consortium Private Sector Public Funded 75.3 78.0 84.6 82.5 

Engineering Trust (Formerly - Isis Training 
Services Limited)  

Private Sector Public Funded 80.0 84.4 80.0 78.0 

Chiltern Training Limited Private Sector Public Funded 74.8 75.8 76.8 77.8 

Abingdon and Witney College General FE and Tertiary College 75.6 63.6 84.2 76.9 

Icon Vocational Training Limited Private Sector Public Funded 85.9 76.0 71.6 76.5 

Aylesbury College General FE and Tertiary College 72.4 79.6 71.5 75.6 

Amersham & Wycombe College General FE and Tertiary College 67.4 70.7 81.1 74.4 

Introtrain (Ace) Limited Private Sector Public Funded 93.7 82.0 77.7 72.9 

Kaplan Financial Limited Private Sector Public Funded 78.6 79.1 77.5 71.7 

ACTIVATE LEARNING (Reading, OCVC, 
Banbury and Bicester Colleges) 

General FE and Tertiary College No data 63.3 51.0 71.6 

Bracknell and Wokingham College General FE and Tertiary College 51.8 71.1 76.6 71.5 

Span Training & Development Limited Private Sector Public Funded 71.4 77.4 81.6 70.3 

HIT Training Ltd Private Sector Public Funded 73.2 69.8 68.3 68.9 

ATG Training Private Sector Public Funded 77.3 39.4 86.3 68.1 

Berkshire College of Agriculture, The 
(BCA) 

Specialist College No data No data 88.9 66.7 

East Berkshire College General FE and Tertiary College 70.9 61.8 57.8 64.2 

Paragon Education & Skills Limited Private Sector Public Funded 67.6 71.6 70.1 62.0 

Source: Skills Funding Agency 2016 

*Achievement rate (new measure)  
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Table B9: Mid-level occupations identified as having an ‘undersupply’ of local training provision   

Job family 

Full-time L3 FE provision and 
Apprenticeships 

(Centre for Progressive Capitalism – 
Policy Network) 

Middle-skill roles 
(IPPR –Where the work is) 

 
Undersupply occupations Undersupply occupations Education level 

preferred by 
employers 

Digital 
technologies 

 IT engineers and technicians   IT technicians  HE 

Science and 
engineering 

 Engineering and 
planning/process/production 
technicians  

 Mechanical technicians and 
maintenance  

 Standards/regulation 
inspectors/health & safety 

 Science, engineering & production 
technicians  

FE 

Business and 
finance 

  Accountancy and finance 
technicians  

  HR and industrial relations 
officers  

  Financial service 
analysts/advisors, brokers  

 Administrative  

 Associate professionals 

FE/school 
HE 

Hospitality  Chefs 

 Catering and bar managers  

 Food prep and hospitality trades  FE/school 

Health, care and 
welfare 

 Child, youth and community 
workers 

 Medical, dental and health 
technicians  

 Welfare and housing officers 

 Caring personal services 

 Welfare & housing associate 
professionals 

  Childcare and related personal 
services 

FE 
HE/FE 
FE 

Education  Vocational and industrial trainers 
and instructors 

 Teaching and educational support 
assistants  

  

Construction  Electricians and electronic trades 

 Other construction trades 

 Electrical and electronics FE 

Manufacturing  Metals, tools and instruments 
manufacturing (likely to mainly 
related to AWE) 

 Metal machining, fitting and 
instrument making (likely to 
mainly related to AWE)  

FE 

Sales, marketing 
and customer 
service 

 Marketing associate professionals  Sales, marketing & related 
associate professionals  

HE 

Logistics and 
warehousing 

 Stock control and distribution 
clerks  

  

Automotive 
 

 Vehicle trades FE 

Land-based 
 

 Agriculture and related FE 

Public services  
 

 Public service and other 
professionals 

HE 

Source: Centre for Progressive Capitalism and IPPR 
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–

Digital technologies 

 

  

                                                           
55 Note – Extracts from three Sector Proposition documents produced by TVB LEP to help attract new companies into the 
sub-region.  
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Life sciences and healthcare  
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Energy and environment  
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Priority sectors – Standard Industrial Classification code definitions  

