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1. Introduction 

1.1 Purpose of the report  

The Federation of Small Businesses (FSB) has been appointed by the Department for Education as the 

designated Employer Representative Body to prepare a Local Skills Improvement Plan (hereafter referred to 

as “the LSIP”) for the Nottingham, Derby, Nottinghamshire and Derbyshire area, covered by the D2N2 local 

enterprise partnership. Arup has been commissioned by the FSB to undertake engagement activities to seek 

feedback from local employers, training providers and strategic stakeholders to inform the LSIP. This report 

summarises the approach taken to engagement, the feedback gathered, and how evidence-based, actionable 

priorities have been developed to inform the LSIP.  

LSIPs identify key priorities and changes needed in a designated area to make post-16 technical education or 

training more responsive and closely aligned to local labour market needs. LSIPs are informed by robust 

evidence, and meaningful dialogue between employers, training providers, and strategic stakeholders, 

including local enterprise partnerships (LEPs) and local authorities.  

LSIPs are both a process and a plan for making provision more responsive to employers’ skills needs. The 

process of developing the plan is as important as the LSIP itself. This is done by creating dialogue, and 

stronger and more dynamic relationships within the local skills system. 

LSIPs differ from previous skills plans by giving employers a clear and strengthened role in shaping the local 

skills provision. It is recognised that substantial economic change and the skills needs of employers will play 

out in different ways across the county. Therefore, the LSIP for the D2N2 area will take a place-based 

approach to address the skills needs of local employers and economies within the geography. The LSIP will 

shape the future skills and local provision to ensure businesses and individuals have the skills they need to 

thrive and progress. 

1.2 Report structure 

This report is set out as follows: 

• Section 2 reviews the statutory guidance for LSIPs and how the engagement and data collection 

activities are aligned with Government guidance. 

• Section 3 describes the engagement approach and methodologies used to carry out the data 

collection and analysis. 

• Section 4 outlines the feedback received and discusses the themes and key priorities for action. 

• Section 5 provides a summary and conclusion of our findings.  
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2. Policy and guidance  

The engagement approach applied aligns with the Department for Education’s (DfE) ‘Statutory Guidance for 

the Development of a Local Skills Improvement Plan’ (October 2022)1. DfE is overseeing and funding the 

development of LSIPs across the UK. LSIPs are a key part of achieving the aims set out in the ‘Skills for 

Jobs’ whitepaper2, which sought to put employers more firmly at the heart of the skills system. National 

policy recognises that the coming decade will see substantial economic change. As the economy changes, so 

will the skills needs of employers, across sectors and geographies. 

The process of developing, approving and implementing an LSIP is led by a locally designated employer 

representative body (ERB). For the D2N2 area, the Federation of Small Businesses (FSB) was appointed as 

the ERB, during 2022. 

The FSB is a non-profit and non-party political organisation, led by members, providing small businesses 

with services including advice, financial expertise, support and a powerful voice in national and regional 

government across the UK. The FSB, as the ERB, is responsible for engaging with employers, providers and 

other stakeholders to convene meaningful discussions to determine skills needs, and associated actionable 

priorities to address these.   

LSIPs provide an opportunity for employers to express their skills needs and shape provision, and for 

providers to work with employers and others to improve skills provision to better meet identified local needs. 

The Skills and Post-16 Education Act 20223, places duties on specific providers of post-16 technical 

education or training to co-operate with the designated ERB and have regard to the LSIP, and associated 

guidance from the Secretary of State, when considering their post-16 technical education or training offer.  

With respect to this duty, providers should have regard to and contribute to meeting local skills priorities 

alongside other aspects of their provision. Accountability is evidenced through subsequent Accountability 

Agreements that set out how providers will engaged with employers and responded to LSIPs. Certain 

providers may also have a duty to review how well the education or training provided by their respective 

institution meets local needs, and consider what action their institution might take to better address need. 

A range of other national and local bodies and agencies can play an important role in supporting and 

facilitating the development and implementation of LSIPs as part of a collaborative process.  

The statutory guidance outlines that LSIPs should: 

• set out the key priorities and changes needed in a local area to make post-16 technical education or 

training more responsive and closely aligned to local labour market needs; 

• represent an employer view of the skills most needed to support local economic growth; 

• set out actionable priorities to better meet skills needs, that employers, providers and stakeholders in 

a local area can get behind; 

• not attempt to cover the entirety of provision within an area but focus on the key changes and 

priorities; 

• focus on a 3-year period and be reviewed and updated as appropriate during this time; 

 

1
 Local skills improvement plans - statutory guidance (publishing.service.gov.uk) 

2 Skills for Jobs: Lifelong Learning for Opportunity and Growth (publishing.service.gov.uk)  

3 Skills and Post-16 Education Act 2022 (legislation.gov.uk) 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1111501/Local_skills_improvement_plans_-_statutory_guidance_Oct_2022.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/957856/Skills_for_jobs_lifelong_learning_for_opportunity_and_growth__web_version_.pdf
https://www.legislation.gov.uk/en/ukpga/2022/21/contents/enacted
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• avoid making recommendations regarding national skills policy and focus on what can be done 

locally; and  

• describe how skills required in relation to jobs that directly or indirectly support Net Zero targets, 

adaptation to Climate Change or meet other environmental goals have been considered. 

Figure 1, taken from the relevant statutory guidance1, outlines the process of creating an LSIP. The process 

of creating and implementing an LSIP is an iterative one and requires engagement from many different 

stakeholders in the region. 

 

 

Figure 1 The LSIP process and report 

 

In accordance with the statutory guidance1, the engagement activities (described in Section 3), have enabled 

employers, training providers and strategic stakeholders to contribute to the identification of challenges and 

opportunities in the local skills system, to inform appropriate actionable priorities. Following the LSIP 

guidance, Section 4.3 of the report highlights the cross-cutting issues affecting employers. 
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3. Approach to engagement 

3.1 Objectives  

In accordance with the LSIP statutory guidance1, a range of engagement activities were undertaken to gather 

stakeholder insights. The objectives of the engagement activities were as follows:  

1. To enable employers, training providers and strategic stakeholders to contribute to the LSIP at a 

formative stage of the process, in accordance with their respective duties.  

2. To deliver inclusive engagement and capture the views of stakeholders from different sectors and 

geographies.  

3. To collect quantitative and qualitative data about the skills challenges and opportunities in the local 

area and develop actionable priorities to address these.  

4. To identify actionable priorities to inform Accountability Agreements being developed by colleges.  

5. To bring together employers, training providers and other stakeholders, developing and nurturing 

relationships and encouraging collaborative working to deliver the outcomes of the LSIP. 

3.2 Engagement activities  

A combination of the following four engagement activities were undertaken between 5 January and 17 

March 2023: 

1. Online focus group sessions on 10, 11, 12 and 13 January. 

2. In person focus group sessions on 25, 26, 27, 31 January; 8, 9, 28 February; and 3 March. 

3. Online survey, running from 5 January to 20 February. 

4. One to one interviews, held between 23 January and 17 March. 

Sections 3.2.1 – 3.2.5 below describe the approach taken to each engagement activity.  

3.2.1 Online surveys 

Three online surveys were produced to target each of the following stakeholder groups: employers; training 

providers; and strategic stakeholders. The surveys contained a combination of open and closed questions to 

gather qualitative and quantitative information.  The online surveys were made publicly available via 

Microsoft Forms and disseminated through the FSB’s and the Steering Group’s networks across the region. 

The surveys were structured into five sections:  

• organisation details, including quantitative questions to gather background data on each participant 

and their organisation; 

• skills supply and demand, to understand if and where soft and technical skills gaps exist;  

• training provision, to gain an insight into the current training available and barriers and enablers to 

training; 

• collaboration with others, to identify if and how employers, training providers and strategic 

stakeholders are working together to address challenges and opportunities; and  

• drivers of change, to identify and seek to address socio-economic issues which may be affecting 

skills provision and employers. 
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A copy of each survey is available in Appendix A. A total of 38 survey responses were received, comprised 

of 18 from employers, 16 from training providers, and 4 from strategic stakeholders.  

3.2.2 Online focus groups  

Four facilitated online focus group sessions were held via Microsoft Teams early in the engagement period 

to gather initial insights from employers, training providers, and strategic stakeholders in relation to: 

• skills, capabilities and expertise requirements; 

• recruitment and retention; 

• training requirements; and  

• socio-economic drivers of change. 

A total of 28 stakeholders attended the sessions, which comprised of 20 employers and 8 training providers. 

Attendees were split into virtual breakout rooms to facilitate focussed discussions on each topic. Feedback 

was recorded using the Miro interactive whiteboard tool. A copy of the Miro outputs are available in 

Appendix B. 

Feedback gathered from the session was analysed early in the engagement period to identify emerging cross 

cutting themes, to inform the approach to subsequent in person focus group sessions. The following four 

emerging cross cutting themes were identified: 

• work readiness and soft skills; 

• digitalisation; 

• recruitment and retention; and 

• approach to training provision. 

A summary of the cross-cutting themes and associated emerging findings is provided in Appendix C. 

3.2.3 In person focus groups 

Following the online focus group sessions, four in person sessions were held across the D2N2 area to capture 

feedback from different localities, as it is recognised that the economic landscape and business needs differ 

significantly across the region. Sessions were therefore conducted in Chesterfield, Derby, Mansfield, and 

Nottingham, for employers, training providers and strategic stakeholders.  

To grow the level of employer engagement, following lower than desired participation early in the research 

period, three additional employer focussed sessions were held, in partnership with external organisations.  

 

These sessions were: 

• a dedicated session in Newark on 8 February, organised by Newark and Sherwood District Council 

to target local businesses; 

• an agenda item as part of The Midlands Green Innovation Network’s ‘Skills for the Green 

Revolution’ event on 9 February to target businesses in the low carbon and sustainable technology 

sector; and 

• a dedicated session in Nottingham on 28 February hosted by B-Global, to target business 

representatives from the Black, Asian and ethnic minority community. 
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A subsequent session held by FSB, with a mix of employers, providers and stakeholders, inviting feedback 

on the emerging findings document was also held and comments have been anaylsed as an in person focus 

group for the purposes of this report. 

A total of 87 participants attended the sessions, which comprised 33 employers, 34 training providers and 20 

strategic stakeholders. This total includes participant attendance from the Arup facilitated focus group 

events4. 

During each session attendees were divided into breakout groups to facilitate focussed discussions around 

the emerging findings (referenced above) and associated actionable priorities. Where possible, breakout 

groups comprised of a combination of employers, training providers and strategic stakeholders from different 

sectors and geographies. The events also provided networking opportunities to enable stakeholders to meet, 

forge relationships and collaborate.  

