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Foreword 
 
Local Enterprise Partnerships (LEPs) are the employer led bodies 
charged with driving forward economic growth in their local 
area. They involve a partnership between employers, local 
authorities and providers of education and training, all of whom 
have key roles to play in promoting growth and sustainable 
employment. Government is increasingly looking to LEPs to 
develop programmes that reflect local needs and assets and 
giving them greater control and influence over substantial 
funding streams.  
 
 
Coventry and Warwickshire LEP has a growth strategy for the area and have 
negotiated with government for the freedoms and resources necessary for us to 
achieve our ambitions. A plan for how we will work together to develop the skills of our 
people, so that Coventry and Warwickshire becomes even more attractive as a place 
to do business is central to that strategy. We have set up a Jobs and Skills Business 
Group to lead our work in this area and this plan sets out their thinking on the way 
forward and some of the evidence on which it is based. 
 
The LEP is committed to achieving its goals through building effective partnerships 
and working collaboratively. The Jobs and Skills Business Group which drew up this 
plan has therefore consulted widely about its contents and received widespread 
support from all key stakeholder groups. 
 
Developing and improving skills is important to all of us, whether as employers or 
employees, students, parents or teachers or simply as citizens and neighbours. I would 
urge you therefore to read this document, discuss it with colleagues and let us know 
how you might help us take the vision forward. We have a unique opportunity to 
shape the skills system to meet local needs and priorities and would welcome your 
contribution to putting the strategy into effect. 
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Introduction 

Purpose of the Skills Strategy 
 
This skills strategy is intended to support the overall objectives of the 
Coventry and Warwickshire Local Enterprise Partnership (LEP) by promoting 
the development of a highly skilled workforce with the attitudes and 
ambitions needed to drive economic growth and create jobs. It adopts a 
broad definition of skills and covers all aspects of the education and training 
system including 
 

• The initial education of young people, whether in schools, colleges, 
universities or private and voluntary training providers 

• The continuing training and development of those in employment at 
all levels to help improve their skills and performance 

• The retraining of those not in work to improve their employability and 
help meet skills shortages 

 
The plan seeks to provide a stable planning framework for skills by setting out 
agreed priorities for the period 2014 – 2019 enabling all partners to align 
their programmes towards shared goals. 
 
 
Taking the strategy forward 
 
The implementation of the strategy is not for CWLEP and the Jobs and Skills 
Business Group alone. Its success will depend on the active engagement of a 
range of partners, some of whom are represented on the LEP board or its sub 
groups but many of whom are not. Crucially it will require an increased level 
of partnership working between the many education and training providers 
across the area and the even larger number of employers to whose needs the 
skill system has to respond. The Jobs and Skills Business Group is very 
conscious that there is a great deal of good work going on, and in the initial 
stages of implementing the plan the Group will need to focus on establishing 
which of its priority actions are already being driven forward by local 
stakeholders and which require extra impetus. 
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CWLEP will therefore facilitate the implementation of the skills 
strategy in four main ways: 
 

• It will set out in the strategy and clearly communicate to all 
stakeholders a succinct set of strategic priorities so that they can align 
their individual actions with the common goal. 

 
• It will pilot a limited number of innovative projects that demonstrate 

new ways of working to overcome longstanding problems. 
 

• It will draw on its own extensive links with the employer community to 
help build a deeper and more sustained engagement between firms 
(including SMEs) their supply chains and the world of publicly funded 
education 

 
• It will seek to monitor the progress made by its many partners towards 

shared goals and seek to mobilise resources where greater support 
seems to be needed. 

 

Development of the strategy 
 
This strategy has been developed by the Jobs and Skil ls  Business 
Group in consultation with representatives of local employers and 
training providers.  The composition and remit of the group is 
attached as Annex 1. A draft strategy was distributed widely among 
stakeholders in order to help extend and refine it ,  and in particular 
to consider how best to take forward those priorities that have been 
agreed.  
 
The strategy is not so much a blueprint as a set of high level aims and 
aspirations. It therefore provides many opportunities for stakeholders to 
shape the local skills system to enable it better to deliver agreed goals, and to 
participate in determining the practical steps needed to move forward. The 
engagement of partners does not end with the production of this final 
strategy document; if we are to be successful that step is only the beginning. 
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The CWLEP vision 

 
The overall aim of CWLEP is to drive forward growth in the area, remove 
barriers to growth and to create more high value jobs. The skills strategy 
seeks to support this by developing a workforce with the right skills to meet 
employers’ needs. Our vision is one where: 
 

• Employers have confidence in the quality and relevance of local 
education and training provision and understand where to go to access 
support and funding. 

 
• Employers and education providers develop close and effective working 

relationships jointly developing programmes at all levels to reflect the 
practical needs of businesses as well as the skills and knowledge for 
personal advancement 

 
• All young people leaving school, college or university have not only the 

technical skills needed for sustainable employment but the ability to be 
enterprising and innovative, capable of showing initiative and 
resilience and having high ambitions 

 
• More young people choose to develop higher skills in science, 

technology, engineering or mathematics (STEM) and to apply them in 
high value added technical occupations in the area 

 
• All employees have the opportunity to improve and extend their skills 

throughout their working life and to deploy them to help drive 
productivity and growth 

 
• Those who are unemployed are supported to retrain and acquire the 

skills needed for long term, satisfying and productive employment. 
 

• Individuals and employers are clear about the benefits of training and 
invest more in developing skills alongside publicly funded provision 
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The context for the strategy 
 
Supply and demand for skills 
 
This skills strategy, like the growth strategy that it supports, is based on a 
detailed analysis of the local context. In particular it reflects an analysis of 
the supply of and demand for skills in the light of both trends in the wider 
economy and the strengths, assets and ambitions of Coventry and 
Warwickshire. 
 
The local economy as a whole has a higher than national average proportion 
of its workforce engaged in private sector occupations. This presents 
opportunities to take advantage of current government policies intended to 
rebalance the national economy towards such jobs, and away from public 
sector employment.  In Coventry however the proportion of public sector jobs 
has in recent years been higher than average resulting in a need for above 
average job creation in the private sector to offset the current drop in 
government employment. 
 
The proportion of the workforce within the LEP area that is employed in 
Manufacturing and in Energy and Water is likewise above the national 
average. Within these sectors, the LEP has particular strengths in Advanced 
Manufacturing and Engineering and Low Carbon Technologies, and in 
associated R&D supplied by major internationally renowned companies, plus 
private and public sector research establishments. The sectors concerned are 
areas of global significance, combining high added value and major potential 
for growth. Many of the organisations involved, however, are SMEs, which 
face particular problems in addressing issues of adequate skills supply. 
 
Along with the rest of the country, however, the large majority of jobs in the 
LEP area are in services sectors. Even allowing for the fact that a number of 
these – for example in Distribution and in Transport & Communications – are 
likely to be geared towards serving companies engaged in Advanced 
Manufacturing and Engineering, this still leaves well over two-thirds of the 
LEP’s workforce employed in generalised service occupations, including Hotels 
& Restaurants, Health & Social Care and Banking & Insurance. To be fully 
effective the LEP’s Skills Strategy must take this balance of job opportunities 
into account.     
 
There are significant differences between the economic profiles of the six 
constituent Local Authorities encompassed by the LEP. Warwick is more 
prominent economically relative to its size than might be expected, whilst the 
opposite applies in the case of Coventry. Unemployment rates are highest 
here, and also in Nuneaton & Bedworth. The populations of North 
Warwickshire and Stratford have age profiles that are notably older than for 
the rest of the LEP area. 
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Nationally some 16% of unfilled vacancies are reported to be caused by skills 
shortages – most commonly in Skilled Trades; Professional and Associate 
Professional roles. Whilst only 5% of employees are said to have skills 
deficiencies (“skills gaps”), some 13% of employers are thus affected. The 
Manufacturing; Wholesale & Retail; Community, Social & Personal Services; 
and Business Services sectors experience above average skills issues across a 
wide range of occupational roles. 
 
Skills shortages and skills gaps are connected, in that the recruitment of 
inappropriately qualified individuals in the first place not surprisingly leads to 
skills gaps later on. Problems with staff retention are another major cause of 
skills gaps. 
 
Across the whole national economy, an increasing demand for staff capable 
of filling Managerial; Professional; and Associate Professional roles is set to 
continue to 2020 and beyond. Skills demands are becoming further polarised, 
with low-skilled jobs remaining a significant part of the economy, especially in 
Services. It is also important to note that job vacancies will continue to arise 
much more commonly from the need to replace those leaving the workforce 
than from the creation of new jobs. Significant job opportunities are 
therefore likely to remain, even within sectors and occupations that are in 
decline as a proportion of total employment.   
 
Employers’ reported skills needs tend to focus on technical, practical or job-
related skills. More generally, though, they want to recruit staff who are 
already attuned to workplace ethos and practices, who show the necessary 
commitment to succeed, and who have basic competence in literacy and 
numeracy as well as effective inter-personal and communication skills. 
 
Not surprisingly, perhaps, organisations engaged in Advanced Manufacturing 
and Engineering tend to require higher than average skills levels from their 
workforce – typically qualified to Level 3 at the minimum – and to suffer 
higher rates of skills shortage and skills gaps, especially including those 
related to STEM subjects.  
 
Certain technological developments offer opportunities of particular 
relevance to the local economy. These include advances in robotics and other 
forms of automation and material processing devices and machines, which 
are reducing in relative cost, increasing in capability and widening their 
potential application to low volume, niche and SME-friendly manufacturing 
opportunities. The corollary is that there is a greater need than ever for skills 
in digital techniques; computing; numeracy; analytical thinking; man-machine 
ergonomics & interface development; risk analysis; and methodologies 
including design for manufacture, design for assembly and design for 
automation. Such skills are not easily acquired or developed in the short-term, 
however, since they usually require a Level 3 Apprenticeship capability at the 
very least. 
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The City Deal 
 
Under the City Deal arrangements government has agreed to delegate to 
LEPs greater authority over local investments relevant to growth if they can 
demonstrate high levels of consensus and collaboration. By working 
together to implement the skills strategy the LEP and its partners should be 
able to acquire increased control over public funding to direct towards local 
priorities. In addition to their collective endorsement of this plan therefore 
we will be looking for a range of specific undertakings from the LEP 
partners as to how they will demonstrate this new commitment. 
Specifically we will be asking: 
 
 

• Colleges, Universities and other providers to agree to share their 
development plans with the LEP illustrating how they take account of 
LEP priorities and the evidence base it has assembled 

 
• Local Authorities to agree to share with the LEP their plans for 

promoting closer working between schools in their area and the world 
of employment 

 
• Employer representative bodies to agree to articulate employer needs 

in each priority sector 
 

The Jobs and Skills Business Group will help to review these plans to ensure 
that there are clear baselines and agreed measurable objectives that can be 
used to monitor progress on priority actions.  It will also use the City Deal to 
assume additional powers from government where the skills priorities of the 
LEP cannot be met through existing programmes. 
 

The EU Investment Strategy 
 
The Structural and Cohesion Funds are the European Union’s mechanism 
for supporting social and economic restructuring across the EU. The main 
funding programmes that support this agenda are: the Structural & 
Cohesion Funds (comprising European Regional Development Funds 
(ERDF), European Social Funds (ESF) and Cohesion funds (CF)), the 
European Agricultural Fund for Rural Development and the European 
Maritime and Fisheries Fund. 
 
For the 2014 to 2020 programming period Local Enterprise Partnerships in 
England will be responsible for designing and delivering strategies on how 
best to use this funding. Each Local Enterprise Partnership area has received a 
notional allocation from the funds for seven years to deliver its European 
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Structural and Investment (ESI) Funds strategy which must be spent in line 
with a set of overarching priorities set out in the EU regulations. The Coventry 
and Warwickshire LEP has a notional allocation of 136m Euro of which 50% 
will be allocated to European Social Fund themes. 
 