Description SIC code 

Digital technologies 
 

Manufacture of computer, electronic and optical products 26 

Manufacture of electrical equipment 27 

Software publishing 58.2 

Telecommunications 61 

Computer programming, consultancy and related activities 62 

Data processing, hosting and related activities; web portals 63.1 

Life sciences and healthcare 
 

Manufacture of basic pharmaceutical products and pharmaceutical preparations 21 

Manufacture of irradiation, electromedical and electrotherapeutic equipment 26.6 

Manufacture of medical and dental instruments and supplies 32.5 

Wholesale of pharmaceutical goods 46.46 

Research and experimental development on biotechnology 72.11 

Human health activities 86 

Energy and environment 
 

Mining of coal and lignite 05 

Extraction of crude petroleum and natural gas 06 

Mining support service activities 09 

Manufacture of refined petroleum products 19.20 

Processing of nuclear fuel 24.46 

Electric power generation, transmission and distribution 35.1 

Manufacture of gas; distribution of gaseous fuels through mains 35.2 

Water collection, treatment and supply 36 

Treatment and disposal of hazardous waste 38.22 

Environmental consulting activities 74.90/1 

Financial, professional and business services 
 

Financial service activities, except insurance and pension funding 64 

Insurance, reinsurance and pension funding, except compulsory social security 65 

Activities auxiliary to financial services and insurance activities 66 

Legal and accounting activities 69 

Activities of head offices; management consultancy activities 70 

Advertising and market research 73 

Rental and leasing activities 77 

Employment activities 78 

Services to buildings and landscape activities 81 

Office administrative, office support and other business support activities 82 
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Description SIC code 

Construction and built environment 
 

Construction of buildings 41 

Civil engineering 42 

Specialised construction activities 43 

Architectural activities 71.11 

Logistics  
 

Wholesale trade, except of motor vehicles and motorcycles 46 

Freight rail transport 49.2 

Freight transport by road and removal services 49.4 

Sea and coastal freight water transport 50.2 

Freight air transport 51.21 

Warehousing and storage 52.10 

Service activities incidental to water transportation 52.22 

Cargo handling 52.24 

Other transportation support activities 52.29 

Postal activities under universal service obligation 53.1 

Other postal and courier activities 53.2 

Education  
 

Education 85 

Hospitality 
 

Hotels and similar accommodation 55.1 

Holiday and other short-stay accommodation 55.2 

Camping grounds, recreational vehicle parks and trailer parks 55.3 

Food and beverage service activities 56 

Care 
 

Residential care activities 87 

Social work activities without accommodation 88 
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Priority job families – Standard Occupational Classification code definitions  

Description SOC code 

Digital technologies 
 

Information technology and telecommunications directors 1136 

IT specialist managers 2133 

IT project and programme managers 2134 

IT business analysts, architects and systems designers 2135 

Programmers and software development professionals 2136 

Web design and development professionals 2137 

Other information technology and telecommunications professionals  2139 

IT operations technicians 3131 

IT user support technicians 3132 

Telecommunications engineers 5242 

IT engineers 5245 

Engineering and science 
 

Production managers and directors in mining and energy 1123 

Waste disposal and environmental services managers 1255 

Chemical scientists 2111 

Biological scientists and biochemists 2112 

Physical scientists 2113 

Other natural and social science professionals  2119 

Civil engineers 2121 

Mechanical engineers 2122 

Electrical engineers 2123 

Electronics engineers 2124 

Design and development engineers 2126 

Production and process engineers 2127 

Other engineering professionals  2129 

Conservation professionals 2141 

Environment professionals 2142 

Research and development managers 2150 

Quality control and planning engineers 2461 

Quality assurance and regulatory professionals 2462 

Environmental health professionals 2463 

Laboratory technicians 3111 

Electrical and electronics technicians 3112 

Engineering technicians 3113 

Building and civil engineering technicians 3114 

Quality assurance technicians 3115 

Planning, process and production technicians 3116 

Other science, engineering and production technicians  3119 

Health and safety officers 3567 
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Description SOC code 

Health, care and welfare 
 

Health services and public health managers and directors 1181 

Social services managers and directors 1184 

Health care practice managers 1241 

Residential, day and domiciliary care managers and proprietors 1242 

Medical practitioners 2211 

Psychologists 2212 

Pharmacists 2213 

Ophthalmic opticians 2214 

Dental practitioners 2215 

Medical radiographers 2217 

Podiatrists 2218 

Other health professionals  2219 

Physiotherapists 2221 

Occupational therapists 2222 

Speech and language therapists 2223 

Other therapy professionals  2229 

Nurses 2231 

Midwives 2232 

Social workers 2442 

Other welfare professionals  2449 

Paramedics 3213 

Dispensing opticians 3216 

Pharmaceutical technicians 3217 

Medical and dental technicians 3218 

Other health associate professionals 3219 

Youth and community workers 3231 

Child and early years officers 3233 

Counsellors 3235 

Nursery nurses and assistants 6121 

Childminders and related occupations 6122 

Nursing auxiliaries and assistants 6141 

Ambulance staff (excluding paramedics) 6142 

Dental nurses 6143 

Care workers and home carers 6145 

Senior care workers 6146 

Care escorts 6147 

Hospital porters 9271 

Construction 
 

Production managers and directors in construction 1122 

Civil engineers 2121 

Architects 2431 

Quantity surveyors 2433 
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Description SOC code 