  

  

Photograph 1 Photographs taken during breakout sessions and presentations at the in person focus group events 
across the region 

 

 

4 Arup facilitated events included sessions held in Derby, Chesterfield, Mansfield, Nottingham, Newark and with B-Global. The number of attendees 

from the Skills for the Green Revolution and FSB emerging findings presentation events could not be included in this report as Arup did not lead 

facilitation or collect the final attendance data. However, it is believed that approximately 85 people (in addition to to the 87 referenced above) 

attended these events and crucially the qualitative data collected during these events has been analysed and informed conclusions made in section 

4.3 of this report and the accompanying actionable priorities list (see Appendix E). 
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Photograph 2 Photograph taken during breakout discussions at the ‘Skills for the Green Revolution’ employer event 
in Derby 

 

3.2.4 Interviews 

One to one interviews were held with 9 employers, 7 training providers and 4 strategic stakeholders, totalling 

20 organisations. The interviews were conducted via a combination of Microsoft Teams and telephone, 

dependent on the interviewee’s preference. For those interviews conducted via Microsoft Teams, the 

majority were recorded using the transcript function, with consent from interviewees. 

The majority of interviews followed the structure of the online surveys described above, however others took 

a more conversational format providing the opportunity to delve into specific topics where necessary.   

Where additional information was provided by stakeholders following their interview, this has been 

combined with feedback received during the interview.  

3.2.5 Other engagement  

In addition to the formal engagement activities described in sections 3.2.1-3.2.4 above, our team also 

attended the LSIP Steering Group meetings to ensure that members were kept updated and to seek their 

agreement at key milestones. Follow up engagement with Steering Group members also took place and 

where relevant, this feedback has formed part of the data analysed in this report. 

3.2.6 Total participation 

A raw total of 189 participants were recorded to have contributed to the stakeholder engagement activities 

conducted by Arup, broken down as follows: 

• 80 employers; 
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• 73 training providers; and 

• 36 strategic stakeholders. 

However this includes some participants who contributed to more than one engagement activity. With these 

instances omitted, the residual total of individual participants is 162, broken down as follows: 

• 18 online focus group attendees; 

• 37 online surveys respondents; 

• 87 in-person focus groups attendees; and 

• 20 telephone interviewees. 

3.3 Data analysis  

Feedback received from the focus group sessions, interviews and surveys has been compiled and a coding 

exercise undertaken to inform the subsequent analysis. The coding framework is provided in Appendix D. 

The analysis identified key issues and opportunities in the local skills system, which are presented in Section 

4. 
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4. Feedback 

The following section sets out the feedback received from the engagement activities and the associated 

analysis, in terms of makeup of participants, key trends and reoccurring themes. 

4.1 Participant overview 

4.1.1 Geographic coverage  

Figure 2 presents the spread of participants’ premises across the D2N2 area. This demonstrates that the 

engagement activities captured participants with premises in all districts within the D2N2 area, including 

both urban and rural areas. Greater participation was seen from districts with a more urban geography 

including Nottingham city, Derby city, and Chesterfield. It is worth noting that some participants did not 

specify a particular district but instead referred to broader areas such as the Midlands or national coverage. 

For the purpose of the analysis, these references have been omitted from the map illustration below. 

 
Figure 2 Location of participants’ premises 

4.1.2 Size  

Figure 3 sets out the size of participants’ businesses, based on their number of employees. This includes data 

provided by employers, training providers and strategic stakeholders. The pie chart demonstrates that the 

engagement activities captured a range of businesses, including small, medium-sized, and larger companies. 

The data shows that there was particularly good engagement from smaller and larger sized businesses.  
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Figure 3 Size of participants’ businesses  

4.1.3 Participant category 

As described in section 3.2.6, the engagement activities successfully captured 162 participants from 

employer, training provider and strategic stakeholder organisations across the D2N2 area, as shown in 

Figure 4 below. 

 

Figure 4 Employer, Training Provider and Strategic Stakeholder split 
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4.1.4 Sector 

 

The engagement activities effectively captured participants from a diverse range of employment sectors, as 

depicted in Figure 5. This diverse representation allowed for a more inclusive and robust understanding of 

the skills challenges and opportunities present in the region. 

 

Figure 5 Participants by economic sector5  

4.2 Key trends  

The following section provides an overview of the key trends that have emerged from feedback received, 

including in relation to skills gaps, training requirements and associated barriers, and collaboration amongst 

stakeholders.  

4.2.1 Skills gaps  

Feedback indicates that there is a considerable skills gap in the local workforce, with 43 out of 53 (81%) 

participants indicating a gap between their employees' skills and organisation’s requirements. As 

demonstrated by Figure 6 below.  

 

 

5 Participants who identified themselves as training providers have been categorised under the ‘Education’ economic sector. 

0

10

20

30

40

50

60

70

Public admin
& defence,

Health & social
work

Education Professional,
scientific &
technical
activities,

Information &
communication

Administrative &
support services,

Wholesale &
retail , Finance &
insurance, Real

estate

Accommodation
and food

services, Arts,
entertainment &
recreation, Other

services

Construction,
Manufacturing,

Transportation &
storage,

Agriculture,
forestry & fishing

Not specified

Participants by ecomonic sector



 

 

 

 

 

Federation of Small Businesses Local Skills Improvement Plan for Nottinghamshire and Derbyshire 
 

Statement of Engagement Report 

| 2.0 | 5 April 2023 | Ove Arup & Partners Limited Statement of Engagement  Page 12 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The identified skills gaps are diverse and include a lack of work readiness skills in school leavers, digital and 

numeracy skills, specialist skills such as engineering, leadership skills, safety and security skills, face to face 

customer service skills, and green skills.  

Feedback identified several areas for improvement in current training provision. This includes a need for 

more awareness of available courses and training opportunities, and career pathway advice. Respondents also 

identified the need for digital skills training, green skills training, work readiness skills and employability 

training, higher technical qualifications, and clearer pathways between further education and higher 

education and between different skills programmes. Addressing these gaps may require improved 

communication and awareness-raising efforts to ensure individuals know about the available training 

opportunities and courses.  

The engagement also highlighted the different actions that organisations are taking to reduce skills gaps. 

These include in-house training, industrial placements, investing heavily in staff development, providing 

apprenticeships, running face-to-face sessions, work experience placements, and more. Additionally, 

participants noted the need for collaboration and coordination between training providers, and employers to 

ensure individuals can progress smoothly through different levels of education and training. 

4.2.2 Training requirements and barriers  

Figure 7 shows that 26 out of 29 (90%) respondents foresee changes to employers' training requirements in 

the next three years. This suggests that training providers and strategic stakeholders are aware of the need to 

adapt to the evolving job market and the changing skills requirements of the local economy. 

Figure 6 Skills gaps 
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Most organisations foresee changes in their training requirements, with digital transformation and green 

skills being the main focus areas. As advanced technologies continue to revolutionise the skills system and 

the needs of employers, there is a greater demand for digital and green skills, focusing on emerging 

industries and job occupations that do not currently exist. Participants’ responses suggest that there will be a 

need for upskilling within the current workforce as technologies continue to change. 

The type of training that employees currently receive varies. However as shown in Figure 8 below, job-

specific training is understandably the most frequently delivered. 

Figure 7 Changes to employers’ training requirements 
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Sixty percent of employers felt that there are barriers preventing them from offering more training, with the 

main obstacles being the inability to release staff and the high associated costs, as shown in Figures 9 and 

10 below. 

 

 

Figure 8 Type of training received by employees 

Figure 9 Existence of barriers to additional training 
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Respondents anticipate that the need for leadership training, digital skills and green skills will continue to 

grow in the next three years, reflecting the changing nature of the job market. To meet these emerging 

training requirements, employers may need to invest in in-house training or work closely with stakeholders 

to access appropriate training provisions. 

4.2.3 Collaboration between training providers, employers and strategic stakeholders 

Feedback demonstrates that there is indeed scope and a need for further collaboration amongst stakeholders 

regarding training and skills development. Participants highlighted a range of best practice for collaboration, 

including developing strategic relationships and partnerships between employers and training providers, 

working closely with schools, colleges, and universities to provide relevant course content and work 

placements, and joining forums and events to network and explore opportunities to work together. 

Convening groups of employers and training providers who offer the same qualifications, apprenticeships, 

and training was also identified as a practical approach to sharing best practice and keeping up with any 

changes within respective sectors. Participants also emphasised the importance of providing insights to 

universities, enhancing graduates' employability, and offering internships and work placements to students. 

Moreover, some participants suggested that it is essential to collaborate with community-based and voluntary 

organisations to provide training and support for individuals further from the job market. Participants also 

recommended creating an overarching body to check and challenge training provision across the geography 

and function as a conduit to employers. 

Feedback from the survey highlighted several key measures that need to be taken to address skills gaps. 

These include supporting schools to develop skills frameworks that focus on life skills and engaging with 

small businesses to understand their future needs. Respondents emphasised the need for greater collaboration 

and problem-solving initiatives and less exam-oriented approaches. 

Figure 10 Nature of barriers preventing additional training 
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4.3 Themes 

The coding exercise undertaken on the qualitative feedback identified the following seven key cross-cutting 

themes; work readiness and soft skills; digitalisation; local socio-economic conditions; approach to training; 

retention and recruitment; sector specific issues and opportunities; and collaboration within skills system. 

Figure 11 shows that ‘Approach to training’ was the most commonly referenced topic, followed by ‘Sector 

specific issues and opportunities’ and ‘Work readiness and soft skills’ equally.  

  
Figure 11 Frequency of themes coded 

To allow the data to be analysed in greater detail, the seven themes displayed in Figure 11 were informed by 

a sub-set of individual codes which each cover a specific topic. The codes and their scope are set out in the 

coding framework (see Appendix D). Figure 12 provides an overview of the frequency that each code was 

applied.  

 

 
Figure 12 Frequency of individual codes 

Sections 4.3.1 to 4.3.7 provide a summary of the issues and opportunities associated with each theme, as well 

as ideas regarding how to address these.  
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4.3.1 Work readiness and soft skills 

  
Figure 13 Breakdown of the work readiness and soft skills theme 

Code Name of Code 

WR1 Soft skills and employability skills are lacking and required 

WR2 School leavers are not work ready and have a lack of opportunity to gain 

these skills and experience 

WR3 Discrepancy between candidate expectations and employer expectations 

 

The ‘Work readiness and soft skills’ theme was one of the most frequently raised throughout the engagement 

activities, across the geography. As Figure 13 shows, WR1 was the most frequently raised topic in the work 

readiness category. Code WR1 addresses the perception that soft and employability skills are lacking in 

potential candidates, particularly young people, and that these skills are highly required and valued by 

employers when seeking new recruits. This demonstrates that a gap exists between the soft/employability 

skills possessed by those entering the workforce and those required by employers. Participants frequently 

noted that the following soft skills were generally poor and lacking amongst people beginning their careers: 

• written and verbal communication skills; 

• confidence and social skills;  

• understanding of one’s own transferable skills; and  

• a basic level of english, maths and IT skills. 

Along with other soft skills such as:  

• basic life skills; 

• problem solving and decision making; 

• strategic thinking; 

• time management; 

• resilience and adaptability; and  
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• self-esteem. 