The focus of the European Commission Europe 2020 targets that the ESIF 
strategy through the skills theme needs to support are related to educational 
attainment; reducing school dropout rates and increasing the number of 
people attaining tertiary level qualifications. One of the four overarching 
ambitions in the UK Government’s ‘Plan for Growth’ is to ‘create a more 
educated workforce that is the most flexible in Europe’. The Government has 
a broad range of initiatives in this area and the ambition is that the Structural 
and Investment Funds Growth Programme be used to complement them 
securing a high quality, rigorous and diverse range of provision that responds 
to the needs of individuals and businesses. 
 
The Government expects LEP strategies to focus mainly on the following 
ESF investment priority under the skills objective:  
  

Enhancing access to lifelong learning; upgrading the skills and 
competences of the workforce; increasing the labour market relevance 
of education and training systems; improving the quality of vocational 
education and training and the establishment and development of 
work-based learning and apprenticeship schemes such as dual learning 
systems.  

 
Projects need to be complementary to existing Government spending on 
skills, adding value and avoiding duplication. The funds could be used in a 
variety of ways to support the CWLEP vision.  Potential activities include: 
 
• Additional and innovative approaches to training for the unemployed, 

including marginalised groups, to help bring them to and support them in 
learning.  

• Additional or innovative approaches to training in a vocational context for 
those with low level skills in Maths and English, to support them in finding 
work or progressing in work; and to enable them to achieve vocational 
qualifications and continue to upskill. 

• Support for intermediate and high level vocational provision for the 
unemployed and for career progression 

• Skills and training packages in response to redundancies. 
• Supporting low skilled people in low paid work to help them progress and 

for apprenticeships in related projects. 
• Support for activities to start and grow a business from promoting 

entrepreneurship (including social enterprises) and self-employment, to 
providing leadership and management training/advice within Small and 
Medium Sized Enterprises to develop internal capabilities and growth 
potential. 

• Support for upskilling and retraining for industries identified in investment 
strategies including training costs. 
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• Support for structural change in the local economy to meet skills gaps at 
all levels, including for Small and Medium Sized Enterprises and the social 
economy. 

• Enhancing access to lifelong learning, upgrading the skills and 
competences of the workforce and increasing the labour market relevance 
of education and training systems, including improving the quality of 
vocational education and training, and the establishment and 
development of work-based learning and apprenticeship schemes such as 
dual learning systems. 

• Work to promote interaction between business and Higher Education and 
Further Education providers to meet local business needs. 

• Developing better links between business and schools, Further and Higher 
Education providers and other education partners to equip students with 
the skills to start and grow a business. 

 

Skills Capital Investment 
 
From 2015/16 a sum of £330 million nationally will be allocated to the local 
growth fund to support capital investment. LEPs will be key to decisions on 
how the fund will be allocated and it will be the only source of capital funding 
available to colleges.  Any proposals for capital investment will need to reflect 
the skills strategy determined by the LEP as well as meet value for money 
criteria and take account of national priorities. 
 
The Jobs and Skills Business Group has taken the lead in developing a 
coherent approach to capital investment and ensures that proposals are 
clearly shaped by the agreed skills 
strategy.
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Employer Ownership Pilots 
 
Government policy is concerned to increase the influence of employers over 
the publicly funded education and training system and to encourage what it 
calls ‘employer ownership’ of the skills agenda. Funds have been set aside to 
allow employers to bid to develop innovative approaches to meeting skills 
needs and LEPs have been given a clear role in helping develop and prioritise 
proposals.  Bids that align well with the skills priorities of LEPs are the ones 
most likely to be successful. 
 

New Institutional Structures 
 
In order to improve the effective operation of the education and training 
market the government has made it easier to develop new institutional 
structures to meet identified needs. University Technical Colleges for example 
focus on higher level technical skills for students up to the age of 18 and 
studio schools encourage the acquisition of practical and vocational skills 
alongside the national curriculum. The UTC for Coventry and Warwickshire 
opened in September 2014. 
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Strategic priorities 
 
In the current context and in the light of the CWLEP vision the skills 
strategy revolves around three strategic priorities. They are not set in 
watertight compartments – indeed some actions can contribute positively 
to all three – but they help give focus and clarity to the major things 
CWLEP wishes to achieve through its actions on skills. They are: 
 
Using skills to drive growth and create jobs 
 
Skills gaps, skill shortages or skill mismatches can be important barriers to 
growth; conversely raising the skill of the workforce can encourage investment 
and new product development. Improving the supply of skills is not the only 
lever for increasing productivity or encouraging the use of high performance 
business techniques but it is a powerful one.  Improving skills can bring 
benefits to firms and to employees – it can have a ‘win-win’ outcome. 
 
Improving skills is not just a matter of technical competence or qualifications.  
The ‘soft skills’ of self organisation, team working, initiative etc can be just as 
important. It is however acknowledged that the STEM subjects – science, 
technology, engineering and mathematics - are particularly important for the 
advanced manufacturing sector in which Coventry and Warwickshire has a 
leading position and which can be a springboard for further success. 
 
Responsibility for the development of skills is shared. Through public funding 
schools, colleges and other providers provide individuals with qualifications at 
all levels; but there is a need for them to focus more on the issue of 
‘employability  skills’ and match their output more closely to those sectors 
which will drive growth. Individuals invest in their own development, 
particularly through HE, but will need to do so even more in the future.  They 
need clearer signals about where investment in learning will pay off.  
Employers spend the most on training; but even they will need to invest more 
if we are to match the best in the world. 
 
Developing skills to tackle unemployment 
 
Unemployment is not simply a matter of skills but skills interventions can help 
in a number of ways. To the extent that improving the supply of skills can 
boost growth the opportunities for employment are increased. Individuals 
who increase their skills are generally more likely to find employment, but only 
if the skills they develop are ones that are in demand locally.  It is clear that 
many of the long term unemployed and young people who are NEET (not in 
education, employment or training) are held back by their lack of the basic 
skills of literacy and numeracy. Moreover those in employment are more likely 
to remain so if their skills are kept up to date and developed to meet 
changing requirements. 
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Young people (and adults) with Learning Difficulties and/or Disabilities 
(LLDD) often need special arrangements to help them manage the transition 
from education to employment – the skills needed are often soft skills rather 
than formal qualifications. 
 
Getting a better fit between education and 
employment 
 
Improving the fit between the outputs of the education and training 
system and the needs of employment depends on a step change in the 
relationship between educators and employers.  There are many good 
examples of collaborative practice but too many employers are still not 
effectively engaged with schools, colleges or universities and much of the 
education system is still not informed by the expertise or insight of 
employers. Public and private providers often compete where collaboration 
would serve local needs better. Building relationships needs to be made 
much easier if collaboration and partnership is to become the norm. 
 
It is also increasingly accepted that there should be greater local involvement 
in the planning and monitoring of skills provision. The creation of LEPs is, in 
itself, acceptance that local communities, including employers, should have a 
stronger input in terms of both the pattern of provision and its fitness for 
purpose. Government has done much recently to relax central controls over 
institutions but this needs to be replaced by a genuine local accountability 
involving SMEs as well as larger organisations. 
 
At the same time the planning of the skills system needs to reflect a  
re-balancing of financial contributions with the state expected to pay less  
and individuals and employers having to shoulder more of the costs. This 
finds expression in moves towards greater ‘employer ownership’ of the skills 
agenda, the introduction of advanced learning loans and the use of public 
funding as incentive rather than subsidy. 
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Strategic aims and priority actions 

Strategic aims Rationale Priority actions 
 
1.1  To increase 
the skills of the 
workforce at all 
levels with a 
particular focus 
on  STEM 
subjects 

 
Coventry & Warwickshire has 
specific strengths and 
opportunities in AME.  
 
 
Sector is increasingly competitive 
and has high level STEM needs 
 

 
Increase the number of 
apprenticeship places 
offered in relevant 
occupations 

Increase understanding of 
STEM opportunities by 
pupils through promoting 
industrial visits, talks etc. 
 
Promote the availability of 
independent and impartial 
careers information advice 
and guidance (IAG) for all 
pupils 
 
Identify areas and groups 
where take up of STEM is 
low and plan how to 
improve arrangements 
 

 
1.2 To increase 
the awareness 
of local 
employment 
opportunities  
particularly in 
the AME sector  

 
Graduates are part of a 
national/international labour 
market. Therefore increasing 
local STEM graduates does not 
directly lead to local 
employment. 
 
Stronger & independent IAG can 
raise awareness of local 
opportunities & relevant 
qualifications  

 
Increase the provision of 
high quality work 
placements for FE & HE 
students 
 
Seek City Deal funding 
and flexibilities to help 
launch the Coventry & 
Warwickshire AME skills 
programme  
 
Develop a programme of 
work placements for 
teachers both to update 
skills and raise awareness 
of employment 
opportunities 
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Strategic aims Rationale Priority actions 
 
1.3  To increase  
‘work readiness’ of 
individuals leaving 
education at all 
levels 

 
Lack of work-readiness of 
entrants to the labour market 
is most common employer 
complaint across all sectors 
 
Limitations on supply of 
apprenticeships and 
placements compound the 
problem 
 
IAG can help counter lack of 
experience of modern 
workplace among teachers and 
parents 
 

 
Explore the possibility of 
an employer driven ‘kite 
mark’ to reflect good 
practice in developing 
employability skills 

Seek to embed substantial 
elements of work 
experience into more 
courses post-14. 

Set up a traineeship task-
force charged with 
meeting ambitious 
targets 
Build on the proximity of 
the skills show to raise the 
profile of skills and local 
employment 
opportunities 

 

 

  
1.4 To support the 
LEP strategy of 
encouraging 
employers to adopt 
high value added 
product strategies 

 
Growth areas are in high skill 
and knowledge based 
technologies 
 
Skilled labour force can 
stimulate R&D based growth 
 
SMEs require support to 
develop their product 
strategies 
 
 

 
Map and promote 
management training 
programmes available to 
employers particularly in 
SMEs 

Identify local case studies 
showing how increasing 
workforce skills has led to 
business growth  

Help SMEs to develop 
their capacity to identify, 
predict and meet their 
own training needs 
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Strategic aims Rationale Priority actions 
 
1.5  To increase 
opportunities for 
existing employees 
to improve and 
extend their skills 

 
Future skill needs cannot be met 
by new entrants alone 
 
Currently skills gaps are as much 
of an issue as skills vacancies 
 
By 2020 and beyond employers 
will need skills for technologies 
that do not currently exist 
 
 

Help focus the Skills Support for 
the Workforce project on the 
skills and sectors most important 
for C&W 
 
Seek to engage trades unions to 
promote individual investment 
in skills and constructive 
engagement with employers 
over training 
 
Consider how local and national 
awards might be used to 
celebrate good practice in 
training particularly focussed on 
SMEs 
Find ways including skills 
competitions to promote higher 
standards of performance in key 
skill areas. 
Engage with neighbouring LEPs 
to agree a joint approach to 
supporting business clusters that 
cross LEP boundaries 

 
1.6 Ensure the 
content of  
education and 
training 
programmes 
reflects the needs 
of local employers 

 
Up to and including Level 3, 
locally-based  providers and 
employers deliver the large bulk of 
education and training to those 
within the C&W labour market or 
seeking to enter it 
 
Whilst provision at Level 4 and 
above feeds a national / 
international market, locally-
based providers are well-placed to 
serve local employers – especially 
via part-time provision for those 
in employment in the area 

 
The more that all locally-based 
providers can tailor the content of 
provision to the needs of local 
employers, the more likely that 
those educated in the area enter 
the local labour market / remain 
within it 

 
Promote increased use of the 
innovation code by colleges and 
training providers 
Engage employers in key sectors 
more closely with the design, 
delivery and assessment of 
programmes 
Set up ‘task and finish’ groups 
for the automotive and 
aerospace sectors bringing 
employers and providers 
together to review skill needs 
and supply in the light of the 
new BIS strategy documents 
Explore how the EO pilots and 
single growth fund might be 
used to help deliver innovative 
provision needed to implement 
the skills strategy 
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Strategic aims Rationale Priority actions 
 
2.1  Work with DWP and 
other partners to 
provide unemployed  
individuals with timely 
access to relevant skills 
programmes/interventio
ns to support their 
return to the labour 
market 

 
Upskilling the unemployed both 
helps equip the individuals 
concerned to re-enter the labour 
market and contributes to 
plugging skills vacancies in the 
labour market when this occurs 
 
Reducing NEET numbers helps to 
avoid long-term alienation from 
the workplace amongst the 
young 
 

 
Investigate barriers to 
accessing learning for 
the unemployed and 
those at risk and 
propose innovative 
solutions  
Work with JCP, the 
voluntary sector and 
others to focus training 
for the  unemployed on 
skills demanded locally 
Work with partners to 
develop a co-ordinated 
strategy to reduce 
levels of NEET 
Find ways to increase 
the use of supported 
internships to help 
those with learning 
difficulties and/or 
disabilities find and 
remain in work. 
Consider in particular 
issues around transport 
in rural areas and 
investigate how CWLEP 
could respond 

 
2.2  Encourage 
re-skilling of employees 
at risk of redundancy 

 
Changing skills demands mean 
that by 2020 some 
organisations and occupations 
will no longer be sustainable in 
their present form. Employees 
will therefore need to be 
equipped to support internal 
organisational adjustment or to 
transfer to growth organisations 
 
 

 
Set up an ‘early 
warning system’ of 
possible redundancies & 
offer skills solutions 
Identify local case 
studies showing how 
increasing workforce 
skills has led to better 
job security 

Engage with trades 
unions to promote 
retraining to avoid 
redundancy 
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Strategic aims Rationale Priority actions 
 
3.1 Make it easier 
for employers to 
engage with the 
education system 
and communicate 
their needs 

 
Multiple government 
departments, agencies, 
awarding bodies, and providers 
makes skills supply complex 
and difficult for employers to 
navigate – especially for SMEs 
 
Providers also benefit 
potentially from mechanisms 
that facilitate a clearer and 
more coherent articulation of 
employer requirements.  