Chartered surveyors 2434 

Chartered architectural technologists 2435 

Construction project managers and related professionals 2436 

Building and civil engineering technicians 3114 

Quality assurance technicians 3115 

Planning, process and production technicians 3116 

Architectural and town planning technicians 3121 

Steel erectors 5311 

Bricklayers and masons 5312 

Roofers, roof tilers and slaters 5313 

Plumbers and heating and ventilating engineers 5314 

Carpenters and joiners 5315 

Glaziers, window fabricators and fitters 5316 

Other construction and building trades  5319 

Plasterers 5321 

Floorers and wall tilers 5322 

Painters and decorators 5323 

Construction and building trades supervisors 5330 

Scaffolders, stagers and riggers 8141 

Road construction operatives 8142 

Rail construction and maintenance operatives 8143 

Construction operatives n.e.c. 8149 

Elementary construction occupations 9120 

Logistics 
 

Managers and directors in transport and distribution 1161 

Managers and directors in storage and warehousing 1162 

Large goods vehicle drivers 8211 

Van drivers 8212 

Fork-lift truck drivers 8222 

Elementary storage occupations 9260 

Education 
 

Higher education teaching professionals 2311 

Further education teaching professionals 2312 

Secondary education teaching professionals 2314 

Primary and nursery education teaching professionals 2315 

Special needs education teaching professionals 2316 

Senior professionals of educational establishments 2317 

Education advisers and school inspectors 2318 

Other teaching and other educational professionals  2319 

Vocational and industrial trainers and instructors 3563 

Careers advisers and vocational guidance specialists 3564 

Teaching assistants 6125 

Educational support assistants 6126 
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Description SOC code 

Business and finance 
 

Financial managers and directors 1131 

Purchasing managers and directors 1133 

Other functional managers and directors  1139 

Financial institution managers and directors 1150 

Chartered and certified accountants 2421 

Management consultants and business analysts 2423 

Business and financial project management professionals 2424 

Actuaries, economists and statisticians 2425 

Business and related research professionals 2426 

Other business, research and administrative professionals  2429 

Estimators, valuers and assessors 3531 

Brokers 3532 

Insurance underwriters 3533 

Finance and investment analysts and advisers 3534 

Taxation experts 3535 

Importers and exporters 3536 

Financial and accounting technicians 3537 

Financial accounts managers 3538 

Other business and related associate professionals  3539 

Buyers and procurement officers 3541 

Business sales executives 3542 

Credit controllers 4121 

Book-keepers, payroll managers and wages clerks 4122 

Bank and post office clerks 4123 

Finance officers 4124 

Other financial administrative occupations  4129 

Pensions and insurance clerks and assistants 4132 

Sales and customer service 
 

Business sales executives 3542 

Sales accounts and business development managers 3545 

Call and contact centre occupations 7211 

Other customer service occupations  7219 

Customer service managers and supervisors 7220 

Hospitality  
 

Hotel and accommodation managers and proprietors 1221 

Restaurant and catering establishment managers and proprietors 1223 

Publicans and managers of licensed premises 1224 

Chefs 5434 

Cooks 5435 

Catering and bar managers 5436 

Housekeepers and related occupations 6231 

Kitchen and catering assistants 9272 
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Description SOC code 

Waiters and waitresses 9273 

Bar staff 9274 
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Entry Entry Level Award, Certificate, Diploma 
English for Speakers of Other Languages (ESOL) 
Skills for Life 
Functional Skills (English, maths, ICT) 
Essential Skills 

1 GCSEs (grades D-G) 
Award, Certificate, Diploma (City & Guilds, CACHE, OCR, BTEC/Edexcel/Pearson) 
English for Speakers of Other Languages (ESOL) 
NVQ Level 1 
First Certificate 
Functional Skills 
Essential Skills  
Music (grades 1-3) 

2 GCSEs (grades A*-C) 
O Levels (grades A-C) 
Award, Certificate, Diploma (City & Guilds, CACHE, OCR, BTEC/Edexcel/Pearson) 
English for Speakers of Other Languages (ESOL) 
NVQ Level 2 
National Certificate/Diploma 
Intermediate apprenticeship 
Functional Skills 
Essential Skills  
Music (grades 4-5) 

3 A Levels (grades A-E) 
AS Levels 
Award, Certificate, Diploma (City & Guilds, CACHE, OCR, BTEC/Edexcel/Pearson) 
English for Speakers of Other Languages (ESOL) 
Access to Higher Education Diploma 
Foundation Diploma (Art and Design) 
NVQ Level 3 
Advanced apprenticeship 
National Certificate/Diploma 
International Baccalaureate (IB) Diploma 
Music (grades 6-8) 

4 Higher National Certificate (HNC) 
Certificate of Higher Education (CertHE) 
Higher apprenticeship3 

5 Higher National Diploma (HND) 
Diploma of Higher Education (DipHE) 
Foundation Degree 
NVQ Level 4 

6 Degree with Honours (eg BA Hons, BSc Hons) 
Degree apprenticeship 
Graduate Certificate 
Graduate Diploma 
Ordinary Degree (without Honours) 

7 Postgraduate Certificate 
Postgraduate Diploma 
Master’s Degree (eg MA, MSc, MBA, MPhil) 
Integrated Master’s Degree (eg MEng) 
Postgraduate Certificate in Education (PGCE) 
NVQ Level 5 

8 Doctorate (eg PhD, DPhil, EdD, DClinPsy) 

 