A general nervousness about approaching social situations or professional environments was linked to the 

impact of the COVID-19 pandemic, particularly on young people. When recruiting, many employers noted 

that there is a lack of essential business knowledge, professionalism, and employability skills (such as 

interview practice and CV writing skills) amongst the candidate pool.  

Where the feedback was centred around school leavers, it was generally acknowledged that many are not 

work ready due to the lack of opportunity to engage with the world of work from a young age. This sub-

theme is categorised under code WR2 and found that young people have unrealistic attitudes to work, and 

that there are opportunities for schools and parents/care givers to further help prepare young people for their 

future careers.  

The following issues were also frequently raised: 

• productivity is low in young people and attitudes towards work and careers is poor or unrealistic as 

many have an individualistic approach to work; 

• lack of awareness and knowledge sharing about career path opportunities present in the local area in 

certain sectors, for both students and their parents/care givers; 

• a reduced number of young people are partaking in work experience or part time jobs (e.g. “Saturday 

jobs”, a paper round etc.) than in previous generations, possibly a consequence of working patterns 

post-pandemic; 

• a rigid school curriculum (pre-16) which is focused around exams and does not enable young people 

to explore opportunities in work-related training and creative thinking; 

• employability skills are taught to varying extents in different educational situations (e.g. those who 

attend private schools may be better educated in employability than those who don’t); and 

• not pursuing a traditionally academic pathway is perceived as a failure and schools generally 

advocate for many students to continue through to A Level and University study, as it is a 

prestigious and familiar route to teachers, rather than explore other career paths. 

A general feeling that there is a discrepancy between candidate and employer expectations is covered by 

code WR3. Whilst this code was not raised as frequently, it demonstrates that employees and candidates can 

have very different expectations of work, when compared to their employers. The following scenarios were 

noted: 

• employees having high salary expectations which may be disproportionate to the amount of skill or 

work required; 

• employees being reluctant to engage in hard work; 

• employers expecting 16-year-olds to be work ready, however the individuals cannot be expected to 

be work ready without sufficient guidance or experience of the workplace; 

• employers’ requirements not being well understood by training providers and learners;  

• employers wanting specific work experience without being willing to offer it to students; and 

• employers not trusting new recruits, especially when working from home. 

To what extent this issue is due to candidates having unreasonable expectations versus employers having 

unreasonable expectations and/or not adapting to societal and technological changes, was questioned. 



 

 

 

 

 

Federation of Small Businesses Local Skills Improvement Plan for Nottinghamshire and Derbyshire 
 

Statement of Engagement Report 

| 2.0 | 5 April 2023 | Ove Arup & Partners Limited Statement of Engagement  Page 19 
 

4.3.2 Digitalisation  

  
Figure 14 Breakdown of the digitalisation theme 

Code Name of Code 

DIG1 Evolving digital space and training requirements 

DIG2 Basic digital skills required 

DIG3 Digital skills gap between younger and older persons 

 

The ‘Digitalisation’ theme was the least frequently raised theme throughout the data collection. However, the 

topic of digitalisation was raised throughout the engagement activities and therefore remains an important 

consideration in development of the LSIP. For example, digitalisation is rising to the top of the agenda in 

Mansfield. Mansfield is looking to produce a digital strategy with West Nottinghamshire College, to help 

everybody achieve a certain level of digital competency, although this is constrained, particularly in this 

area, by the challenges caused by many socio-economic drivers. 

Code DIG1 reflected instances where participants raised the need for training to respond to, and keep up, 

with the evolving digital landscape across many, if not all, sectors. Similarly, training providers reported that 

they struggled to provide up-to-date courses on skills within this continuously evolving space. Participants 

noted that digitalisation of the economy is impacting and will continue to change the nature of jobs and day-

to-day business. As this space is continuously evolving and innovating in terms of technology, computer 

literacy and incorporation into businesses, it was acknowledged that upskilling of current employees is and 

will remain important. Some discussions around digital skills focused on the differing definitions of ‘digital’ 

and the blurred lines between what are understood to be “digital” skills versus “technical” skills, and the 

varying level of skills required for different roles. 

Digital skills were acknowledged as particularly important skills required by employees, and potentially 

lacking amongst some demographics within the working population. It was also widely reported that digital 

skills of employees are not at the level required by employers. The DIG2 code was most frequently applied 

within the digitalisation theme, and was used to identify instances where participants noted a skills gap in 

people’s basic digital skills. This specifically included references to: 

• Microsoft Office (particularly Excel), and an assumption that all young people have this baseline 

knowledge; 

• employee's knowledge of their organisations’ internal integrated systems; 
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• general computer literacy; and 

• cyber and data security awareness. 

During the in person focus group sessions, many participants noted that young people are lacking basic 

digital skills (such as Microsoft Office) and discussed where digital learning sits within the pre-16 school 

curriculum. Although there is an assumption that the younger generation, who may have grown up with 

modern technology, are technically savvy, often employers and training providers find generally that young 

people are lacking professional digital skills. It was suggested that more attention should be given to digital 

within the school curriculum, as an essential life and employability skill. The digital skills which may be 

used in one’s personal life (such as Tik-Tok, Instagram, eBay etc.) and professional life (such as Microsoft 

Office, including structuring a Word document, creating a professional PowerPoint Presentation, using 

Teams and manipulating an Excel spreadsheet etc.), are very different and it is professional digital skills that 

are perceived to be lacking amongst, mostly, new entrants. However, some noted that this may be an 

overgeneralisation in the geography and that young people’s digital competency varies significantly. 

The DIG3 code was used to reflect perspectives on the relationship between digital skills and age. For 

example, younger and older persons were perceived to possess different types of digital skills. Younger 

employees tend to have digital skills related to social media use and marketing, whilst more mature 

employees may have knowledge of Windows systems. It was acknowledged that there is a need to upskill 

older persons in digital skills, which presents an opportunity to close the gap through reverse mentoring and 

knowledge sharing across age groups.  

It was perceived by participants that there is a reluctance of older employees to upskill themselves in digital 

skills due to a lack of confidence in navigating technology. It was recognised at the Newark and Sherwood 

event particularly that it is not necessarily true that ‘older persons’ are less digitally able, but that it may be to 

do with those who have not previously had to engage with technology in their job. This has been seen 

especially since the pandemic, as those who have never had to use digital skills in their career may have been 

forced to incorporate digital technology into their job within a short space of time, thus realising they do not 

possess the necessary skillset to complete simple digital tasks or operate digitalised systems. 

4.3.3 Local socio-economic conditions  

 

 
Figure 15 Breakdown of the local socio-economic conditions theme 
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Code Name of Code 

SEC1 Impact of the COVID-19 pandemic 

SEC2 Ageing population 

SEC3 Mental health 

SEC4 The green agenda 

SEC5 Impact of Brexit 

SEC6 Socio-economic inequalities amongst learners, employees and 

unemployed persons 

SEC7 Current political climate in the UK 

SEC8 Current economic challenges for businesses 

 

Certain socio-economic drivers were raised by participants as being influential in relation to skills provision 

and access to training across the geography. Codes SEC1 to SEC8 were used to highlight the socio-economic 

conditions which were perceived to be most influential locally.  

Code SEC1 reflected feedback relating to the impact of the COVID-19 pandemic and was the most 

frequently applied code within this theme. The issues raised included:  

• soft skills having declined rapidly since the pandemic as, young people especially, have had limited 

social experiences (particularly within a professional environment); 

• anxiety around, or reluctance to engage in face-to-face interaction and communication; 

• a preference for working from home, which presents challenges for both new recruits entering the 

workplace and their managers; 

• the generation entering the workforce may have missed out on the opportunity to engage in face-to-

face work experience and learning by osmosis or on the job; 

• people choosing to change their career path which has led to a skills loss for some businesses; and  

• mature workers leaving the workforce entirely following the pandemic and not returning to work, or 

retraining. 

SEC6 was the second most frequently applied code within this theme, and identified feedback relating to 

socio-economic inequalities amongst learners, employees and unemployed individuals. The following issues 

were frequently raised:  

• the current cost of living crisis, and individuals being unable to afford necessities (such as fuel, 

heating, clothing and food); 

• poor access to public transport (especially the lack of east to west connections across the region 

affecting connections to Newark and Sherwood and communities in rural Derbyshire), which forms 

a barrier to people being able to travel to and from the workplace, training facilities, work experience 

placements or job interviews;  

• those who do not have access to, or are unable to operate digital platforms to access training, are at a 

disadvantage (this is still an issue experienced by rural communities); 
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• lack of awareness or ability to address basic hygiene and presentability, which aren’t taught as 

compulsory life skills at school; 

• young or unemployed individuals are more likely to gain access to work experience or be exposed to 

careers advice if they come from a privilege background, for example a household with two working 

parents or a private education;  

• low employability for migrants, disabled people, neurodivergent people, those with health conditions 

and older persons; and  

• an individual’s background or level of deprivation which can create barriers to engagement with 

education and work. 

Within SEC6, many systematic injustices presented in society were noted. This included calls for: 

• more gender and race equality, i.e. BAME and female representatives in the workplace; 

• inclusive recruitment and training; 

• workplaces to better accommodate women's requirements; and, 

• the language used in workplaces to be accessible to all, regardless of a person’s background. 

Additionally, social mobility was elicited as a key issue in North Nottinghamshire, but hybrid working was 

perceived to bring new possibilities, as young people who grow up here see an opportunity to work in a city. 

However, some young people in this area don't recognise the opportunities available to them. 

It was acknowledged that more needs to be done, particularly in Newark and Sherwood, to help 

disadvantaged people access job opportunitie,s as they may face various barriers such as access to the 

internet, language and cultural barriers, disadvantaged backgrounds etc. 

Code SEC3, which addressed mental health, was also a common topic amongst respondents. This code 

identified the following issues: 

• a general nervousness and fear about the workplace across the population, but especially in young 

people; 

• low self-esteem and high levels of anxiety, preventing learners and employees from completing 

courses or attending work; 

• learners and employees leaving the workplace or learning due to mental health conditions; and 

• not enough capacity for specialist mental health support, as the NHS mental health service is 

perceived to be over capacity e.g. a lack of resourcing in the Child & Adolescent Mental Health 

Service (CAMHS) was noted to be a particular issue in Mansfield. 

Confidence and poor mental health was an issue discussed in length at events in Chesterfield and Mansfield, 

especially concerning people with additional needs (NEETS). This can create barriers to people securing 

interviews, being successful in interviews/ applications or even being able to turn up to the workplace. In 

response, it was suggested that some employers need to be more socially inclusive and better understand 

mental health challenges for young people. 