 
Map existing arrangements 
for employer engagement 
and identify gaps 
Consider the development 
of a clearing house or ‘one 
stop shop’ for employer-
education links 
Ensure that all concerned 
are fully aware of the 
location and nature of work 
opportunities 

Inform decisions via regular 
updating of local and 
national skills evidence base  

Ensure information on all 
employer facing provision is 
readily accessible from a 
variety of enquiry points 

 
3.2  Work with 
providers to 
develop increased 
accountability to 
local employers and  
communities 

 
Providers will increasingly need 
to focus on local need, not 
national targets 
 
Demonstrating local 
accountability increases 
confidence in the skills system 
as a whole 
 
 

 
Develop a range of local 
indicators for FE & HE 
provision, informed by up-
to-date analysis of national 
& local skills evidence base 
Develop processes to ensure 
that planning is informed by 
all available data on local 
supply and demand 

Invite FE and HE institutions 
and PTPs to demonstrate 
how their strategic plans 
reflect and promote LEP 
priorities 

Develop an investment 
strategy linked to skills 
priorities to direct skills 
capital funding 

Engage more employers in 
the assessment of 
vocational and occupational 
programmes 

 



 

 22 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Annex 1 



 

 23 

Remit and membership of the Jobs and 
Skills Business Group 
  
The Jobs and Skills Business Group is a strategic 
advisory body to the LEP Board on all matters related 
to skills. Its role is to: 
 

-‐ Produce and consult on a LEP Skills Strategy for the area; 
 

-‐ Work with local, regional and national skills “partners” (public, private 
and third sector) to deliver the Strategy. When making LEP resources 
available ensure by  alignment of partner plans with the LEP’s Skills 
Strategy; 
 

-‐ Ensure that an ongoing dialogue with business takes place and that 
business’ views on skills are taken into consideration; 

 
-‐ Monitor progress on delivery of the Skills Strategy and adjust the 

Strategy accordingly; 

Ensure the priorities identified in the Skills Strategy are fully taken into 
account in other LEP strategies and programmes, including the City Deal. 
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Membership of the Group 
 
 
Marion Plant Chair of CWLEP Jobs and Skills Business Group and 

Principal and CEO of North Warwickshire and 
Hinckley College and South Leicestershire College 

 
Roger Dowthwaite Company Secretary, CWLEP 
 
Ian Dunn Pro Vice-Chancellor, Coventry University 
 
Dr Richard Hutchins CWLEP Board Member & Director, Jaguar Land 

Rover Programmes, WMG 
 
Sally Lucas Executive Director, Coventry & Warwickshire 

Chamber Training 
 
Steve Logan  Principal, City College, Coventry 
 
Linda Gilleard Chief Executive, RightStep 
 
Rebecca Young Economy and Jobs Manager, Coventry City Council 
 
Dave Hill Strategic Economic Development Team Manager, 

Warwickshire County Council 
 
Lee Weatherly Chief Executive, Midland Group Training Services 
  
Becki Coombe Learn2 Group/Federation of Small Businesses 
 
Michelle Wilson Advent Communications 
 
Mark Bailie Headteacher, Finham Park School 
 
Paul MacIntyre Headteacher, Myton School 
 
Mary Dunleavy Partnership Manager, DWP 
 
Rachael Stewart Skills Executive, CWLEP 
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Annex 2 

Consultation process and timetable 
 
Consultation on the skills strategy was open to everyone who is concerned 
with skills and skill development in Coventry and Warwickshire; employers 
in both large and smaller organisations; education and training providers 
including schools, colleges and universities; local authorities at all levels; 
organisations that advise, support or promote skills and citizens in their 
roles as employees, students or parents. 
 
The consultation strategy had three main aims: 
 

1. To communicate to all stakeholders the vision, strategic aims and 
priority actions set out by CWLEP for the development of skills in the 
area and how they link with the strategy for growth and employment. 

 
2. To provide an opportunity for all concerned with skills to comment, 

question and help refine the proposals so that they better meet the 
needs of employers and communities. 

 
3. To seek specific commitments from CWLEP’s partners to help promote 

the strategy and take it forward within their respective spheres of 
authority or influence. 

 
The consultation process began with the launch event on 6th November 
2013. The draft strategy was available thereafter on the CWLEP web site 
with an opportunity for readers to post comments. The launch event was 
followed by focussed discussions with: 
 

• Employers from across the area 
 

• Further & Higher Education institutions & training providers 
 

• Local Authorities and Head teachers 
 

• Employers from LEP priority sectors 
 

• Organisations supporting the unemployed 
 
The final date for commenting on this draft strategy was 22nd November.  All 
comments received by that date were reviewed by the CWLEP Jobs and Skills 
Business Group and an initial strategy, reflecting feedback received, was 
submitted to the CWLEP Board. The strategy will however be kept under 
review by the Jobs and Skills Business Group and updated as circumstances 
require. 
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Annex 3 

Skills context and issues 
This Annex seeks to summarise the context within which CWLEP’s Skills Strategy has 
been forged, and the key data and issues that impinge upon it. After considering the 
national policy context which has led to the establishment of LEPs, the Annex then 
outlines relevant economic factors and the pattern of skills supply and utilisation. 
Each of these two further sections is divided into the national and local pictures – the 
former setting out generic information relevant to the whole country, the latter to 
features that are of particular relevance to the economy of Coventry and 
Warwickshire, and to the LEP’s stated priorities. The Annex ends by outlining 
conclusions arising from this evidence, and the consequent implications that have 
informed the Skills Strategy as set out in the main report. A glossary of organisational 
and other acronyms employed in the text can be found in Annex 4, with references to 
sources of evidence listed in Annex 5.        

 
National policy context 
 
Economic growth strategy 
  
1 The establishment of LEPs – and their role to provide strategic leadership in 

setting and addressing local economic priorities – sits firmly within the 
Government’s vision of growth for an economy in recession at the time it took 
power. Private sector expansion is viewed as vital in replacing public sector 
investment no longer sustainable at the previous level. Local initiative was seen 
to be stifled beneath a confusing number of regulatory mechanisms. Employers 
had not been driving the process and as a result were regarded as insufficiently 
engaged. Within this context, skills development is urgently needed, both to 
boost growth and to reduce the negative social consequences of worklessness.   

 
2 The Government set out its strategy to boost sustainable, long-term economic 

growth in the UK in July 20101. The strategy’s aim is to stimulate economic 
growth by promoting business and innovation through entrepreneurialism and 
individual engagement in the economy; smarter public and private investment 
in the economy, including creating a highly-skilled workforce; and promoting 
free and open markets. 

 
3 The White Paper which then followed2 implied a strong skills dimension within 

the wider remit of LEPs in responding to the needs of their local economies.  The 
White Paper also indicated that LEPs would be expected to work closely with 
universities and further education colleges to ensure provision meets demand, 
and flagged the Government’s commitment to free providers from central 
control and bureaucracy, so they can decide the training offer which responds 
directly to what well informed individual learners and employers want.   

                                            
1 BIS, July 2010. 
2 BIS, Oct., 2010 
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Skills strategy 
 
4 Following quickly on from the local growth White Paper, the Government’s 

Skills Strategy3 elaborated further on the relationship between LEPs and FE 
and HE institutions outlined in the White Paper.  Networks of colleges are 
expected to consult LEPs when developing their plans, and to help align public 
funding to respond to local economic and community demand.  They should 
also self-assess the delivery of their plans on the basis of evidence as to how 
successfully they deliver the LEP agenda.  College governors are expected to 
play a crucial role in ensuring that colleges develop a meaningful relationship 
with their LEP. 

 
5 Also announced in the strategy document was the initiation of a demand-led 

Growth and Innovation Fund (GIF) of up to £50 million of Government 
investment a year, to support employer-led initiatives within sectors, such as 
new professional standards, and to promote leadership and management in 
SMEs. 

 
6 The Skills Strategy made clear the Government’s commitment to reduce the 

bureaucratic burdens on providers, and to shift the balance between the state, 
businesses and individuals, with the latter two constituencies taking on more 
responsibility for funding skills acquisition. Competition between providers 
was to be encouraged as a way of driving up quality. Funding would be 
removed from provision that did not meet minimum levels of performance, 
and new providers encouraged, including those drawn from groups of 
employers, independent training providers and other employer-led 
organisations.  Apprenticeships were to be “placed at the heart of the skills 
system”.  

 
Regional Growth Fund (RGF)  
 
7 Subsequently, local businesses and entrepreneurs were encouraged to bid for 

money from the Government’s flagship £1.4bn Regional Growth Fund (RGF). 
The RGF is intended to provide support for projects promoting economic 
growth and sustainable private sector employment, and facilitating the 
transition from public sector dependence to private sector-led economic 
development. The fund operates over a number of bidding rounds between 
2011 and 2014, and is open to bids from private bodies and public-private 
partnerships, with LEPs expected to play a coordinating role.   

 
City Deals 
 
8 In December 2011, the Government launched its City Deals initiative, 

alongside the publication of a further White Paper.4 City Deals are 
agreements between government and a city that give the cities concerned 
control to: 
• take charge and responsibility of decisions that affect their area 
• do what they think is best to help businesses grow  
• create economic growth  
• decide how public money should be spent 

                                            
3 BIS, Nov. 2010. 
4 HM Government, Dec. 2011 
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9 The first wave of City Deals encompassed the 8 largest cities outside of 

London, known as the Core Cities. City Deals - Wave 2 involves 20 cities, 
including Coventry and Warwick. With the help of the Cities Policy Unit these 
cities negotiate deals with government – deals that give each city new powers 
in exchange for greater responsibility to stimulate and support economic 
growth in their area. Each city had to put forward a proposal by January 2013 
that showed how they hope to do this. Additionally, the Localism Act 2011 
introduced the Core Cities Amendment. This allows local councils to make the 
case for being given new powers to promote economic growth and set their 
own distinct policies. 

 
Heseltine Review 
 
10 At the request of the Government, in 2012 Lord Heseltine set out a 

comprehensive economic plan to improve the UK’s ability to create wealth. 
His independent report5 made the case for a major rebalancing of 
responsibilities for economic development between central and local 
government, and between government and the private sector. It made 
recommendations which aim to: 

  
• inject stability into the economy; 
• create the conditions for growth; and  
• maximise the performance of the UK. 
 
At the heart of the proposals are measures to unleash the potential of local 
economies.   

 
11 The government’s response to Lord Heseltine’s report accepted 81 of its 89 

recommendations. 6 The government commended the core proposition of Lord 
Heseltine’s report – a decentralised approach that breaks Whitehall’s 
monopoly on resources and decision making, and empowers LEPs to drive 
forward growth in their local areas. Alongside this, there is also support for 
Lord Heseltine’s recommendations to strengthen the underpinnings of long-
term growth, from changes to the way in which Whitehall supports growth, to 
strengthening partnerships between government and business, and business 
and education. 

 
12 Important elements of the accepted recommendations include:  

• empowering LEPs and devolution of some central funding streams into a 
single pot from 2015 onwards; 

• provision of a further £350 million for the RGF, of which £100 million is 
being contributed from existing budgets; 

• government support to local authorities who wish to create a combined 
authority or collaborations, including ensuring the existing legislation is fit 
for purpose; 

• a package of regulatory changes to improve how regulations that affect 
businesses of all kinds are enforced; in addition, government will operate a 
One-In Two-Out rule on regulation from January 2013. 

 

                                            
5 Lord Heseltine, Oct. 2012 
6 HM Treasury / BIS, March 2013 
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13 In a separate but related initiative, the Government is also giving LEPs 
responsibility for the delivery of a significant part of the new round of EU 
Structural and Investment Funds for 2014-2020. One of the key priorities for 
the Funds is ‘innovation, research and technological development’. Strategies 
for smart specialisation that identify an area’s unique characteristics and 
assets are a precondition of using the 2014-2020 European Regional 
Development Fund (ERDF) to support investment in innovation. 

 
Skills reform 
 
14 In furtherance of its Skills Strategy, the Government has set out the 

programme of work required to take forward the reform of FE and skills 
system for adults aged 19 and over in England. Its proposals were based on 
the principles set out in Skills for Sustainable Growth and took account of the 
responses to consultation7. 

 
15 The key elements of the reform programme for the system are: 
 

• students at the heart of the FE and skills system; 
• first-class advice delivered by the National Careers Service;  
• A ladder of opportunity of comprehensive vocational education and 

training programmes;  
• excellence in teaching and learning;  
• relevant and focused learning programmes and qualifications;  
• strategic Governance for a dynamic FE sector;   
• freedoms and flexibilities;   
• funding priorities through a simplified funding system; 
• empowered students making informed choices; and 
• global FE.  

 
16 College governors are charged with a collective responsibility for developing a 

diverse FE sector, working with schools, academies, independent training 
providers, universities, local government and the voluntary sector. Colleges are 
seen to have a key role to play in responding to the changing needs of a 
dynamic economy and society, contributing to the work of LEPs in driving local 
economic growth and working with local community leaders and the business 
sector through initiatives such as the city deals agenda. 

 
17 These reforms also included the introduction of the Innovation Code aimed at 

ensuring local decisions for skills meet the needs of learners and employers.8  
Colleges and training organisations can use the Innovation Code to design 
and deliver programmes to meet the needs of local employers and learners. It 
allows them to deliver customised programmes of learning without having to 
wait for new qualifications to be developed and accredited. This is possible 
because the Code is designed specifically to meet demand where there is no 
current qualification offer. This could include provision which tackles 
unemployment and helps learners progress and remain in work, or which 
addresses a particular skills gap within a local area. The Code, along with a 
flexible skills and qualifications offer, therefore enables the further education 
system to be more responsive to learners and employers.  It is for colleges and 

                                            
7 BIS, Dec. 2011 
8 SFA, Nov. 2012 
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training organisations to determine when and how they engage with 
awarding organisations to arrange for a qualification to be developed to 
recognise the learning. This does not mean that the learner can only start and 
complete a programme if it becomes an accredited qualification. Rather, the 
Code is intended to be should be used to respond quickly to local need, and 
support the progression and advancement of learners - particularly those who 
are unemployed – or to support progression into an Apprenticeship. 

 
18 In 2012 the Government also established a Commission to examine adult 

vocational education and training (VET), which reported earlier this year9. The 
report envisages a first-class VET system, which develops the ability to 
perform in a job, and provides a platform for occupational, personal and 
educational progression. It must provide learners with both initial routes into 
work and through-career development, including opportunities to change 
career. And it should be based on an ambition to expand vocational provision 
at Levels 3, 4 and 5, as the basis for progression and economic growth. 
Vocational teaching and learning must be characterised by a clear line of 
sight to work, and the VET system should operate as a two-way street.  

 
19 A clear line of sight to work is seen to be critical because vocational learners 

must be able to see why they are learning what they are learning, understand 
what the development of occupational expertise is all about, and experience 
the job in its context. The real work context should inform the practice of 
vocational teaching and learning for learners, teachers and trainers. The key 
enabling factor is the VET system working as a two-way street, not further 
education and skills operating as a separate ‘sector’. The two-way street is 
about genuine collaboration between colleges and training providers, and 
employers.  

 
 

Economic context: national 
 

Industrial structure and skills needs10 
 
20 Nationally some 16% of unfilled vacancies are reported to be caused by skills 

shortages – most commonly in Skilled Trades; Professional and Associate 
Professional roles. Whilst only 5% of employees are said to have skills 
deficiencies (“skills gaps”), some 13% of employers are thus affected. The 
Manufacturing; Wholesale & Retail; Community, Social & Personal Services; 
and Business Services sectors experience above average skills issues across a 
wide range of occupational roles. 

 
 
 
 
 
 

                                            
9 LSIS, 2013  
10 The evidence set out in paras 20-24 draws primarily upon the series of reports published 
by UKCES, together with the Sector Skills Assessments conducted by the Sector Skills 
Councils (SSCs) Cogent, Energy & Ultility Skills, and Semta, as listed in the references in 
Annex 5.  
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21 Skills shortages and skills gaps are connected, in that the recruitment of 
inappropriately qualified individuals in the first place not surprisingly leads to 
skills gaps later on. Problems with staff retention are another major cause of 
skills gaps. 

 
22 Across the whole national economy, an increasing demand for staff capable 

of filling Managerial; Professional; and Associate Professional roles is set to 
continue to 2020 and beyond. Skills demands are becoming further polarised, 
with low-skilled jobs remaining a significant part of the economy, especially in 
Services. It is also important to note that job vacancies will continue to arise 
much more commonly from the need to replace those leaving the workforce 
than from the creation of new jobs. Significant job opportunities are therefore 
likely to remain, even within sectors and occupations that are in decline as a 
proportion of total employment.   

 
23 Employers’ reported skills needs tend to focus on technical, practical or job-

related skills. More generally, though, they want to recruit staff who are 
already attuned to workplace ethos and practices, who show the necessary 
commitment to succeed, and who have basic competence in literacy and 
numeracy as well as effective inter-personal and communication skills. 

 
24 Not surprisingly, perhaps, organisations engaged in Advanced Manufacturing 

and Engineering (AME) tend to require higher than average skills levels from 
their workforce – typically qualified to Level 3 at the minimum – and to suffer 
higher rates of skills shortage and skills gaps, especially including those related 
to STEM subjects. However, the Government is strongly committed to 
investment in this area, which it views as vital to the UK’s global 
competitiveness.  

 
In March 2013 it announced an ambitious long-term partnership aimed at 
retaining the UK’s position at the forefront of world aerospace 
manufacturing. Underpinning the aerospace strategy11 is £2 billion of 
investment over seven years to create a UK Aerospace Technology Institute 
(ATI). Government will provide over £1 billion funding with industry matching 
this amount. Ministers also confirmed an additional £500 million of funding 
for other key sectors in its industrial strategy where the UK has a comparative 
global advantage, including automotive. It was then announced in July 2013 
that the Government and automotive industry would each invest £500 million 
over the next ten years in an Advanced Propulsion Centre (APC) to research, 
develop and commercialise the technologies for the vehicles of the future.  
 
Also included in the automotive industry strategy is an industry framework for 
skills and a skills roadmap, including the creation of 7,600 apprenticeships and 
1,700 graduate opportunities. Backed by 27 companies in the sector and its 
supply chain, the commitment is expected to secure at least 30,000 jobs 
currently linked to producing engines and create many more in the supply 
chain.12 

 

                                            
11 HM Government, March 2013 
12 HM Government, July 2013 
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Economic context: local 
 
Industrial and occupational structure 
 
25 At 7%, the unemployment rate for the LEP is below that for the wider region 

(8.6%) or nationally (7.9%). Though the area has a self-employment rate 
below the national level (11.6% compared with 13.8%), the local economy 
has a marginally higher than national average proportion of its workforce 
engaged in private sector occupations (Figure 1)13.  

 
Figure 1: Unemployment, self-employment and public / 
private sector employment 
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26 The proportion of the workforce within the LEP area that is employed in 

Manufacturing and in Energy and Water is likewise above the national 
average. Within these sectors, the LEP has particular strengths in Advanced 
Manufacturing and Engineering and Low Carbon Technologies, and in 
associated R&D supplied by major internationally renowned companies, plus 
private and public sector research establishments. The sectors concerned are 
areas of global significance, combining high added value and major potential 
for growth. Many of the organisations involved, however, are SMEs, which face 
particular problems in addressing issues of adequate skills supply. 

 
27 Along with the rest of the country, however, the large majority of jobs in the 

LEP area are in services sectors. Even allowing for the fact that a number of 
these – for example in Distribution and in Transport & Communications – are 
likely to be geared towards serving companies engaged in AME, this still leaves 
well over two-thirds of the LEP’s workforce employed in generalised service 
occupations, including Hotels & Restaurants and Banking & Insurance (Figure 
2). 

 
  

                                            
13 The evidence set out in paras 25-28 is based on information published by ONS, 2013. 
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Figure 2: CWLEP employment by sector 
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(Figures in brackets against each sector indicate rank order of CWLEP % employment 
against all other LEPs) 
 

28 There are significant differences between the demographic and economic 
profiles of the six constituent Local Authorities encompassed by the LEP. The 
populations of North Warwickshire and Stratford have age profiles that are 
notably older than for the rest of the LEP area. Warwick is more prominent 
economically relative to its size than might be expected, whilst the opposite 
applies in the case of Coventry14. Unemployment rates are highest here, and 
also in Nuneaton & Bedworth. There are also wide differences across the six 
Local Authorities in the relative proportions employed in public and private 
sectors (Figure 3).  

 

                                            
14 Ecorys, 2013. 
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Figure 3: Public sector employment rates in CWLEP 
constituent local authorities  
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29 Certain technological developments offer opportunities of particular relevance 

to the local economy. These include advances in robotics and other forms of 
automation and material processing devices and machines, which are 
reducing in relative cost, increasing in capability and widening their potential 
application to low volume, niche and SME-friendly manufacturing 
opportunities. The corollary is that there is a greater need than ever for skills 
in digital techniques; computing; numeracy; analytical thinking; man-machine 
ergonomics & interface development; risk analysis; and methodologies 
including design for manufacture, design for assembly and design for 
automation. Such skills are not easily required or developed in the short-term, 
however, since they usually require a Level 3 Apprenticeship capability at the 
very least.15 

 
30 Some 433,000 people were employed in Coventry and Warwickshire in 2010, a 

total that is estimated to rise to 457,000 in 2020, comprising an 8% increase 
in part-time employment, a 6% increase in full-time employment and a 2% 
increase in those self-employed (Table 1).16 

 
 
 
 
 
 
 
 
 
 
 

                                            
15 UKCES, July 2012 (a); Ecorys, 2013 
16 The evidence set out in paras 30-35 draws primarily on Corporate Research, 2013. 
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Table 1: CWLEP employment status 2010-20 
 

All industries (000’s) Full-time Part-time Self Employed Total 

2000 250 106 43 398 

2005 264 113 52 429 

2010 252 124 57 433 

2015 255 129 56 441 

2020 266 134 58 457 

Change 2010-2020 14 10 1 25 

 
 
31 Professional services and Support service industries are predicted to see large 

increases in levels of employment over the same period – with respective 
increases of 9,000 and 7,000. Other industries which are also projected to see 
a notable increase in levels of employment are Construction; Real estate; and 
Arts and entertainment (Table 2). 