Application of code SEC8 ‘Economic climate for businesses’ demonstrates that small businesses are 

perceived to be struggling to engage employees in training due to the rising cost of doing business. This is 

reflective of the current economic climate in the UK, and it was noted that organisations are taking steps to 

respond to this by looking at more efficient practices. This not only affects the cost of providing training but 

also the cost of recruiting. A common observation made was that some small and medium-sized enterprises 

(SMEs) are struggling to survive, although it was also noted that some employers may look to invest in 

upskilling existing employees rather than recruiting, as it may be more cost effective.  
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Whilst codes SEC2 ‘Ageing population’, SEC4 ‘The green agenda’, SEC5 ‘Impact of Brexit’ and SEC7 

‘Current political climate’ were less frequently applied within this theme, they were still noted as important 

socio-economic conditions influencing skills provision and priorities in the local area. The following issues 

were noted: 

• Challenges associated with the financial cost of an ageing population. 

• An onus on training providers to address the green agenda through training given that funding is 

being provided by the Government, however this is not necessarily reflected in job opportunities. 

The term ‘green’ is overused and undefined, and students are not always aware of the opportunities 

that exist within this sector. It was raised in Chesterfield that the push in the green agenda by the 

Government is not reflective of the local job market and therefore greater flexibility is required 

locally to respond to the needs of businesses in Chesterfield. Furthermore, it was suggested that 

employers in Nottingham city are not currently or widely requiring skills in green technology. 

• The talent pool is smaller since the UK left the European Union (EU), possibly due to the change in 

immigration rules which cause difficulties when seeking out candidates with the right skills. It is felt 

to be costly to hire people from EU countries in comparison to the situation before the Brexit deal. 

• Strikes taking place across public sectors, calling for pay rises, have deterred people from joining 

workforces. Sectors such as education (universities and colleges) and health and social care are 

suffering, causing shortages in the workforce and demotivation amongst staff. 

Within SEC7 ‘Current political climate’ ,the opportunities that the devolution deal in the geography may 

pose for the skills agenda was frequently referred to. 

4.3.4 Approach to training  

 

Figure 16 Breakdown of the Approach to training theme 

Code Name of Code 

AT1 Opportunities associated with apprenticeships and vocational qualifications 

AT2 Challenges associated with apprenticeships and vocational qualifications 

AT3 Capacity and capability constraints to delivering training (for both training 

providers and employers) 

AT4 Future training opportunities 

AT5 Work readiness-relevant training 
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AT6 Recognition of social value 

 

 

The opportunities and challenges associated with training provisions form the most frequently coded theme 

throughout all engagement undertaken. As a broad subject, covering all training provision across the 

geography, this theme focused on the Opportunities (AT1) and Challenges (AT2) associated with 

apprenticeships and vocational qualifications specifically, Capacity and capability constraints to delivering 

training (AT3) and Future training opportunities (AT4) more generally. Work readiness-relvant training, a 

significant theme documented in Section 4.3.1, was also reflected in this theme under code AT5,  as well as 

the need for Recognition of social value through training under code AT6. 

Code AT2 coded challenges associated with apprenticeships and vocational qualifications. Commonly noted 

or discussed challenges included:  

• the funding model and lack of flexibility of apprenticeships which limits apprenticeship 

opportunities; 

• variable quality and depth of apprenticeships offered with some being are far more beneficial than 

others; 

• the remaining stigma surrounding apprenticeships, compared to university education, and young 

people not being aware of apprenticeship opportunities. although understanding and knowledge 

amongst young people and their parent generation is steadily growing; 

• pre-16 education providers’ preference for students to go to sixth form and university, rather than 

engaging with a vocational course; 

• poor incentives for individuals to commence apprenticeships and follow them through to completion 

of end point assessments; 

• poor culture of retaining apprentices in the workplace (i.e. once they finish their course and qualify 

for a higher wage); 

• the assumption that apprenticeships are exclusively for young people and not mature workers 

wanting to upskill or change career path;  

• college courses having to teach Level 2 Maths and English to those who have failed previously 

which may deter some candidates from continuing their course (particularly expressed by 

representatives from Burton and South Derbyshire College, and West Nottinghamshire College);  

• some well attended courses do not reflect the current occupational landscape and job opportunities 

available in certain sectors, for example e-sports courses; and 

• a shortage of skilled tutors and lack of funding for industry-aligned education exacerbate the skills 

gap. 

Addionally, employers in the manufacturing industry expressed concerns that college courses do not 

adequately prepare students for practical requirements of the workplace. Concerns include that the classroom 

environment does not represent real-world challenges and opportunities of more practical engineering skills 

in the industry, leaving students lacking hands-on experience and exposure to the latest technologies. 

In response, AT1 coded comments relating to possible opportunities for the provision of apprenticeships and 

vocational courses. Suggestions included: 
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• encouraging apprenticeships or placements on vocational courses that enable individuals to earn 

while they learn, and become equipped with practical skills and knowledge for a particular job, 

whilst gaining workplace experience;  

• embedding the teaching of soft and work readiness skills into vocational courses; 

• integrating the teaching of english and maths more seamlessly into vocational courses to equip 

learners with skills specific to their future job role; 

• making the Apprenticeship Levy more accessible to small businesses (e.g. accreditation training 

providers), rather than limiting it to universities; 

• using the Apprenticeship Levy to support funding for companies that train staff at a managerial 

level;  

• good practice examples of apprenticeships exist and should be learnt from e.g. reasonable pay and 

flexible working arrangements that align with apprentices’ learning schedules;  

• partnering with organisations to recruit apprentices;  

• encouraging supported internships/ apprenticeships and exploring quasi-apprenticeships (e.g. which 

allow 2 days of paid employment, 1 day of unpaid employment and 2 days of college release per 

week); and 

• rethinking work placements so that the focus on experience and exposure to a business/ workplace is 

maximised e.g. 4.5 days working in a business and 0.5 days at college, rather than the other way 

round. 

The second most frequently applied code within the Approach to training theme was AT3 which identified 

the capacity and capability constraints to delivering training, both for the training provider and employer. 

Limitations associated with existing funding streams was widely noted as a challenge to providing and 

engaging with training, whether it be restricting training providers’ ability to offer certain programmes or 

small organisations’ capacity to enable employees to engage in training due to various factors such as time 

and resource constraints. Where some small businesses are not eligible for Government funding, a challenge 

to addressing skills gaps is presented. Other documented barriers for both the employer and provider include: 

• accessibility of training as a barrier (e.g. language barrier; difficulty with communications when 

registering for courses; training providers not engaging effectively with potential learners, personal 

commitments etc.). 

• a rigid funding application process which limits training provision and opportunities, especially for 

small businesses who may not qualify for the criteria that is not set with SMEs in mind;  

• the funding application process is also lengthy and has a negative impact on people’s employment, 

leading to a lack of people progressing with the training application process; and 

• training providers can only run courses which have a critical mass of learners interested, which 

prevents certain skills that employers require from being provided in the geography. 

Although many challenges to training provision were expressed during the engagement activities, AT4, 

which coded future opportunities and trends for training, was the most frequently applied code within this 

theme. Opportunities regularly identified by participants are outlined in the list below. 

• There may be a preference for a specific format or delivery method for training programmes, such as 

online learning or in-person classes. The flexibility of hybrid delivery may provide opportunities to 

reach a wider population who could not previously engage. 
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• Training providers recruiting learners through partner referrals and local community links to expand 

the reach of their programmes. 

• Training providers offering management training for local employers and working with them in 

relation to their workforce development planning, management of expectations and recruitment 

practices. 

• Providing employers with training and development opportunities to grow their employees’ skills 

and knowledge. 

• Specific training catering for supply chains, SMEs and existing staff. 

• A growing preference, from an employer perspective, for shorter courses to provide employees with 

the required skills at speed, particularly in sustainable technologies, and not require long periods of 

time to be taken away from the workplace.  

Additionally, there was a specific requirement across participants, especially employers, for more work 

readiness focused training courses to be offered. Code AT5, Work readiness-relevant training, was used to 

document the identified need to embed the training of soft skills (such as communication, punctuality, work 

attitude, interpersonal skills, self-esteem, professional conduct, collaboration etc) further into the school 

curriculum and vocational courses, apprenticeships and any work-related training programmes to equip 

school leavers and learners with essential skills. Signposting to existing initiatives related to work readiness 

was also raised as an important requirement across the region in response to the large skills gap identified 

regarding work readiness (see Section 4.3.1). Embedding the teaching of work readiness and soft skills into 

vocational and training courses should be given greater importance, ideally at every stage/ level of the 

education system to prepare and manage people’s expectations of work.  

AT6, Recognition of social value, was not a popular code, however it is an important reminder of the need 

for organisations to acknowledge and deliver social value. Few participants identified a need to respond to a 

skills shortage around procurement and understanding of how social value could be used through projects to 

impact their local areas. It was noted that organisations should consider social value by exploring how they 

can engage with the skills agenda and give back to the community, thus generating positive impacts and 

adding value to their work and influence locally. This principle closely aligns with the expressed need for 

greater collaboration within the skills system in order to maximise the impact to local communities. 

Therefore, there is an opportunity to increase general awareness and understanding of social value through 

specific training. 
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4.3.5 Retention and recruitment 

  

Figure 17 Breakdown of the retention and recruitment theme 

Code Name of Code 

RR1 Issues associated with competitive employee benefit packages and 

working conditions for retaining employees 

RR2 Issues associated with a small pool of candidates to fill vacancies  

RR3 Exploring untapped potential  

RR4 Improvements to recruitment processes 

 

Recruitment and retention of employees has been raised as a consistent issue across the geography. Code 

RR1, the most common code within this theme, reflects participants’ perceptions of retention issues, 

specifically referring to the competition they face from other organisations which causes employees to leave. 

Competition relating to the salary and overall benefits package that can be feasibly offered by SMEs is a 

barrier to them retaining skilled workers. The benefits package has been noted to include: 

• salary; 

• flexible working patterns; 

• a good workplace culture;  

• a preferable location;  

• good working conditions;  

• compensation packages; and  

• career progression opportunities. 

Small businesses report of instances where they have lost staff to multinationals, including situations where 

this was because their packages were more attractive, and they were able to offer a higher wage. The cost of 

recruiting was also mentioned as a barrier to obtaining a skilled workforce, and participants noted that 

women especially, are leaving jobs for other specific benefits elsewhere. RR1 was the most frequently 

applied code within this theme, which reflects that the cost to recruiting and retaining staff is a significant 

issue for small businesses. 
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Code RR2 reflects the perception that there is a small pool of candidates available to fill vacancies in the 

region. Across the geography, small businesses are finding it hard to recruit employees. Organisations 

reported that this is either due to not knowing when and how to grow their business and take on employees, 

or there are not enough individuals with the right skills and attitude to fill the vacancies. Job applications 

either do not attract the expected response rate or are applied for by unsuitable candidates. This was linked 

to: 

• a lack of awareness amongst potential candidates of sector specific opportunities; 

• candidates being discouraged to engage with job opportunities due to poorly pitched job 

advertisements or overcomplicated recruitment processes; and 

• candidates not recognising or having confidence in the value of their own skills set and therefore not 

applying for a job they may be suited to. 