 
Table 2: Projections of CWLEP employment by industry 
2010-20  
 

Absolute levels and changes 
(000’s) 

Levels Changes 

2010 2015 2020 2010-2015 2015-2020 2010-2020 

Agriculture 6 6 6 -1 0 -1 

Mining and quarrying 1 0 0 0 0 0 

Food drink and tobacco 3 3 3 0 0 0 

Engineering 8 7 7 -1 0 -1 

Rest of manufacturing 30 30 30 0 0 0 

Electricity and gas 2 2 1 0 0 0 

Water and sewerage 1 1 2 0 0 0 

Construction 29 30 32 1 2 3 

Wholesale and retail trade 64 64 64 -1 1 0 

Transport and storage 23 23 24 0 1 1 

Accommodation and food 28 28 28 0 0 1 

Media 1 1 1 0 0 0 

Information technology 18 18 19 0 2 1 

Finance and insurance 12 12 13 0 1 1 

Real estate 6 7 8 2 1 3 

Professional services 39 45 47 6 2 9 

Support services 33 38 40 5 2 7 

Public admin. and defence 16 14 15 -2 1 -1 

Education 48 47 48 -1 1 0 

Health and social work 45 44 46 -1 2 1 

Arts and entertainment 10 11 12 1 1 2 

Other services 10 9 9 -1 0 -1 

All industries 433 441 457 8 17 25 
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Replacement demands 
 
32 In addition to the projected increase in net employment in the LEP area, there 

will be a requirement for 175,000 additional employees to replace those 
leaving the labour market, producing a total requirement of some 200,000 by 
2020. Wholesale and retail trade, Education and Health and social work are 
predicted to have notably high levels of replacement demand with such 
requirements estimated to amount respectively to 39%; 43%; and 42% of 
current staffing levels (Table 3). 
 
Table 3: Changing composition of CWLEP employment 
by industry 2010-20 
 

Employment Levels (000’s) 1990 2000 2010 2015 2020 

2010-2020 

Net 
Change 

Replacement 
Demands 

Total 
Requirement 

Agriculture 6 5 6 6 6 -1 3 2 

Mining and quarrying 3 1 1 0 0 0 0 0 

Food drink and tobacco 4 3 3 3 3 0 1 1 

Engineering 27 15 8 7 7 -1 3 2 

Rest of manufacturing 70 60 30 30 30 0 11 12 

Electricity and gas 2 2 2 2 1 0 1 0 

Water and sewerage 1 1 1 1 2 0 1 1 

Construction 28 22 29 30 32 3 11 14 

Wholesale and retail trade 62 67 64 64 64 0 25 25 

Transport and storage 14 18 23 23 24 1 10 11 

Accommodation and food 30 26 28 28 28 1 11 12 

Media 2 2 1 1 1 0 1 1 

Information technology 6 9 18 18 19 1 7 8 

Finance and insurance 11 11 12 12 13 1 5 6 

Real estate 2 3 6 7 8 3 2 5 

Professional services 24 24 39 45 47 9 16 24 

Support services 17 26 33 38 40 7 13 20 

Public admin. and defence 18 13 16 14 15 -1 6 5 

Education 32 35 48 47 48 0 21 21 

Health and social work 31 35 45 44 46 1 19 20 

Arts and entertainment 8 9 10 11 12 2 4 6 

Other services 11 12 10 9 9 -1 4 3 

All industries 412 398 433 441 457 25 175 200 

 
 
33 The combination of expanded net employment plus replacement demand is 

especially marked in the higher level knowledge and skilled based occupations, 
including Managers, directors and senior officials (13% of total additional 
employment requirements); Professional occupations (23%); and Associate 
professional and technical (14%) (Table 4). 
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Table 4: Changing composition of CWLEP employment by 
occupation 2010-20 

 

All industries Employment Levels (000’s) 1990 2000 2010 2015 2020 

2010-2020 

Net 
Change 

Replacement 
Demands 

Total 
Requirement  

1. Managers, directors and senior officials 32 33 40 43 48 8 17 25 (13%) 

2. Professional occupations 57 59 80 86 95 15 31 46 (23%) 

3. Associate professional and technical 39 43 52 56 61 9 19 28 (14%) 

4. Administrative and secretarial 58 55 56 56 54 -2 26 24 (12%) 

5. Skilled trades occupations 77 60 53 50 49 -4 21 16 (8%) 

6. Caring, leisure and other service 20 29 40 42 45 5 17 22 (11%) 

7. Sales and customer service 30 32 34 33 34 0 12 12 (6%) 

8. Process, plant and machine operatives 48 41 32 29 27 -5 14 9 (5) 

9. Elementary occupations 51 47 46 45 45 -1 18 17 (9) 

         
Total 412 398 433 441 457 25 175 200 

 
Skills level demands 
 
34 This projected pattern of increased net employment plus replacement 

requirements is reflected in the estimated demand for staff by level of 
qualification. Over half of the 200,000 additions to the workforce that will be 
demanded by 2020 are forecast to need to be qualified to Level 4 and above 
(ie HNC level to doctorate). This trend is particularly marked in respect of Level 
7-8 qualifications (other higher degree to doctorate), increasing from 6% of 
the workforce qualified to this level in 2010 to 12% in 2020. Conversely, the 
change in the labour force qualified to Level 3 and below is estimated as 
showing a net fall over the same period (Table 5). 

 
Table 5: Implications for CWLEP qualifications 2010-20 
 

QCF group (000’s) Base year level 
2010 

Projected level 
2020 

Net Change 
2010-2020 

Replacement 
Demand 

Total requirement 
2010-2020 

      
QCF 7-8 28 (6%) 53 (12%) 25 11 36 (18%) 

QCF 4-6 98 (23%) 126 (27%) 27 40 67 (34%) 

QCF 3 83 (19% 79 (17%) -4 34 29 (15%) 

QCF 2 98 (23%) 98 (21%) 0 39 40 (20%) 

QCF 1 82 (19%) 72 (16%) -10 33 23 (12%) 

No Qual 44 (10%) 30 (6%) -14 18 3 (2%) 

Total 433 458 25 175 200 

 
35 Professional services; Education; and Health and social work industries are 

projected to see the highest increase in demand for higher level qualifications 
between 2010 and 2020, requiring an additional 17,000, 16,000 and 13,000 
new staff qualified to Level 4 and above respectively (Table 6). 
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Table 6: Projected demand in CWLEP area for Level 4 and 
above qualifications by industry 
 

QCF 4-8 (000's) Base year 
level (2010) 

Change 
(2010-2020) 

Projected 
level (2020 

Replacement 
Demand 

Total 
requirement 
(2010-2020) 

       Agriculture 1 0 2 1 1 

 Mining and quarrying 0 0 0 0 0 

 Food drink and tobacco 1 0 1 0 0 

 Engineering 2 0 2 1 1 

 Rest of manufacturing 6 3 8 2 5 

 Electricity and gas 1 0 1 0 0 

 Water and sewerage 0 0 0 0 0 

 Construction 4 2 6 1 4 

 Wholesale and retail trade 9 4 13 3 8 

 Transport and storage 3 2 5 1 3 

 Accommodation and food 4 3 7 1 5 

 Media 0 0 1 0 0 

 Information technology 9 3 12 3 6 

 Finance and insurance 4 2 6 2 4 

 Real estate 2 2 3 1 2 

 Professional services 20 9 29 8 17 

 Support services 7 5 13 3 8 

 Public admin. and defence 6 2 8 2 4 

 Education 24 5 29 10 16 

 Health and social work 18 5 24 8 13 

 Arts and entertainment 3 2 6 1 4 

 Other services 3 1 4 1 2 

 

Skills supply, utilisation and satisfaction 
levels: national 
 
Skills level of workforce 
 
36 In 2012, almost 72% of the working age population of England was qualified 

to Level 2 and above, almost 55% to Level 3 and above, and over 34% to 
Level 4 and above17. These proportions had improved significantly over the 
previous five years – by 8%, 6.9% and 5% respectively – as relatively better 
qualified entrants to the labour market replaced those leaving it. In 2012, 
85.1 per cent of people aged 19 were qualified to at least Level 2, and 57.9 
per cent were qualified to Level 3. These were increases of 1.6 percentage 
points and 1.3 percentage points respectively, since 2011. 

                                            
17 ONS, 2013. These proportions are for 16-64 year olds. The equivalent figures for 19-64 
year old men and 19-59 year old women are 80.6%; 61.6%; and 39.5% (SFA / BIS, June 
2013). 
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16-18 participation and achievement 
 
37 Overall participation in education and training at ages 16-18 has increased 

since the start of the 2011/12 academic year. The proportion of 16-18 year 
olds in full-time education increased from 68.6% in 2011 to 82.2 in 2013.. 
The proportion in part-time education rose slightly, from 5.5% to 5.8%, over 
the same period. The fall in full-time education amongst 16-18 year olds was 
driven mainly by a large fall at age 18 (- 4.3 percentage points), most of 
which was due to lower participation in higher education institutions. Overall 
participation in education and work-based learning fell by 1.1percentage 
points, to 78.2%. This is the first time it has fallen since 2001. The proportion 
of 16-18 year olds who were NEET reduced to 3.6% in Warwickshire and 5.2% 
in Coventry. Note – NEET figures rose in 2014 to 5.1% in Warwickshire and 
6.8% in Coventry. 

 
38 At age 18 some 46% were engaged in full-time education, 6% were studying 

part-time, 7.5% were in work-based learning (WBL), and 15.5% were NEET. 
The remainder were either in employment without training or not known. Of 
those in full-time education at age 18, around half were studying in HE, 39% 
in General FE, tertiary, sixth form or specialist colleges, with the remainder in 
school sixth forms. Of those studying part-time, over 91% were attending 
General FE, tertiary, sixth form or specialist colleges. 

 
39 Evidence suggests that the aspect of NEETs that is most susceptible to 

remedial action is retention and progression in the education and training 
system post-16, and the prevention of withdrawal. Part of the answer here lies 
in compulsory education, as regular truancy during the secondary education 
phase is strongly associated with a later propensity to be NEET. Managements 
and staff in colleges and other training providers have generally acted 
effectively to bring about a steady improvement in retention and 
achievement rates. Where progression at 17+ is concerned, rates have been 
shown to be at their best where the full range of appropriate pathways is 
provided from foundation level through to Level 3 and beyond, supported by 
clear and personalised information, advice and guidance (IAG) provided 
regularly throughout a learner’s course, and effective links with employers18.   

 
40 Entry-to-employment programmes and targeted financial support have been 

shown to have a positive impact in encouraging participation among those 
who might otherwise be NEET. Evidence here points to the importance of the 
small scale and flexible voluntary-sector provision. Vulnerable young people 
usually need to progress by means of very small steps, supported by 
confidence-building activities, often involving youth workers.  

 
41 In 2010/11 78.7% of those in their last year of compulsory education 

achieved 5 or more GCSE passes at grades A*-C during 2010/11 – 58.5% 
including English and Mathematics. This figure has been steadily increasing 
over time. In the same year, 52.8% achieved 2 or more passes in GCE A levels 
and equivalent Level 3 qualifications. Entries for Level 3 qualifications in 
Mathematics, Science, Design & Technology, Computer Studies, and ICT 
amounted to just under two-thirds of the total19.  

                                            
18 In respect of the evidence in paras 39 & 40 see, for instance, Davies & Webster, 2005; and 
Hodgson et al, 2009. 
19 DfE, Nov. 2012. 
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FE and skills  
 
42 In 2011/12 there were over 3.1 million 19+ enrolments in government funded 

further education, a similar volume to the previous year. Of these some 32.6% 
were studying towards a full Level 2 qualification, 15.4% towards a full Level 
3, and 1.2% towards qualifications at Level 4 or above20. When disaggregated 
by relative employment sector lead body, the main areas of enrolment in 
order of magnitude were in Business Information Technology and 
Communications; Employability; Construction; Active Leisure, Learning & Well-
being; Hospitality, Leisure Travel & Tourism; Business, Administration & 
Governance; Science, Engineering & Manufacturing Technologies; and Adult 
Social Care / Healthcare21. 

 
43 Within these overall enrolments, there were over half a million 

Apprenticeships, three-quarters of which were adult Apprenticeships. Some 
63.2% of all Apprenticeship starts were at Intermediate Level, 36.1% at 
Advanced Level with  0.7% being Higher Level.  

 
44 The number of adult (19+) learners participating in government-funded full 

Level 2 courses has increased in recent years. Achievements in Level 2 courses 
gradually increased between 2007/08 and 2009/10 and then declined over 
the following two years. The number of learners participating in Level 3 
courses decreased in each year between 2008/09 and 2010/11 but remained 
stable in 2011/12. Participation in full Level 3 courses increased in every year 
until 2011/12 when there was a small decline. Achievements in Level 3 courses 
gradually increased up to 2009/10, but then declined over the following two 
years. 

 
Apprenticeships 
 
45 The aim to expand the provision of good quality Apprenticeships across all 

age groups commands widespread cross-party political support, as well as 
backing from employers and providers. The consensus on this issue holds good 
despite justifiable concerns – including from the relevant Parliamentary Select 
Committee – about the growth of brief apprenticeships of dubious quality, 
with the associated risk of damage to the ‘brand‘; and the mushrooming of 
apprenticeships which appear to be mere re-badging exercises for in-house 
training that was already in place – especially in the retail sector.  

 
46  The most authoritative source of evidence on the implementation of Adult 

(19+) Apprenticeships is a National Audit Office (NAO) report.22 Though this 
concluded that overall they represent good value for money, it was not felt 
possible to identify how much of the same kind of training would have taken 
place without public subsidy. Other findings included: 

 
• The substantial expansion of Adult Apprenticeships was particularly 

apparent in the 25+ age group and was concentrated in a small proportion 
of occupational areas.  

                                            
20 The evidence in paras 42-48 draws primarily on SFA / BIS, June 2013. 
21 The Data Service / BIS, 2013 
22 NAO, Feb. 2012. 
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• Most Apprenticeships in England are at a lower level than those in other 
countries.  

• Though users and inspectors of apprenticeship training are generally 
positive about its quality, rapid expansion presents risks that need to be 
managed.  

• Public spending on apprenticeships is producing a good economic return, 
but one lower than that estimated by the Government.  

• Targeting of specific sectors has not been based on evidence of economic 
returns.  

• Some employers are not paying the expected contributions towards 
training providers’ costs.  

• There is insufficient clarity on the strategic direction of the Programme for 
adult apprenticeships. 

 
47 A subsequent review of Apprenticeships endorsed the need to bolster 

quality23. Subsequent Apprenticeship policy has therefore focused on raising 
standards and improving quality, which may mean that some learners now 
find it more difficult or take longer to complete them. Following the large 
increase between 2009/10 and 2010/11, Apprenticeship starts continued to 
rise in 2011/12, an increase of 13.9 per cent compared to the previous year. 
There were increases at all levels and all ages groups except those aged under 
19, which decreased by 1.4 per cent. There was a 9.3 per cent increase on 
2010/11 Intermediate Level Apprenticeship starts; a 22.1 per cent increase on 
2010/11 Advanced Level Apprenticeship starts; and a 67.6 per cent increase 
on 2010/11 Higher Apprenticeship starts. However, provisional data for the 
first nine months of the 2012/13 academic year indicate an overall decline in 
numbers, with under 19 starts continuing to fall.24 

 
Achievement rates 
 
48 Adult (19+) Education and Training success rates rose steadily between 

2009/10 and 2011/12 across all qualification levels. Success rates for 
Apprenticeships rose dramatically between 2007/08 and 2010/11, but 
decreased between 2010/11 and 2011/12.  

 
HE participation 
 
49 At universities and other HE institutions, there was a 6% increase in first 

degree graduates between 2010/11 and 2011/12. In the latter year, 
undergraduate enrolments in Science subject areas comprised 45% of the 
total, and postgraduate enrolments 40% of the total25.   

 
Training undertaken and employer satisfaction levels 
 
50 Nationally, some 69% of training undertaken by organisations involves 

external providers, with 29% – mainly smaller organisations – handling 
matters entirely in-house. A higher proportion of the training towards national 
qualifications involves programmes at Level 3, as opposed to Level 2 or Levels 

                                            
23 Richards, Nov. 2012 
24 On request from any Local Authority, The Data Service supply on a quarterly basis a 
detailed Apprenticeship Data Pack relevant to the area in question.  
25 HESA / BIS, Jan. 2013 



 

 42 

4 and above. Some 28% of employers feel they have no need to train staff 
towards national qualifications, with around a fifth in each case being 
deterred by the cost and / or time involved, and / or their lack of knowledge 
about potentially available skills provision in what they perceive as a complex 
pattern of supply. As many as 39% of employers regard themselves as being 
insufficiently aware of the range of skills provision that is potentially available 
to them. The large majority of employers think in terms of local providers to 
meet their skills needs, rather than government or other national and regional 
agencies26. 

 
51 Of those organisations that make use of external providers to train their staff, 

54% employ private providers, 23% FE colleges, 19% Third Sector providers, 
and 13% universities. Satisfaction levels with all these types of provider are 
high, ranging from average ratings of 7.4–7.9 out of 10, with private providers 
being the most positively regarded and FE colleges the least. Where 
complaints do arise they mainly concern the perceived irrelevance of course 
content, lack of coherence in what is on offer, and inflexibility in responding 
to employers’ particular requirements.   

 
52 Just under a quarter of employers recruit staff directly from amongst those 

completing programmes of education and training leading to national 
qualifications. The perceived quality of applicants is regarded as 
problematical in almost a third of hard-to-fill vacancies, with a slightly higher 
proportion experiencing issues with the quantity coming forward. Basic skills in 
literacy and numeracy do not seem to be a major issue for the large majority 
of employers, but remain a persistent and prominent gripe with the others. 

 
53 Satisfaction levels with such recruits range from 59% - 82%, generally 

increasing with age and level of qualification. The most common complaints 
relate to lack of practical experience, familiarity with and attunement to 
workplace practices, followed by problems of attitude and commitment. In 
these respects, smaller organisations tend to be the most critical. The 
complaints in question are more frequently directed to recruits joining from 
school than their counterparts who enter employment from FE colleges. Where 
high-level skills sectors and occupations are concerned, there is a long-
standing and growing concern about insufficient numbers of young people 
qualifying in STEM subjects to a minimum of Level 3.        

 
Issues facing SMEs and high-skills areas 
 
54 SMEs face particular problems in addressing skills needs. Because of the costs 

and time involved they find it relatively harder to afford to train their staff, or 
to offer good quality apprenticeship places or work placements. In turn this 
situation exacerbates the problems faced by educational providers in ensuring 
that young people enter the job market with sufficient experience of the 
modern workplace.  

 
55 In high-skill areas, providers also face the challenge of ensuring they are 

adequately resourced in often expensive cutting-edge technologies, and are 
capable of educating their students properly in them. They also face issues 

                                            
26 The evidence set out in paras 50-55 draws primarily on UKCES, Jan 2011; UKCES, July 
2012 (a); and UKCES, July 2012(b). 
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relating to outdated attitudes amongst students, parents, and some teaching 
staff. Engineering is often perceived, for example, as an oily “black-glove” 
career, rather than the “white glove” environment of the clean quality systems 
typical of emerging technology sectors. Despite the best efforts of the 
National Careers Service27, independent careers advisors continue to struggle 
to change such mindsets, which continue to have a perverse effect on subject 
and career choices. More generally, the provision of effective independent 
careers’ information, advice and guidance (IAG) to young people faces major 
challenges in face of the messages young people typically receive before they 
reach the compulsory leaving age, which are all too often tainted by 
ignorance of the modern economy, and by vested interests to hold on to the 
most gifted pupils.      

 
Funding skills provision 
 
56 Publicly funding for skills-related education and training is disbursed via three 

main sources; the Education Funding Agency (EFA) which supports the 
learning of young people up to the age of 19; the Skills Funding Agency (SFA) 
which supports the learning of adults aged 19+, other than those undertaking 
prescribed HE; and a combination of the Higher Education Funding Council for 
England (HEFCE) and the Student Loan Company (SLC) which fund most 
higher education. Colleges and other training providers in addition can be 
funded for certain activities by the Department of Work and Pensions (DWP), 
who support back to work service providers, local authorities, training providers 
and employers to help people back to work. This assistance includes offering 
pre-employment training and work placements for unemployed people, and 
developing local work clubs where unemployed people can share skills and 
make contacts. In addition to this public funding, some providers attract 
substantial sums from employers for programmes offered at full cost, and 
most colleges attract some income from individuals and local authorities.          

 
57 Taken overall, colleges and other providers are strongly incentivised via the 

various funding mechanisms to respond to demand from individuals. To offer 
programmes which students do not wish to undertake risks a loss of funding to 
the institution and to the area. It would in theory be possible to redesign the 
funding system to reflect an analysis of need but that would entail 
underwriting places that might not be filled and turning away students from 
courses they want to undertake. Apart from some provision in schools for 
severely disabled pupils, place-led funding (as this is called) has not so far 
been a feature of education and training in England.  

 
58 Although LEPs in association with local providers are now encouraged to 

discuss with the SFA how funding might be better aligned to agreed local 
priorities, changes to current allocations must be considered very carefully if 
perverse consequences are to be avoided. It may thus be as effective to 
concentrate on areas where the system lacks the capacity to respond to new 
demands using interventions such as the Employer Ownership Pilots or 
European Social Fund (ESF) funding to help steer the system. 

 
 

                                            
27 https://nationalcareersservice.direct.gov.uk   
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59 In looking at the match between supply and demand for skills an analysis of 

the level of funding devoted to priority themes does not add much to an 
analysis of student numbers. Funding follows the number of students and the 
size of their programmes; the main extra information given by a comparison 
of funding rather than full-time equivalent (FTE) students relates to the 
necessary variations in the cost of provision – engineering for example costs 
more to deliver than business studies. For most planning purposes it is simpler 
and just as effective to count students rather than cash. 

 
60 The one area in which an analysis of funding can give important extra 

information to the LEP concerns the level and proportion of private funding 
from individuals and employers. This varies considerably between institutions 
and sectors but, despite considerable pressure from government, remains 
stubbornly low across the FE sector as a whole.  Since public funding for skills 
is set to decrease in real terms, private investment remains the main potential 
source of growth. Colleges are prevented by the competition regulations from 
adopting a collaborative approach to co-funding and risk being undercut if 
they seek to collect fees.28  

 
61 The core issue in seeking to reconcile the supply and demand for skills 

concerns the match, if any, between the occupational and industrial 
categories in which projections of skills need are made and the sector subject 
areas into which FE provision is organised. Subject and programme area 
definitions for 16-19 academic qualifications and for those at degree level 
and above are even less helpful. This presents real difficulties in making 
meaningful judgements, even if career trajectories were more straightforward 
or predictable than is the case in practice. 

 
Funding 16-19 year olds – the EFA 
 
62 Schools and colleges are funded by the EFA according to the numbers of 

students they recruit.  They are in effect funded in arrears based on ‘lagged 
learner numbers’. Each year an institution gets a funding allocation based on 
their recruitment in the previous academic year which they can use to meet 
local demand.   

 
63 The amount of funding also reflects the characteristics of the students and 

the courses they are undertaking. In brief disadvantaged students attract a 
premium, and the funding also recognises that some courses, like engineering, 
are more expensive to deliver than others. Funding is reduced if students drop 
out of their course during the year. 

 
64 Until very recently funding also reflected the size of a student’s programme 

measured in guided learning hours (glh) – in broad terms teaching time. The 
more qualifications a student took the greater the funding allocated, up to an 
individual maximum or cap. From August 2013 this arrangement changed so 
that now each full time student attracts a standard level of funding plus the 
premium if they are disadvantaged and an uplift if they are on an expensive 
programme. This has altered the incentives faced by providers and their 
opportunities to influence funding levels. 

                                            
28 Banks, 2010 



 

 45 

 
65 Schools and colleges have considerable freedom to design student 

programmes and EFA does not specify in detail what they should offer. Until 
now however they have had to ensure that the qualifications they offer are 
eligible for funding by the EFA; in future they will have to focus more on 
whether the whole programme followed by a student has certain prescribed 
characteristics. This will include the expectation that students follow a 
‘substantial’ approved qualification, continue to study English and Maths and 
have the opportunity for work experience. For students not progressing to 
Level 3 (‘A’ level equivalent) the assumption is that the work experience 
component should be substantial. 