In the Newark and Sherwood district, training providers acknowledged that they had experienced a lack of 

uptake in training for certain sector specific jobs, such as computer science, engineering, and early years 

care. Another issue coded under RR2, and expressed most notably across Newark and Sherwood, 

Chesterfield and Mansfield, was the challenge associated with retaining talent in the geography, as other 

towns and cities across the county may be more attractive to trained persons, especially graduates (18-25 

year olds). The importance of businesses nurturing young, bright candidates to retain them within Newark 

was noted. However, competition with larger businesses, more attractive places to live and uncompetitive 

salaries also play a part in this drain of talent. 

Code RR3 was applied to identify untapped potential in terms of possible candidates to fill vacancies. 

Groups that were identified included: 

• older persons returning to the workforce and retraining after early retirement; 

• technical specialists, particularly in manual jobs, becoming teachers when their job becomes too 

physically demanding (e.g. commercial electricians);  

• disabled people to encourage greater inclusivity in the workplace;  

• those returning from long-term absence or childcare leave;  

• ex-military personnel due to the transferability of their skills;  

• those who come from disadvantaged backgrounds, migrants or minority communities who may 

struggle to access job opportunities; and 

• existing staff by recognising their transferable skills. 

Participants recognised a need for mature employees to retrain rather than retire, and understand the valuable 

transferable skills they possess. Training must recognise the importance of lifelong upskilling and learning 

especially for older persons, unemployed individuals, those in roles which are becoming redundant etc, as 

the notion of having only one career throughout your life is changing. There is a difference between how 

employers and training providers should support people in the beginning of their career, and those who are 

seeking to retrain or re-enter the workplace.  

RR4, Improvements to recruitment processes, code identified the need for more flexible approaches to 

recruitment. Some participants noted that the perceived lack of engagement with job advertisements and 

interviews may not be the issue, but that the recruitment process itself may be preventing people.  

It was suggested that organisations could rethink their current models of recruitment to attract more 

employees. Some suggestions included: 

• focusing on a candidate’s CV rather than forms; 
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• conducting interviews in informal spaces to relax the interviewee; 

• taking a phased approach to recruitment; 

• adapting interviews to specific candidates and being more welcoming and accommodating; 

• increasing inclusivity by showing representative interview panels; and 

• ensuring people understand the value of the roles they are applying for and selling the job role to 

candidates.  

It was acknowledged, particularly in Newark and Sherwood, that recruitment processes need to be more 

targeted to desired candidates particularly given the reach of online recruitment (such as recruitment 

websites), as not all applicants are necessary suited or interested in the role when they apply via these means. 

Creativity in the approach to recruitment was specified as a requirement, as many current models are 

struggling to harbour the level of recruits needed, especially in specific sectors such as health and social care 

where the job application process is often outdated and generic across a wide range of roles. Thus, 

participants in this sector identified that there appears to be interest in healthcare roles, but there is less 

engagement with associated recruitment processes.  

It was reported that organisations in Chesterfield are working on more accessible recruitment, adapting the 

process to reduce onus on the candidate and attract people to more roles. This has included promoting 

success stories in the area to engage young people e.g. ‘Made in Chesterfield’. 

4.3.6 Sector specific issues and opportunities 

  

Figure 18 Breakdown of the sector specific issues and opportunities theme 

Code Name of Code 

SS1 Digital sector 

SS2 Low carbon and sustainable technology sector 

SS3 Hospitality sector 

SS4 Health and social care sector 

SS5 Construction sector 

SS6 Engineering sector 
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SS7 Business administration and support sector 

SS8 Teaching sector 

SS9 Creative industry sector 

SS10 Agricultural sector 

SS11 Logistics sector 

SS12 Manufacturing sector 

 

This theme identified those sectors where there are specific issues and opportunities which should be 

addressed through the LSIP. Each code represents a different sector. Figure 18 shows that code SS1‘Digital 

sector’, is the sector with the most issues or opportunities, followed by SS2 ‘Low carbon and sustainable 

technology sector’, and SS8 ‘Teaching sector’. 

4.3.6.1 Digital sector  

Code SS1 references the general observation that there is a shortage of skills in the digital sector and the 

challenges faced in recruiting employees with appropriate digital skills. Employers stated that they are 

increasingly seeking general and specialist digital skills, due to the importance of technology in the modern 

workplace, and evolving technologies within many sectors. Skills such as programming, dataset analysis, 

digital marketing, social media and graphic design etc. are required within the geography, and are predicted 

to continue to be in demand as the digital sector evolves. Some colleges reported a lack of take up in certain 

digital courses, for example, the design side of digital courses are popular but the programming side is not. A 

huge deficit in computer science staff in colleges was reported as a challenge when trying to encourage 

students to follow a career path in this sector, as the resources aren’t available to provide the service. 

4.3.6.2 Low carbon and sustainable technology sector  

The low carbon and sustainable technology sector is also predicted to grow significantly, and some jobs that 

currently exist, will not exist in the future and many new jobs will be created. It was acknowledged that 

recruiting people who have expertise in this sector is becoming more important to support businesses in 

many industries, leading to a growing demand for employees with relevant skills and experience. This sector 

is therefore perceived to require: 

• low carbon and sustainable technology skills to be embedded within training, for example within the 

construction and engineering sectors; 

• people to have climate literacy, a general awareness and a willingness to accommodate a low carbon 

way of living, working, designing and thinking about their lifestyle and work; 

• low carbon and sustainable technology knowledge to be taught more as part of a range of training or 

and vocational skills courses (including at GCSE level);  

• upskilling of the current workforce with relevant skills, across many industries, as technologies 

evolve; and 

• creativity and challenge of the status quo, especially amongst young people who enter the workplace 

with up-to-date knowledge. 

Notwithstanding this, it is recognised that SMEs are already constrained, leading to a lack of resource to 

focus on sustainability. There is however a need to expedite delivery of these skills, especially through 

vocational courses in this sector. 
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4.3.6.3 Other sectors  

Other sectors which were discussed, but less frequently, were the Business administration and support sector 

(SS7), Construction sector (SS5), Hospitality sector (SS3) and Health and social care sector (SS4). The main 

issues and opportunities within these sectors that were expressed by participants are summarised below. 

• Business administration and support roles require technical skills such as data analysis, 

accounting, and project management. Additional management skills such as financial management, 

customer management, change management, regulation and legislation awareness etc. are also 

required. There is no Level 2 apprenticeship in business administration and generally colleges 

struggle to fill associated courses. 

• Construction industries require technical skills such as carpentry, electrical work, plumbing, and 

health and safety training. A lack of interest and understanding of the breadth of roles and career 

paths available in the sector provides a challenge to recruitment and retention of employees. 

Specialists in health and safety training, and bricklaying tutors are particularly in demand. 

Construction was noted to be very well subscribed at colleges and therefore some struggle to 

accommodate the demand. But this sector sees a high level of dropouts from Level 1 and Level 2 

courses. 

• Hospitality businesses require technical skills such as food preparation, cooking, and customer 

service. Recruitment, and especially retention are particularly large issues for this sector as people do 

not see associated jobs as being able to offer a fulfilling career path, beyond a low wage. 

Consequently, this sector suffers from a high turnover of employees. There is a need to explain the 

opportunities available in this sector to increase interest in managerial roles for example. 

• Health and social care industries require technical skills such as patient care, medical procedures, 

mental health care and healthcare administration. Recruitment and retention is a challenge for this 

sector due to the nature of the work, often low pay levels and a lack of understanding of scope of 

jobs available. Additionally, the job application process is often outdated and generic across a wide 

range of roles. The recruitment of care sector staff was noted as a particular challenge in North 

Nottinghamshire communities. Participants suggested that low engagement with this sector, in terms 

of recruitment in some roles, is due to outdated recruitment methods, perceived low pay and poor 

working conditions. 

Other less frequently applied codes represented comments and discussions surrounding the Engineering 

sector (SS06), Logistics sector (SS11), Manufacturing sector (SS12), Agricultural sector (SS10) and Creative 

industry sector (SS9). The main issues and opportunities within these sectors that were expressed by 

participants are summarised below. 

• Engineering businesses require technical skills such as mechanical engineering, electrical 

engineering, and computer-aided design; logistics businesses require technical skills in jobs related 

to transportation, storage, warehousing and couriering; and manufacturing businesses require a 

range of production and processing skills. These industries were reported to suffer from stereotyping, 

a lack of understanding of the breadth of career paths and low diversity amongst the workforce. 

Crucially technician roles are difficult to fill as it was suggested that education is equipping young 

people in these sectors with managerial skills. Additionally, the training available for these sector 

specific skills were reported to not always align with the employers’ skills requirements and the 

irregular shift patterns of these workers. SMEs in these sectors struggle to support and connect with 

the colleges who provide the required training, as they face competition from their multinational 

competitors and colleges face challenges in recruiting specialist staff. The issues experienced by 

these sectors were felt heavily in areas such as Newark and Sherwood and Ashfield. 

• Agricultural, forestry and fishing businesses require skills in farming of animals and crops, and 

fishing and aquaculture.  It was identified that there are a lack of horticultural skills in the region and  

a need for horticultural training provision and facilities. 
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• Arts, entertainment and recreational businesses require skills for jobs in creative arts and 

entertainment, library archives and museums, and sports activities and amusement. It was noted that 

these industries have suffered since the pandemic. 

4.3.7 Collaboration within the local skills system  

 
Figure 19 Breakdown of the collaboration theme 

 

Code Name of Code 

CSS1 Greater collaboration between employers, training providers 

and strategic stakeholders is required 

CSS2 Opportunity for more employer engagement 

CSS3 Opportunities for greater collaboration within the local skills 

system 

 

It was widely acknowledged by participants that there is a need for greater collaboration between employers, 

training providers, and strategic stakeholders within the local skills system to address skills gaps and ensure 

that training programmes are aligned with the needs of the economy. Where this opinion was expressed, 

code CSS1 was applied and is shown as the most frequently used code within this cross-cutting theme. This 

code was used to identify specific references to the need for collaboration between stakeholder groups. 

Feedback from participants noted that: 

• there are gaps in the skills system that hinder the provision of effective training, and collaboration 

and partnership working could help to address these gaps and improve the skills system; 

• SMEs’ voices are undervalued amongst the landscape and employers should be considered when 

shaping a training programme and funding opportunities; 

• businesses are working in silos without enough transparency in terms of how skills enhancement 

could be achieved; 

• colleges and universities need incentives to develop fit-for-purpose new courses, for example shared 

risks and subsidies to assist with the cost of curriculum development; and 
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• all parties (especially Government departments) need to be more open to different approaches and 

initiatives.   

Code CSS2 captured instances where more employer engagement within the skills system was specifically 

requested. Overall, many training providers experienced a lack of employer engagement, and requested that 

more employers are willing to collaborate, to improve the effectiveness and content of training programmes 

to ensure they are more closely aligned with job market need. 

However, concerns about the capacity of employers to engage in the skills system was raised in response, 

and regarded as a challenge, especially for self-owned/microbusinesses. Many employers face challenges in 

recruiting and retaining skilled workers, and they may not have the resources or expertise to engage with the 

skills system effectively. There is also a need to simplify the process for employers, and to clarify the 

support and funding available as this is a major constraint to engaging in training. 

Some participants suggested that previous initiatives have struggled with employer engagement, and past 

experiences have deterred employers from further engaging. For example, Bolsover District Council reported 

that businesses may be distrusting and intimidated by local authorities, which reveals the need for the council 

to better engage with businesses on a case by case basis. 

It was suggested that training providers and strategic stakeholders should work to support employers in 

engaging with the skills system and accessing the resources they need to develop their workforce. But it was 

acknowledged that there are mutual benefits to be gained through collaboration. Employers noted that they 

should also be more proactive and accurate in articulating their skills needs to training providers and 

stakeholders. For example, there is a specific need for local employers to support teaching and training 

institutions in sectors such as manufacturing and engineering. 

It was recognised that best practice examples of good collaboration between stakeholders within the skills 

system exist, however it was noted that more could be done to share this and useful skills information, tools 

and resources that are present throughout the geography. Code CCS3 was the most used code within this 

cross-cutting theme, and identified opportunities for greater collaboration within the local skills system. 

Some opportunities suggested included: 

• employers becoming strategic partners of a university or college to ensure required soft skills are 

reflected in their courses; 

• an online tool that allows all relevant stakeholders and local businesses to access geography specific 

knowledge and resources for training and upskilling; 

• more sharing platforms and events that are engaging and accessible, for example an online lunchtime 

talk for stakeholders to come together;  

• collaboration between local councils and businesses on a case-by-case basis; and 

• learning from existing employer networking groups such as those in Mansfield and Ashfield. 

Feedback recognised that many good resources for training and best practice examples of collaboration 

within the skills system exist and, in some cases, there is no need to ‘reinvent the wheel’ where initiatives are 

working. However, it was demonstrated that there is a need to collate all relevant resources into a cohesive 

and shared resource which would allow all stakeholders to access and disseminate information about 

training, best practice, the local employer landscape etc., as many people are unaware of what help and 

networks are already in existence. This needs to be simple and accessible to all, especially small businesses. 

Generally, greater collaboration would be viewed by participants as valuable, but some noted that significant 

efforts from schools, colleges and universities to address skills gaps are already seen across the geography 

and should not be overshadowed by employers’ requirements, which may not necessarily be what is needed 

to address skills gaps. 
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4.4 Actionable priorities 

The feedback received contained a number of ideas and recommendations for how the issues and 

opportunities identified could be addressed. These ideas and recommendations were extracted,  and then 

refined by FSB (through engagement with the Steering Group) to shape draft actionable priorities. The draft 

actionable priorities are set out in Appendix E and will be used to inform training providers’ Accountability 

Agreements and taken forward in the LSIP.  
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5. Conclusion  

The engagement activities have successfully responded to the ‘Statutory Guidance for the Development of a 

LSIP’1 and captured feedback from key stakeholders across the skills system in Nottinghamshire and 

Derbyshire. An unrestricted approach has allowed stakeholders to openly share issues and opportunities they 

experience or foresee, without limitation. This has enabled the identification of recoccuring themes which 

have in turn informed actionable priorities which will be taken forward in Accountability Agreements and 

the LSIP. Importantly, the engagement has been an opportunity to bring together employers, training 

providers and strategic stakeholders and seek consensus on key priorities which they can drive forward 

through continued collaboration and partnership working. 

 

The objectives set out for the LSIP engagement activities have been achieved in the following ways:  

 

1. Employers, training providers, and strategic stakeholders have been empowered to contribute to shaping  

the LSIP, at a formative stage of the process. This collaborative approach has fostered a sense of 

ownership and responsibility among stakeholders. 

2. The inclusive engagement undertaken has successfully captured stakeholders’ views from across sectors 

and geographies, culminating in a comprehensive understanding of key priorities for the local skills 

system over the next three years.  

3. A combination of quantitative and qualitative data was collected which enabled stakeholders to share 

issues and opportunities, as well as ideas regarding how to address these. These recommendations have 

been used to shape actionable priorities that will be pivotal in informing future decision-making and 

resource allocation.  

4. The actionable priorities developed utilising feedback from the engagement process will provide a solid 

foundation for training providers to develop their Accountability Agreements. These agreements will 

ensure that education and training responds to the LSIP’s objectives and addresses the identified skills 

gaps and opportunities in the local skills system.  

5. The engagement activities have fostered relationships and encouraged further collaborative working 

amongst employers, training providers, and strategic stakeholders. This collaborative approach is 

essential in delivering the outcomes of the LSIP, as it ensures that all parties are working together 

towards a common goal and leveraging their collective resources and expertise. 

The feedback identified several key focus areas for the skills system over the three year lifespan of the 

LSIP.This includes recognition of a skills gap between employee skills and employer’s requirements. There 

is a particular need to improve work readiness and soft skills, which are valued and required by employers, 

through dedicated training provision. There is also a particular need for training provision to respond to the 

continuing digitalisation of the economy and address the skills gap in basic digital skills, including computer 

literacy and use of Microsoft Office along with widening the breadth of exposure to use of technologies and 

computer skills, so that those entering the workplace have adaptability and confidence to grow their learning.  

Feedback demonstrates that specific focus is also needed in the following sectors to bridge skills gaps and 

ensure that education and training programmes are aligned and respond to the evolving needs: 

• digital sector;  

• low carbon and sustainable technology sector; 

• hospitality sector; 

• health and social care sector; 
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• construction sector; 

• engineering sector; 

• business administration and support sector; 

• teaching sector; 

• creative industry sector; 

• agricultural sector; 

• logistics sector; and  

• manufacturing sector. 

Sector-specific issues and opportunities must be addressed by developing targeted initiatives and resources 

for each sector, particularly in the digital and low carbon and sustainable technology sectors, which have 

been identified as having the most growth potential. 

Whilst the research noted several capacity and capability constraints that training providers and employers 

face in delivering training, it also highlighted multiple opportunities to enhance provision in the future. This 

includes a potential to transition to shorter bursts of training and development of specific training for supply 

chains and SMEs. Tailored and flexible training programmes are essential to ensure they cater to the diverse 

needs of employers and learners, emphasising digital skills and work readiness-relevant training, which have 

been identified as critical areas for workforce development. 

Feedback demonstrates that local socio-economic conditions have exacerbated challenges within the skills 

system. For example, COVID-19 has negatively impacted the development of soft skills, and resulted in 

employees making career changes or choosing to leave employment entirely. Socio-economic inequalities 

amongst learners, employees and unemployed individuals also continue to pose barriers to accessing 

education and employment.  

Recruitment and retention of employees is a consistent challenge across the geography, which is 

symptomatic of the cost of recruitment, outdated approaches to recruitment, a small candidate pool within 

the area, and competive benefits packages encouraging individuals to move to other organisations. However, 

the engagement identified a series of demographic groups that have significant potential to further engage in 

the labour market to address these challenges. This includes older persons, disabled people, ex-military 

personnel, those returning from long-term absence or childcare leave, and those from disadvantaged 

backgrounds, migrants or minority communities.  

Feedback also demonstrates that there is already positive collaboration and a wealth of initiatives and 

resources available within the geography, but that often there is a lack of awareness from employers, 

employees and learners of the support on offer. The focus is therefore on supplementing and promoting the 

assets that already exist, rather than reinventing the wheel.  By fostering strong partnerships, sharing best 

practice, and engaging in transparent communication, the region can strengthen its overall skills ecosystem, 

better prepare learners for employment, and contribute to economic growth and development in the long 

term.  
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6. Appendices 

Appendix A – Online Surveys 

Introduction page for all surveys: 
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Employer Survey: 
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Training Provider survey: 
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Strategic Stakeholder survey: 
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Appendix B – Miro Boards 

Online Focus Group 1 – 10 January 2023 
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Online Focus Group 2 – 11 January 2023 
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Online Focus Group 3 – 12 January 2023 
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Online Focus Group 4 – 13 January 2023 
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Appendix C – Emerging Findings Document 
 

 

Local Skills Improvement Plan for Nottinghamshire and Derbyshire - Federation of Small Businesses 

 

Emerging findings from engagement with employers, training providers and strategic stakeholders 

 

The table below provides a summary of the emerging findings from our engagement to date, and associated questions which will be 

raised during the focus group sessions. 

 

Cross 
cutting 
theme 

Context Emerging best practice and potential 
interventions 

Focus group 
questions 

 

 

 

 

Work 
readiness 
and soft skills 

 

 

 

Trends 

• School leavers are not considered to 
be ‘work ready’, in relation to their 
expectation of working life, confidence 
levels, social skills and english, maths and 
digital abilities. Intervention is needed at a 
younger age to develop these skills.  

• In north Nottinghamshire, a large 
number of adults do not have basic 
social and employability skills.  

• There is a general lack of confidence 
and nervousness across the 
population, exacerbated by the 

 

• Provide mentoring in relation to soft 
skills.  

• All training courses to address soft 
skills.  

• Provide CV writing and interview 
support.  

• Provide support to parents to help 
them in developing their children’s 
soft skills and prepare them for work.  

 

1. Do you agree with 
the emerging 
findings? If not, 
please specify any 
additions or revisions 
required.  

2. Please identify two 
SMART actionable 
priorities to address 
the issues and 
opportunities related 
to work readiness 
and development of 
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Work 
readiness 
and soft skills 

 

 

 

 

 

 

 

 

pandemic. In response, training providers 
are investing more time in confidence 
building.  

• There is a need for individuals to 
recognise their transferable skills, and 
to utilise these to move up the career 
ladder. 

• Mental health is a significant issue, 
with more learners/ employees 
departing learning/ the workplace as a 
result. 

• The Derbyshire and Nottinghamshire 
geography has a higher level of adults 
with no/ limited qualifications, when 
compared to the wider region. There is 
a need to provide a base level of 
training for all adults (including english 
and maths). 

• There is a poor incentive for 
individuals to work towards level 2 
qualifications as they will not see a 
salary increase as a result. There is a 
need to incentivise and encourage 
individuals to progress lower-level 
qualifications through explaining the 
development opportunities. 

• Invest in mental health first aider 
training to support learners and 
employees. 

• Offer blended learning which 
address theoretical, practical and 
digital elements, to respond to 
different strengths.  

• Apply the ‘Multiply’ model which 
supports   adults aged 19+ with their 
maths skills. Opportunity to develop 
an equivalent model for english 
skills.  

• Provide social care support as part 
of training courses, e.g. transport 
and food. 

• Incentivise training with practical 
support e.g. food vouchers/cooking 
appliances provided on completion.  

• Provide advice in relation to practical 
matters as part of training courses 
e.g. budgeting. 

• Undertake a digital assessment at 
the outset of training courses to 
understand what access learners 
have to IT equipment. Enable 
learners to borrow IT equipment.  

soft skills within the 
local skills system. 
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Work 
readiness 
and soft skills 

• There is a need for tailored training for 
older persons, e.g. in relation to digital 
skills. 