 
 

Funding 19+ FE and Skills – the SFA 
 
66 Like the EFA the SFA inherited from its predecessor body, the Learning and 

Skills Council (LSC), a common funding model based on the number, size and 
resource intensity of the qualifications delivered by institutions. While EFA is 
making a radical break with this model and moving to a per student approach 
the SFA remains focussed on qualifications. The two systems will continue to 
have in common a strong link between funding allocations in any one year 
and the numbers recruited in a previous period. 

 
67 The continuing focus on qualifications means that for SFA funding, questions 

of eligibility remain central. SFA only funds qualifications that have been 
approved through a complex regulatory process; and overlays this with 
restrictions on which individuals are eligible for full or partial support (or in 
SFA terms which can be fully funded and which are co-funded). The ‘Eligibility 
and Funding Rules’ are set out in a matrix that takes account of a students 
age, employment status, the location of training and other factors.29  

 
68 At the same time SFA is undertaking a simplification or ‘streamlining’ of its 

funding system which will have the effect of changing the prices for many of 
the courses it funds, sometimes in unpredictable ways. The simplification also 
seeks to remove differences between the way colleges have been funded and 
the rules that apply to private providers to encourage a more open and 
competitive market.  In essence the changes make for an even closer link 
between the levels of funding earned by institutions and the number and size 
of qualifications delivered. 

 
69 The major change to be introduced by SFA in 2013 is the removal of funding 

for all programmes at Level 3 and above for those aged 24 and over. To help 
individuals pay the increased fees that providers will need to charge the 
government has introduced Advanced Learning Loans – a government backed 
scheme offering loans through the student loans company on the same terms 
as those available for undergraduates.30 The expectation is that this will 
reduce demand, perhaps by up to 50%. 

 
70 The SFA is also the agency responsible for the public funding of 

apprenticeships, though the management of the apprenticeship programme is 
                                            
29 SFA, 2013a 
30 See https://www.gov.uk/advanced-learning-loans/overview    
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delivered through the National Apprenticeship Service (NAS). A common 
approach is adopted for the allocation of apprenticeship monies for 16-18 
year olds derived from the Department for Education (DfE) and older 
apprentices funded by Business Innovation and Skills (BIS). As with other parts 
of the FE and Skills system it is a demand driven model with funding reflecting 
the number of trainees recruited, the size of the apprenticeship frameworks 
undertaken and the numbers completing. 

 

Funding Higher Education – HEFCE and SLC 
71 Almost all HE courses provided by universities and many provided by FE 

colleges are ‘prescribed’ by government as provision able to be funded by 
HEFCE or the SLC. The SFA funds ‘non-prescribed’ HE – courses that are 
mainly delivered part time in FE colleges and lead to some professional or 
technical qualifications. Prescribed HE provision in FE colleges can be funded 
directly through an agreement with HEFCE or indirectly through a franchise 
agreement with a university; thus HE in FE colleges can have three distinct 
funding streams. 

 
72 As the balance of responsibility for funding HE moves from the state towards 

individuals, more of the cost of prescribed HE provision is funded through fees, 
(initially paid on behalf of students by the SLC) and less through HEFCE. The 
latter pays nothing towards the cost of humanities or business courses but 
subsidises the more expensive science and engineering based programmes to 
keep fees to students at similar level. 

 
73 As with FE, the funding for HE programmes essentially follows student 

demand.  Colleges are not constrained by the funding rules in terms of what 
courses they choose to offer, though any new degree course has to go through 
an extensive approval process with a validating university meaning that 
change is slow. Unlike FE however there are penalties for over-recruitment, 
imposed by government in order to limit the demand on student support. 

 
74 In the last two years government has sought to stimulate a more competitive 

market in HE through introducing a bidding process for student numbers.  
Institutions are free to recruit an unlimited number of the most able students 
(those with AAB at A level) and at the same time some places have been 
reserved for institutions charging average fees below a certain level.31 
Colleges have gained extra places through bidding for low cost places but this 
has largely been offset by universities withdrawing franchise numbers as a 
result of cuts to their own allocations. A proportion of the low cost places 
offered by both FE Colleges and Universities appear not to have been filled. 

 
 
 

                                            
31 HEFCE, 2013 
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Skills supply, utilisation and satisfaction 
levels: local 
Participation of 16 and 17 year olds 

75 The number of 16 and 17 year olds recorded in education and training in the 
sub-region is above the West Midlands and England average. In June 2013 
Warwickshire stood at 90.8%, Coventry at 89.4%, the West Midlands average 
is 87.4% and England average is 88.4%. 

 

76 At Year 14, the proportion engaged in education, employment and training is 
still 72.9%, with 15.5% attending FE colleges and 29.2% at university or 
other HE institutions. Some 5.2% are engaged in Apprenticeships, with a 
further 6.8% in employment which includes training to NVQ 2 or above. At 
this stage some 6.2% are known to be NEET, but there is a much larger 
proportion (20.8%) whose situation is unknown. The Skills Funding Agency 
(SFA) estimates the likely NEET figure for the LEP amongst 16-24 year olds as 
15-24% and for 19-24 year olds as 16-27% (Table 7). 
 

Table 7: Forward destinations of those reaching the statutory 
school-leaving age in Coventry & Warwickshire 
 

  
Yr 12-Yr 
13 Total % Yr 14  % 

Cohort total 19541  10117  

Education, employment & training Total 18332 93.8 7371 72.9 

In education, post Year 11 16413 84.0 5039 49.8 

School Sixth Form 9051 46.3 368 3.6 

Sixth Form College 845 4.3 96 0.9 

Further Education 6390 32.7 1568 15.5 

Higher Education 18 0.1 2959 29.2 

Part time Education 
29 0.1 25 0.2 

Gap Year students 0 0.0 17 0.2 

Other Post 16 Education 80 0.4 6 0.1 

Employment 1419 7.3 2111 20.9 

Apprenticeship  501 2.6 530 5.2 

Employment with training to NVQ 2 or above 418 2.1 685 6.8 

Employment without training to NVQ 2 354 1.8 511 5.1 

Employment with locally recognised training 69 0.4 222 2.2 

Temporary employment 5 0.0 20 0.2 

Part Time Employment 72 0.4 143 1.4 

Training 500 2.6 221 2.2 

ypla funded  training  40 0.2 27 0.3 

Other training (eg, LA, VCS or ESF provision) 
460 2.4 192 1.9 

Training delivered through the Work Programme 
 0 0.0 2 0.0 

NEET Group 504 2.6 624 6.2 
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Available to labour market  
378 1.9 497 4.9 

Not available to labour market  
126 0.6 127 1.3 

Other (not EET or NEET) 
17 0.1 16 0.2 

Current situation not known  688 3.5 2106 20.8 

Working population skills levels  

77 The working age population of the LEP area has rates of educational 
attainment that are below the national average across Levels 2-4. The rates 
for Nuneaton & Bedworth; Coventry; and North Warwickshire are notably 
lower than for the other Local Authorities within the LEP. Though rates of 
attainment at all levels have improved in recent years, they have done so less 
markedly than across the country as a whole (Figures 4 & 5)32. 

 
 Figure 4: Qualification levels of persons aged 16-64 2012 
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32 ONS, 2013 
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Figure 5: Change in qualification levels between 2007 and 2012 
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Skills provision 
78 There are 341 providers of education and training delivering SFA-funded 19+ 

learning in the Coventry and Warwickshire locality of which 25 have their 
main base within the LEP area. Around 85% of the learning aims delivered33 
are to Coventry and Warwickshire residents. The total estimated value of all 
provision delivered in 2011/12 AY was £39 million. The top 20 providers by 
volume deliver 81.1% of all aims in the locality. In 2011/12 the total 
estimated value of this provision was £29 million, a reduction of £4 million on 
the previous year. Of the top 20 providers by volume delivering in the 
Coventry and Warwickshire locality there are 11 FE colleges, 2 Other Public 
Funded Providers, 6 Private Sector Providers, and 1 Specialist Colleges. The top 
20 providers include 73.7% with an Ofsted grade of good outstanding, 
compared with 62.3% in the all provider population34. 

 
 
79 The main providers in order of volume of aims delivered are: 
 

• Coventry City Council LEA* 
• Warwickshire College 
• Warwickshire County Council LEA* 
• Henley College Coventry 
• Learndirect Ltd 
• City College Coventry 
• North Warwickshire and Hinckley College 
• Coventry and Warwickshire Chambers of Commerce Training Ltd 
• Stratford-Upon-Avon College 
• ESG (Skills) Ltd 

(LEA provision is primarily Community Learning)  
 
80 In 2011, providers delivering SFA-funded skills education and training in the 

LEP area delivered 63,710 learning aims, a decrease of 2% compared with the 
previous year. Some 36.2% of this activity was at Level 2, 20.7% at Level 3, 
and 1.6% at Level 4 and above (Figure 6). Within this volume, 10,700 
Apprenticeship aims were delivered (16.8% of the total), an increase of 
25.3% on the previous year. Almost 47% of all Apprenticeships were 
delivered to 19-24 year olds, with 43.9% overall being Advanced 
Apprenticeships. A total of 4,680 aims were delivered for the unemployed 
(7.3% of the total) (Figure 7). 

 
  

                                            
33 A learning aim is defined as a single qualification, a course or programme of activity. An 
individual learner may be enrolled on more than one learning aim at the same time. 
34 The information set out in paras 78-83 is from SFA, 2013b. 
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Figure 6: Breakdown of CWLEP total 19+ learning aims delivered 
2011/12 
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Figure 7: Breakdown of CWLEP Apprenticeships by level and age 
2011/12   
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81 Across all levels, the top five sectors by volume delivered in the Coventry and 

Warwickshire locality were Foundations for Learning and Life; Preparation for 
Life and Work; Health and Social Care; Administration; and ICT for Users 
(Figure 8). Together these accounted for 38.7% of all learning aims delivered. 
For aims at Levels 2 & 3, the top five sectors by volume were Health and Social 
Care; Foundations for Learning and Life; Administration; Business 
Management; and Warehousing and Distribution. For Apprenticeships, the top 
five sectors were Administration; Business Management; Health and Social 
Care; Hospitality and Catering; and Retail and Wholesaling. Together these 
accounted for 56.8% of all Apprenticeships delivered (Figure 9). Provision has 
increased in four of the largest five sectors for all aims and has increased in 
four of the largest five sectors for Apprenticeships.  
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Figure 8: Five largest CWLEP 19+ sectors by learning aims delivered 
2011/12 
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Figure 9: Five largest CWLEP Apprenticeship Sectors 2011/12 
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Provision geared to CWLEP priority areas 
82 Where Advanced Engineering is concerned, the SFA has identified that the top 

5 college providers delivered 278 related programme starts by individuals 
aged 19+, all but 7 of these accounted for by FE colleges based in the LEP 
area. In addition, the top 5 providers of related 19+ Apprenticeships between 
them delivered 112 starts. These comprised three FE colleges and two private 
training providers, though only one of each of these types is based in the LEP 
area. At this stage the SFA does not regard it as possible meaningfully to link 
provision in the same way for the other economic priority areas identified by 
CWLEP – Intelligent Mobility; Low Carbon Vehicles; and Digital Technology. 
Note – emerging priority sectors for Coventry and Warwickshire are 
construction and education. 
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83 However, it may be that the SFA is over-cautious in its procedures for 
determining relevant provision linked to economic priorities. Taking a broader 
view, SFA data for 2011/12 also indicates that Sector Subject Areas (SSA) 
providing skills potentially useful to the LEP’s priority areas accounted in 
2011/12 for 9.6% of the total number of aims delivered in the LEP area to 
those aged 19+, and 18% of the Apprenticeship aims delivered (Table 8).      