• There are inequalities in the geography 
in relation to IT equipment and 
broadband to permit remote working.  

• There is poor public transport in some 
areas, particularly rural areas and Newark 
and Sherwood.  

• As a result of the cost-of-living crisis there 
is a need to support individuals 
physically (e.g. with food) and 
mentally. 

 

Opportunities  

• The ability to work remotely in some 
sectors (where access to technology 
allows), offers opportunities for young 
people that didn’t previously exist. This 
will help with social mobility, including in 
North Nottinghamshire where this is a key 
issue.  

• Promisingly, there has been increased 
demand for training providers to 
deliver non-accredited courses, since 
the pandemic. 
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Digitalisation  

 

 

 

 

 

 

 

 

 

 

 

Trends  

• The digital space is continually 
evolving and employers can find it 
difficult to keep up. Some employers 
struggle to appoint digital leaders to 
drive the agenda within their 
organisation. 

• There are three levels of digital skills: 

1. Very limited skills 

2. Basic skills (required for work readiness) 

3. Advanced skills (tailored to job 
requirements) 

• Digital skills are not at the level 
required by employers. It is considered 
that older persons are often less digitally 
skilled.  

• There are significant gaps in skills 
relating to digital, and integrated 
technology within organisations, 
including in relation to operation of their 
respective IT systems. 

• Skills bootcamps often focus on basic 
digital skills only. 

• There is a need for greater onus on 
digital skills in schools.  

 

• Establish reverse mentoring 
programmes in relation to digital 
skills.  

• Mansfield District Council is 
producing a ‘Digital Strategy’ using 
best practice from West 
Nottinghamshire College. 

• Nottingham Trent University was 
considering establishing a one-to-
one digital skills course prior to the 
pandemic.  

• Adapt the recruitment process to 
reflect digitalisation e.g. job 
applications and CVs in video 
format, walking interviews etc.  

  

 

1. Do you agree with 
the emerging 
findings? If not, 
please specify any 
additions or revisions 
required.  

2. Please identify two 
SMART actionable 
priorities to assist 
employers and 
training providers in 
responding to 
digitalisation.  
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Digitalisation 

 

Opportunities 

• There has been an increase in the 
technical capability of students as a 
result of the pandemic, which can be 
utilised by employers, including in 
relation to social media and digital 
marketing. 

 

 

 

Recruitment 
and retention 
of 
employees, 
(including 
training 
providers) 

 

 

 

 

 

 

 

Trends 

• Suggestion that skills gaps are not the 
main issue. Instead, the main issue is 
recruitment to fill current vacancies. 
There is currently the smallest 
unemployment pool since 1974. 

• Recruitment of individuals with the 
right skills set is a consistent issue, 
with salary competition being a key 
driver.  

• There is currently a high staff turnover 
which limits the opportunity to train and 
develop employees. 

• Small to medium sized enterprises (SME) 
are more constrained in terms of 
incentives they can offer to encourage 
staff retention.  Larger businesses can 
provide better incentives and therefore 
individuals are leaving SMEs for bigger 
organisations.  

 

• Adopt supported internships, 
allowing candidates to prove their 
abilities, in instances where they 
may not meet the entry requirements 
for roles.  

• Employers to commit to recruiting 
those that join on a part-time basis 
as an incentive. 

• Employers to host open evenings 
which welcome candidates and their 
parents. 

• Employers to utilise available 
support programmes and funding 
programmes including the ‘Renew 
and Reform Programme’ which is 
available for free to small businesses 
until 2025.  

 

 

1. Do you agree with 
the emerging 
findings? If not, 
please specify any 
additions or revisions 
required.  

2. Please identify two 
SMART actionable 
priorities to help 
employers and 
training providers to 
improve the 
recruitment and 
retention of their 
employees.   

 



 

 

 

 

 

Federation of Small Businesses Local Skills Improvement Plan for Nottinghamshire and Derbyshire 
 

Statement of Engagement Report | 2.0 | 5 April 2023 | Ove Arup & Partners Limited Statement of Engagement  Page 93 
 

 

 

 

 

Recruitment 
and retention 
of 
employees, 
(including 
training 
providers) 

 

 

 

 

 

 

 

 

 

 

 

 

• Individuals are moving to roles with 
flexibility (including where they can 
work from home), however this is not 
viable for all sectors/employers. 

• Entry requirements for some roles are 
too high, making them difficult to recruit 
for.  

• The cost-of-living crisis and 
competitive salaries has resulted in 
individuals taking roles requiring lower 
skill levels because they are better 
paid, preventing them from progressing in 
their career path.  

• Encouraging individuals to return to 
work following the pandemic is an 
ongoing challenge, with significant 
people aged over 50 having left 
employment.  

Sector specific trends 

Digital  

• There is a shortage of skills in the 
digital and computer science sector.  

• People are leaving for higher salaries. 
Whilst this trend is across the board, it is 
particularly evident in early careers.  
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Recruitment 
and retention 
of 
employees, 
(including 
training 
providers) 

 

 

 

 

 

 

 

 

 

 

 

 

• There is an aging workforce, with not 
enough people coming into the sector, 
and many people leaving. 

Engineering  

• There is a lack of people to fill 
engineering roles and deliver 
associated training courses. 

• There is an ageing workforce in the 
engineering sector. 

• It is considered there is a focus on 
training for management roles rather 
than production roles. 

Construction 

• Younger people no longer aspire to 
work in the sector and people are 
retiring earlier (mid to late 50s). 

Low carbon and renewable energy  

• There is a lack of people to fill roles and 
deliver associated training courses.  

• There is appetite from employers to 
understand what the target for 
achieving net zero by 2050 will mean 
for local businesses, including in terms 
of economic benefit.  
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Recruitment 
and retention 
of 
employees, 
(including 
training 
providers) 

 

 

 

 

 

 

 

 

 

 

 

 

 

• It is felt that once the green agenda is in 
place, there will be new skill 
requirements, and potentially new roles 
and associated training. Employers will 
need to adapt and seek support from 
other areas of their business.  

Business administrative skills  

• There is a gap in business 
administrative skills such as customer 
service and clerical roles, including at 
apprenticeship level (level 2). 

 

Hospitality  

• Before the pandemic there was already 
a shortage of hospitality staff 
(including chefs), but this has been 
exacerbated as a result of the pandemic, 
economic climate, and a lack of respect 
for the sector. 

• There is a high turnover of staff in the 
hospitality sector, and the cost-of-living 
is contributing to this, causing people 
to leave.  

• Employers are required to apply for a 
licence and pay for visas to permit 
recruitment of employees from abroad. 

 

 

 

 

 

 

Hospitality 

• Opportunity to take learning from the 
tourism industry in Stratford-upon-
Avon. 

• Opportunity to take learning from 
hospitality employers leading the 
way in terms of practicing good 
communication with employees and 
supporting employees to fulfil their 
aspirations.  

• Opportunity for training providers to 
offer practical work experience 
including through initiatives such as 
a ‘hotel takeover’. This has been 
adopted by West Nottinghamshire 
College and they have seen a 
change in students’ ambitions as a 
result. This could be applied across 
multiple sectors. 
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Recruitment 
and retention 
of 
employees, 
(including 
training 
providers) 

 

 

 

 

 

 

 

 

 

 

 

 

 

Recruitment 
and retention 

• The sector hasn’t always been effective in 
retaining staff, in part because there is 
not enough emphasis put on the 
overall employment package and 
management.  

• It is particularly difficult to recruit for lower-
level roles within the sector for the 
following reasons: 

o individuals do not see the career 
progression opportunities; 

o there is a reluctance to work the 
hours required; 

o there is a cyclic pattern whereby 
less people are joining the 
sector, which results in longer 
working hours for existing 
employees; and 

•  

o there is a legacy of young people 
having a part-time hospitality role in 
the past, and having a bad 
experience which prevents them 
from continuing in the sector. 

• There is a need to demonstrate and 
advocate the career progression 
opportunities in the hospitality sector, 
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of 
employees, 
(including 
training 
providers) 

and transferrable skills which can be 
developed through associated roles.  

• It is important to nurture and develop 
staff in the hospitality sector.  

Health and social care 

• Employers are struggling to recruit in 
the care sector, including as a result of 
Brexit. This is particularly an issue in 
North Nottinghamshire.  

• There is a need to establish career 
pathways for the health and social care 
sector. 

Teaching 

• There are shortages of academic and 
vocational teachers, and teaching 
assistants. 

Opportunities  

• There is a poor understanding of the 
potential of those who are inactive in the 
employment market, who could be 
reengaged and make a significant impact 
on the economy including: 

o older persons (e.g. those over 60 
years old who have left work) – 
could adopt smaller/part-time roles  
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o disabled people – currently there is 
not sufficient support available  

o looked after children  

o those leaving jobs - who could go 
into teaching in their respective 
sector 

• Some employers are focussing on 
growing their workforce through 
apprenticeships and work experience 
placements. 

 

 

 

 

 

 

 

 

Approach to 
training 
provision  

 

 

Trends 

• The post-16 skills system is continually 
changing, which makes it difficult for 
training providers, and particularly 
employers, to navigate it and respond 
accordingly. There is a need to keep 
practices and funding mechanisms simple.  

• There is already good collaboration 
amongst training providers within the 
geography. However, more 
engagement is needed between 
training providers and employers. 
There is also a need to understand how 
much engagement employers would 
like/can accommodate. 

• It is felt there is a disconnect between 
schools and employers in the 

 

• Offer reverse mentoring.  

• Offer remote work experience 
placements (where appropriate, 
ensuring that candidates receive 
sufficient support).  

• Support employers in utilising their 
interns to the best of their abilities. 

• Better utilise opportunities provided 
by apprenticeships, e.g. putting more 
senior people into apprenticeships.  

• Develop strong and transparent 
relationships between training 
providers and employers to identify 

 

1. Do you agree with 
the emerging 
findings? If not, 
please specify any 
additions or revisions 
required.  

2. Please identify two 
SMART actionable 
priorities to support 
employers and 
training providers in 
delivering the 
required training. 
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Approach to 
training 
provision 

 

 

geography, with some schools still 
largely advocating traditional 
university pathways rather than 
apprenticeships.  

• It is felt that the apprenticeship system is 
not fit for employers’ purposes, and is a 
barrier for adoption by SMEs. 

• It is felt that if the apprenticeship levy 
funding were more flexible, employers 
could maximise the associated 
opportunities and use the funding on other 
types of required training. 

• There is a need for more collective 
training within the local skills system. 

• There has been a notable shift in 
required skills in response to remote 
working. However, it is felt there is 
sometimes a lack of clarity from 
employers in terms of their 
requirements of employees.  

• Negative past experiences of learning 
prevent individuals from engaging in 
training. In response, there is a need to 
promote and encourage further learning.  