 
Table 8: Aims delivered in CWLEP in SSAs potentially relevant to LEP  
priority areas   
 

Sector Subject Area (SSA) 

Total 
aims 

delivered 

%  
of all 
aims 

Apprenticeship 
aims delivered 

% of all 
Apprenticeship 

aims 

Engineering    1,760 3.2 950 7.7 

Transportation Operations and Maintenance  990 1.8 460 3.7 

Manufacturing Technologies  980 1.8 670 5.4 

ICT Practitioners   510 0.9 150 1.2 

Engineering and Manufacturing Technologies  510 0.9 - - 

Mathematics and Statistics  290 0.5 - - 

Science  170 0.3 - - 

Information and Communication Technology  90 0.2 - - 

Science and Mathematics  10 0.0 - - 

Total potentially related to LEP priority areas 5,310 9.6 2,230 18.0 

 

HE provision 
84 As we have seen, qualifications at Level 4 and above typically provided by 

universities are likely to be vital to future national skills needs, and especially 
to those affecting CWLEP. However, local provision of skills is of less relevance 
here, as the large majority of HE students attend full-time at institutions other 
than those within their normal area of residence. Equally, university graduates 
effectively operate with national – if not international – labour markets. The 
summary of HE provision we have already provided in paragraphs 49 & 71-74 
above therefore applies in respect of higher level skills needs more locally. 

 
85 Having said this, the two universities based within the LEP area – Coventry 

University; and The University of Warwick – plus the several others within the 
wider West Midlands and East Midlands regions – play an important 
contributory role in skills supply. This has the potential for greater local 
significance as the combination of economic stringency and changes to HE 
student funding causes more prospective students to contemplate attending 
universities closer to home. Though locally-based businesses are not 
necessarily restricted geographically in their contact with universities, in many 
instances there are already links with nearby institutions that can be built 
upon. These involve both provision of programmes whose content is 
influenced by the needs of the CWLEP economy, and – crucially – mutually 
fruitful collaboration in cutting-edge R&D. And as noted in paragraph 71 
above, further education colleges are also significant providers of higher 
education, including a number of those within CWLEP and the wider West 
Midlands region. 
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Skills developments in adjoining LEPs and elsewhere 
 
86 Emerging skills policies and action plans in adjoining LEPs have 

implications for the way forward for CWLEP. Notable features of 
these include: 

 
Greater Birmingham & Solihull LEP: The LEP’s Employment & Skills Board is 
engaged in establishing a Skills for Growth Compact that will commit 
employers, colleges and schools to building a best-in-class skills service to link 
pupils and learners with real-world work opportunities. By getting local 
businesses into schools and colleges to lecture, mentor and train, this initiative 
aims to help young people get the skills they need and link them to job 
opportunities. The LEP has committed to recruiting 25% of businesses to the 
Compact by 2015. A Skills for Growth Hub will also be created to increase the 
number of apprenticeships in high growth and key employment sectors. The 
LEP has received an allocation of 3,560 Apprenticeship Grants for Employers 
(AGEs). BIS has committed a £1m capital investment for specialist equipment 
and tools to support the teaching of skills associated with key sectors.   

 
Leicester & Leicestershire LEP: MIRA is investing heavily in the development of 
a Technology Park and submitted a successful bid for Enterprise Zone (EZ) 
status with LLEP. EZ status offers companies on the MIRA Technology Park site 
additional benefits such as high speed internet infrastructure and reduced 
business rates. The MIRA Technology Park and the MIRA labour market area 
fall across the LLEP and CWLEP areas. As such, it is important the development 
of the site is supported through joint and strong cross-border partnership 
working. 

 
An 11-point Skills Plan has been developed for the MIRA Technology Park35. 
MIRA itself and those organisations which will be located on the Technology 
Park have a common need for individuals with technology specific, high-level 
engineering skills and experience. Consequently, this Skills Plan focuses on 
building and maintaining the supply of STEM based skills that the Technology 
Park requires. 

 
The plan is designed to address issues including those highlighted by 
MIRA stakeholders:  
 
• better collaboration and coordination;  
• better IAG;   
• better work-based progression routes;  
• poor retention of graduates;   
• problems of recruitment into STEM occupations; and  
• transport.  

 
 
 
 
 

                                            
35 LLEP, April 2013 
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87 It should also be noted that the identification by BIS of Advanced 

Manufacturing and Engineering as one of eight key growth sectors within the 
industrial Strategy has led a number of other LEPs elsewhere to take steps to 
align their economic profiles accordingly. Already a highly competitive sector 
internationally, increased competition is therefore also likely in the coming 
years between different localities within England36.  

 

Conclusions and implications for CWLEP 
Skills Strategy 
 
88 An effective Skills Strategy is a vital component of the LEP’s ambitions for the 

Coventry and Warwickshire region. It sits within the context of the 
Government’s policies to further private sector expansion as a means of 
replacing public sector investment no longer sustainable at the previous level. 
Economic growth is the key to recovery from recession. Within this context, 
skills development is urgently needed, both to boost growth and to reduce the 
negative social consequences of worklessness. The Skills Strategy for CWLEP 
forms an important complementary element of the LEP’s proposals in line 
with its inclusion in Wave 2 of the City Deals initiative. It also provides an 
overarching basis for the LEP’s Apprenticeship strategy. 

 
89 A primary goal of the CWLEP Skills Strategy must be to address its agreed 

priority areas within the local economy of AME, Digital Technology, Low 
Carbon Vehicles, and Intelligent Mobility. Within these sectors, the LEP has 
particular strengths, including in associated R&D supplied by major 
internationally renowned companies, plus private and public sector research 
establishments. The sectors concerned are areas of global significance, 
combining high added value and major potential for growth. They are also 
highly competitive and have an increasing demand for advanced level skills. 
This situation points to the need for CWLEP to differentiate its particular 
strengths in these areas in order to realise the full potential from related 
investment and growth.    

 
90 Though the local economy has particular strengths in high-tech areas, along 

with the rest of the country the large majority of jobs in the LEP area are in 
services sectors, and are likely to remain so for the foreseeable future. Over 
two-thirds of the LEP’s workforce employed in generalised service occupations. 
To be fully effective the LEP’s Skills Strategy must also take this balance of job 
opportunities into account.          

 
91 Nonetheless, the projected pattern of increased net employment plus 

replacement requirements in the LEP area by 2020 indicates an across the 
board demand for higher level skills. This promises to be extremely 
challenging, since over half of the additions to the workforce that will be 
required by that date are forecast to need to be qualified to Level 4 and 
above. Successful actions to meet the advanced skills demands of AME 

                                            
36 Ecorys, 2013 
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employers are therefore complementary to a more general requirement for 
significant upskilling.   

 
92 Otherwise, the most commonly stated requirements of employers from new 

entrants to the workplace relate to work-readiness – the combination of 
practical experience, familiarity with and attunement to workplace practices, 
plus positive attitudes and commitment. Here SMEs face particular problems 
in addressing skills needs. Because of the costs and time involved they find it 
relatively harder to afford to train their staff, or to offer good quality 
Apprenticeship places or work placements. In turn this situation exacerbates 
the problems faced by educational providers in ensuring that young people 
enter the job market with sufficient experience of the modern workplace.   

 
93 The two primary goals of the CWLEP Skills Strategy must therefore be to 

promote significant upskilling of the local population so that it can take 
advantage of the future job opportunities that are likely to arise, whilst 
simultaneously improving the work-readiness of new entrants to the labour 
market, including those gaining employment in the many lower skills 
occupations that will still exist. There are considerable challenges ahead in 
meeting these goals. Whilst the skills levels of the local workforce have risen 
over time as better qualified entrants to the labour market have replaced 
those leaving it, the area starts from an achievement base below the national 
average. Apprenticeships represent an important part of the way forward, but 
here recent policy has focused on raising standards and improving quality, 
which are likely to make it more difficult to sustain increased numbers of 
completions. There is a national shortage of those qualified in STEM subjects, 
who already command higher than average salary levels. Young people 
qualified to Level 4 and above in almost any subject enter a national and even 
international labour market, so success in increasing the proportions who are 
so qualified will not flow automatically into higher level skills vacancies in the 
CWLEP area. 

 
94 Local unemployment levels may be below the national average, but here as 

well success in upskilling the out of work forms an important element of 
securing their re-entry to the local labour market, and contributing to future 
skills needs. Improving work-readiness also means doing as much as possible 
to reduce the numbers who are NEET for any length of time, so that they do 
not become alienated from the prospects of productive employment. Evidence 
here points to the importance of the small scale and flexible voluntary-sector 
provision, as well as via mainstream educational provision. 

 
95 The strengthening of effective independent careers’ information, advice and 

guidance (IAG) to young people has a crucial role to play in alerting young 
people to rewarding qualification and career paths aligned to the needs of 
local employers.  

 
96 Negotiated changes to current SFA funding allocations must be considered 

very carefully if perverse consequences are to be avoided. It is difficult to 
make a precise match between skills demand and supply and to make 
meaningful judgements about what should be done, even if career trajectories 
were more straightforward or predictable than is the case in practice.  

 
 
 



 

 58 

 
97 Helping to meet these fundamental challenges will not be easy, but 

the CWLEP Skills Strategy can contribute by brokering agreements 
with employer, local authority and provider stakeholders to: 

 
• provide more Apprenticeship places and work placements; 

 
• support SMEs by clarifying and better tailoring the training available to 

them, and providing a one-stop-shop for assistance; 
 
• with the emphasis on progression to Level 3 and above, encourage local 

providers, including universities, to align their offer to LEP priorities, and in 
association with local employers to design tailored programmes linking 
qualifications to career progression in specific organisations;  

 
• strengthen provision for the unemployed and for NEETs, including via 

involving voluntary agencies alongside mainstream providers; 
 

• in conjunction with the National Careers Service and by other appropriate 
means, strengthen independent IAG, and the publicity given to 
qualification and career paths available via locally-based employers; 
 

• take account of and coordinate as appropriate with emerging skills policies 
and action plans in adjoining LEPs, including the Skills for Growth Compact 
of Greater Birmingham & Solihull LEP, and the Skills Plan for the MIRA 
Technology Park sponsored by Leicester & Leicestershire LEP;  
 

• support, on a regular basis, the examination of the data relating to skills 
supply and demand so as to help reach informed judgements about the 
future directions of skills provision in the area;  
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Annex 4 
 

Glossary of organisational and other 
acronyms 
 
AGE  Apprenticeship Grants for Employers 
 
AME  Advanced Manufacturing & Engineering 
 
BIS  Department for Business, Innovation & Skills 
 
CWLEP  Coventry & Warwickshire Local Enterprise Partnership 
 
DfE  Department for Education 
 
DWP  Department for Work and Pensions 
 
EFA  Education Funding Agency 
 
ERDF  European Regional Development Fund 
 
ESF  European Social Fund 
 
EU  European Union 
 
EZ  Enterprise Zone 
 
FE  Further Education 
 
FTE  Full-time equivalent 
 
GIF  Growth and Innovation Fund 
 
GLH  Guided learning hours 
 
HE  Higher Education  
 
HEFCE  Higher Education Funding Council for England 
 
HESA  Higher Education Statistics Agency 
 
HNC  Higher National Certificate 
 
IAG  Information, advice and guidance 
 
ICT  Information and Communications Technology 
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LEP  Local Enterprise Partnership 
 
LLDD  Learning Difficulties and / or Disabilities 
 
LSC  Learning and Skills Council 
 
LSIS  Learning and Skills Improvement Service 
 
NAO  National Audit Office 
 
NAS  National Apprenticeship Scheme 
 
NEET  Not in education, employment or training. 
 
NVQ  National Vocational Qualification 
 
Ofsted  Office for Standards in Education 
 
ONS  Office for National Statistics 
 
R&D  Research & Development 
 
RGF  Regional Growth Fund 
 
SFA  Skills Funding Agency 
 
SfL  Skills for Life 
 
SLC  Student Loan Company 
 
SMEs  Small and medium-sized enterprises 
 
SSA  Sector Skills Assessment  
  Sector Subject Area 
 
SSC  Sector Skills Council 
 
STEM  Science, Technology, Engineering, and Mathematics 
 
UKCES  UK Commission for Employment and Skills 
 
VET  Vocational Education and Training 
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