• Employers face funding constraints 
and can find it difficult to release staff 
for training. 

skills gaps and help employers to 
address challenges.  

 

 

• Training providers to co-design 
courses with local employers to 
ensure training provision is sufficient. 
Convene similar sectors to ensure 
there is sufficient demand for new 
training courses.  

• Encourage employees to share 
learning from training courses with 
their colleagues to assist with 
knowledge transfer.  

• Apply the ‘Code First Girls’ model 
which focusses on supporting 
females into employment in the 
following ways: 

a) to provide non-technical 
graduates with technical training; 
or 

b) to provide free training for those 
who are going back to learning. 

• Opportunity to engage with large 
employers and contracting 
authorities (e.g. local authorities) to 
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Approach to 
training 
provision 

 

• There can be a perceived lack of 
freedom and capacity for employees to 
undertake training. 

• There can be cyclic issues whereby 
employees are unable to complete 
training due to illness associated with 
their day to day role. This can result in 
individuals taking a break from learning.  

 

• Some employers do not provide formal 
training but offer regular check-ins with 
the Human Resource department and line 
managers, and establish incentive 
programmes including acknowledging the 
‘rising stars’.  

• Some employers do not like 
committing their staff to long training 
courses. If the courses were made 
shorter or combined, they may be more 
attractive to employers and employees. 

• There is a need to ensure employers 
are aware of the risks of not investing 
in training for their staff, which includes 
individuals leaving.  

• Some employers are unaware of the 
free training available. 

make sufficient allowances for on the 
job training. 

• Contracting authorities could use 
procurement as an opportunity to 
stipulate training requirements for 
employees (similar to the approach 
taken to delivering social value 
through contracts). 

• Opportunity to focus on the supply 
chain and for larger employers to 
support the SMEs they appoint, to 
upskill their employees. 

 

• Establish a single source of 
information where employers can 
find trusted training courses. 

• Establish a forum where 
employers/training providers can 
share best practice, common trends 
and sector updates. 
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Approach to 
training 
provision 

 

• Local authorities have been awarded 
UK Shared Prosperity Funding which 
could be utilised by employers. There is 
a need to ensure employers are aware of 
the ramifications of not engaging with 
such initiatives, e.g. not receiving the 
funding available.  

• It is felt there is a need for local 
authorities to work with businesses on 
a case-by-case basis to provide 
support. 

• There are gaps in knowledge in relation 
to respective industries’ regulations 
which they must accord with, for 
example in relation to health and safety. 

• Some employers don’t possess the 
industrial knowledge and experience of 
their sector. For example, an engineering 
teacher without first-hand experience of 
an engineering role.  

Sector specific training requirements 

Engineering  

• There is insufficient training available in 
engineering.  

• Career pathways are convoluted. 

Construction 
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Approach to 
training 
provision 

 

 

 

• There is a lack of training providers for 
electrics and plumbing. This impacts the 
ability of employers to provide 
apprenticeships. 

Low carbon and renewable energy   

• It is felt that once the green agenda is in 
place, there will be new skill 
requirements, and potentially new roles 
and associated training. Employers will 
need to adapt and seek support from 
other areas of their business.  

Business administrative skills  

• There is a gap in business 
administrative skills such as customer 
service and clerical roles, including at 
apprenticeship level (level 2). 

•  

Hospitality  

• Individuals appointed in the hospitality 
sector need to be trained, as 
candidates are not coming in directly at 
senior positions. 

• There is a lack of work placements for 
hospitality roles in Nottingham, which 
restricts students’ learning. 
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Teaching  

• There is a need for a focus on teacher 
training.  
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 Appendix D – Coding Framework 

 Work readiness and soft skills theme: 

WR1 – Soft skills and employability skills are lacking and required 

WR2 – School leavers not work ready and have a lack of opportunity to gain these skills and experience 

WR3 – Discrepancy between candidate expectations and employer expectations 

 Digitalisation theme: 

DIG1 – Evolving digital space and training requirements 

DIG2 – Basic digital skills required 

DIG3 – Digital skills gap between younger and older persons 

 Socio-economic conditions theme: 

SEC1 – Impact of Covid-19 

SEC2 – Ageing population 

SEC3 – Mental health 

SEC4 – Green agenda 

SEC5 – Impact of Brexit 

SEC6 – Socio-economic inequalities amongst learners, employees and unemployed persons  

SEC7 – Political climate 

SEC8 – Economic climate for businesses 

 Approach to training theme: 

AT1 – Opportunities associated with apprenticeships and vocational qualifications 

AT2 – Challenges associated with apprenticeships and vocational qualifications 

AT3 – Capacity and capability constraints to delivering training (for both training providers and employers) 

AT4 – Future training opportunities 

AT5 – Work readiness-relevant training 

AT6 – Recognition of social value 

 Retention and recruitment theme: 

RR1 – Competitive employee benefit packages and working conditions 

RR2 – Small pool of candidates to fill vacancies 

RR3 – Exploring untapped potential 

RR4 – Improving recruitment processes 

 Sector specific issues and opportunities theme: 

SS1 – Digital 

SS2 – Low carbon and sustainable technology sector  
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SS3 – Hospitality 

SS4 – Health and Social Care 

SS5 – Construction 

SS6 – Engineering 

SS7 – Business administration and support 

SS8 – Teaching 

SS9 – Creative industries  

SS10 – Agriculture 

SS11 – Logistics 

SS12 – Manufacturing 

 Collaboration within the skills system theme: 

CSS1 – Greater collaboration between employers, training providers and strategic stakeholders required 

CSS2 – Opportunity for more employer engagement 

CSS3 – Opportunities for greater collaboration within the local skills system 
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Appendix E – Draft Actionable Priorities  
 

Digitalisation 

Employer feedback summary  Draft actionable priority 

• Training to upgrade digital literacy skills. 

To meet the demands of the job market, 

individuals need to focus on improving 

their baseline digital literacy, especially in 

commonly used professional software such 

as Microsoft Office Suite (Word, 

PowerPoint, Excel) and email 

presentations. 

1. Promote and communicate (and develop if 

necessary) the area’s existing digital skills 

offer to employers more widely and work 

with colleges and ITPs (in consultation 

with D2N2 LEP, BROs and/or similar 

partners) to assess the effectiveness. 

• Digital skills integration in education. 

Education should provide digital skills as a 

key component of courses to keep pace 

with the rapidly changing digital landscape. 

This should emphasise understanding the 

logic and processes behind the software and 

practical application. Each course should 

have a digital aspect to help individuals 

comprehensively understand digital tools 

and how they can be applied in various 

settings.  

2. Integrate a digital component into relevant 

post-16 vocational programmes, 

apprenticeships and AEB vocational 

courses, where not already present 

(including the new Essential Digital skills 

qualifications) 

 

Low carbon and sustainable technology 

Employer feedback summary Draft actionable priority 

• Basic climate literacy and understanding 

needs to be improved for both Students in 

the education system and places of work. 

3. Develop and implement industry-specific 

“Achieving Net Zero” online/workshop-

based programmes for staff and managers. 

These would be available to all sectors, but 

priorities would be agriculture and 

environment, business and administration, 

construction, engineering and 

manufacturing, and transport and logistics.  
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Work readiness and soft skills  

Employer Feedback Summary Draft actionable priority 

• More pre-16 engagement and skills 

development. Targeting young people, to 

teach basic employability skills that they 

can focus on work readiness. The aim is 

also to make young people more aware of 

the vocational routes to work rather than 

being funnelled into academia, e.g., 

university isn’t for everyone, but many 

students aren’t aware of the career paths 

available in technical training/jobs. 

4. Explore the voluntary implementation of 

“Skill builder” or a similar essential skills 

system (could be internal) in pre-16 and 

post-16 education. 

• Employers to offer more work experience 

opportunities to equip people with the skills 

specific sectors need.   

5. Develop collaborative work between 

colleges and employers to offer new or 

extended placements for all vocational 

courses, including those where placements 

are not mandatory. 

• Providers should engage with employers to 

develop a soft skills/employability skills 

framework.  In addtion, there is a need for 

work readiness to be quantified/ unified.  

• Need for criteria or framework for colleges 

and training providers to work from. 

Different institutions have their own, but it 

needs to be agreed/uniform across 

Nottinghamshire and Derbyshire. This 

criterion can be worked into assessments to 

create a baseline knowledge of soft skills 

amongst those entering the workplace, e.g. 

a soft skills certificate that is standardised 

across the region. 

6. Develop and implement a common 

employability/essential skills framework 

for all AEB and Boot Camp programmes.             

7. Develop and implement an essential skills 

short course programme for employed staff. 
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Collaboration within the local skills system  

• Employer Feedback Summary • Draft actionable priority 

• The region’s seven FE colleges should 

work together to bid for funding. This 

collaboration will be increasingly 

important going forward, including work 

with the district council (towns fund) and 

work with the region’s universities, D2N2 

LEP and key partners. 

8. Explore/increase collaborative bidding and 

delivery partnership with the region’s FE 

colleges, universities, and key partners. 

• Co-designing of courses with local 

employers to sense check the provision of 

training, e.g., myth-busting around 

construction and engineering roles, 

9. Actively review employer standards with 

employers when negative feedback is 

received. Work with them to articulate what 

(if anything) is wrong/missing or needs to 

be added.) Providers can add content locally 

and report content for removal to IFATE but 

removal from a standard locally is not 

possible. 

• Support closer industry teacher 

collaboration, including secondments from 

industry and shared industrial teaching 

support across provision where there are 

shortages in specialist staff and where the 

industry is changing rapidly. 

10. Develop a collaborative initiative to 

increase the supply of teachers/trainers in 

priority occupations and review/improve 

their training if needed. An area approach 

could be advantageous. 

• Changes to employers’ approach to 

recruitment are required to make it easier 

to recruit those furthest from the market 

and marginalised groups. Job adverts need 

to be more inclusive and accessible. 

11. Develop recruitment and retention packs 

and/or workshops for employers, especially 

SMEs, to aid in broadening candidate 

search. 

• A skills hub/centre within the geography. 

This would be a place to go (physically) 

where you can be directed to the training 

you/your business needs.  

• Establishing a one-stop shop for upskilling 

can provide many services that anyone can 

access at any stage of their career e.g., 

helping small businesses to grow, people 

to find work, seeking employability 

advice, holding business events, lectures 

on topics affecting small businesses etc.  

• An online community that could also be 

formed in conjunction with the LSIP could 

be a place where the good work that has 

already been happening across the 

geography is stored (e.g., D2N2 careers 

hub). 

12. Further develop the Careers Hub and similar 

services and communicate their existence 

more widely. 

• Work could be done by local authorities to 

understand social value commitments. For 

example, major projects often have large 

social value commitments around 

contractors and suppliers hiring 

apprentices, but how are training providers 

13. Assess the extent of current social value 

agreements in public procurement and work 

collaboratively with Local Authorities to 

develop further and share knowledge with 

employers. 
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linked into this to understand the need, 

pipeline etc. 



 

 

 


