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People power

There has been a lot of talk over the 
last few years about the problems 
employers are having recruiting new 
employees, particularly in those 
industries that tend to be low paid, 
and which have relied heavily on 
workers from countries within the 
European Union. 

With the lowest unemployment 
figures for decades, but around 
800,000 vacancies being advertised 
for at any one time, it is fairly clear 
that competition to attract workers 
is fierce.
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With the lowest unemployment figures for decades, 
but around 800,000 vacancies being advertised for 
at any one time, it is fairly clear that competition to 
attract workers is fierce. Exacerbating the issue, the 
jobs market is in one of the greatest states of flux we 
have seen for decades. Increasing globalisation and 
digitalisation, the introduction of artificial intelligence 
and the automation of many roles means that 
industries and jobs are changing incredibly quickly. 

And then of course there is Brexit, as well as a move 
more generally by Government to curtail economic 
migration to the UK. There is a huge amount of 
uncertainty about how this will play out in the medium 
to long term and what the impact will be on the 
UK labour market. It’s not surprising then that many 
employers feel they are facing a very uncertain future, 
with some sectors in particular, such as construction 
and accommodation and food services, relying heavily 
on overseas labour to fill vital roles, and already 
experiencing huge recruitment challenges. 

As happens from time to time in the life of any 
economy, the labour market currently appears to 
resemble a giant snow-dome that has been given a 
huge shake, and as yet we don’t quite know where 
exactly all the pieces will fall.

In this country we have a real issue with low 
productivity and it’s no coincidence that we also have 
one of the lowest levels of employer investment in 
skills development in Europe, with the UK ranking 
23 out of 26 counties according to the CIPD. Some 
work has been done by the UK Government to try to 
stimulate greater employer investment in skills with the 
introduction of the apprenticeship levy in 2017, the 
careers strategy and the forthcoming T Levels, with 
varying degrees of success to date.

Foreword

To understand the impact of these interlocking issues 
on UK plc we polled over 1,000 UK employers to 
find out how they are faring in terms of recruiting and 
training the skilled workers they need to thrive and 
to uncover what challenges they see on the horizon. 
We also worked with economic modellers Emsi to 
consider the current state of the UK labour market and 
predict what it may look like in the coming years.

This research aims to give some context and pointers 
to where future demand is likely to be, so that those 
currently grappling with these issues can have a more 
solid basis for doing so. It also provides practical 
recommendations for employers, Government and 
the education sector to help combat skills gaps and 
shortages. 

It is our belief that this data and analysis that follows 
might shed enough light on future job demand and 
workplace trends to be able to influence the answers 
to some of the big questions facing the British 
economy. As ever with research such as this it’s only 
as useful as the actions that come out of it and we 
sincerely hope that the nine recommendations we’ve 
outlined will be acted upon to create real and lasting 
change and stop this research becoming yet another 
piece of commentary on such a vital issue

Kirstie Donnelly MBE
Managing Director,   
City & Guilds and ILM

The UK is in the grip of a skills crisis that is affecting many of our 
industries and impacting productivity, growth and ultimately the 
bottom lines of businesses across the country. Our education 
system is simply not well aligned to the needs of industry and 
employer investment in skills development has not recovered 
since the 2008 recession.
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UK businesses are confident about 
their futures
So what are the employers’ perceptions of the  
near future?

Interestingly, despite the current economic and political 
climate the majority of employers (85%) told us that 
they are confident that their business will grow over the 
next three to five years, with nearly a third (32%) telling 
us that their business will grow significantly. It remains 
to be seen if this is a case of over-optimism as they 
tackle the impacts of issues such as; Brexit, increasing 
levels of migration control, the forecasted interest rate 
rises, the diminished value of the pound, skills gaps 
and ongoing poor productivity.

Small businesses (between 1 – 50 employees) were 
less confident than large employers (5,000 – 10,000+ 
employees) about their growth prospects though, 
with only 21% of small businesses confident that they 
would see significant growth over the coming years, 
compared to 50% of large employers.

Employers believe skills shortages and 
Brexit will impact their productivity in 
the next 3 – 5 years
Despite their optimism overall, many employers told 
us that there are factors that are likely to impact their 
ability to grow and their productivity more generally  
in the coming years.

Internal factors
Skills gaps and shortages are having a significant 
impact

Employers believe that the factors that will most 
impact their productivity over the next three to five 
years are; the struggle to recruit skilled workers (47%), 
the fact that existing staff do not have the right skillset 
(32%) and a lack of effective leaders and managers 
within the business (27%). 

The employers’ outlook 
for the next 3 – 5 years

What internal factors might impact upon the 
productivity of your business over the next three 
to five years?

of UK businesses are most 
worried about the impact of 
skills gaps on their business

I struggle to recruit the skilled 
people I need

Existing staff don’t have 
the right skillset

Lack of effective leaders and 
managers within our business

We don’t have the right 
technology in place

There are no internal factors 
that might impact upon the 
productivity of my business over 
the next three to five years

Other, please specify

47%

32%

27%

27%

27%

27%

External factors
Brexit begins to bite

It should come as no surprise with the deadline for the 
UK to leave the EU looming large, that employers told 
us that Brexit was their biggest concern when it came 
to their productivity over the next three to five years, 
with 46% stating it was a concern. Larger companies 
(1,001 – 5,000) were even more alarmed, with 55% 
stating it might have a negative impact on their ability 
to reach their potential.

47%

47%
of UK businesses are most 
concerned about the impact 
of Brexit on their business
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Concerns over Brexit were followed by over two-
fifths (44%) of respondents stating that increased 
competition was likely to be an issue and over a  
third (35%) who told us that skills shortages in their 
industry were likely to be a problem. A further 27%  
of respondents said that the education system  
wasn’t creating the skilled individuals they needed.

What external factors might impact upon the 
productivity of your business over the next three 
to five years?

Brexit

Increased competition

Skills shortages in my industry

New legislation (i.e. GDPR)

Education system not creating 
the skilled people I need

Size of the market we operate 
in is likely to shrink

There are no external factors that 
might impact upon the ability of 
my business to grow over the next 
three to five years

46%
44%
35%

21%

30%

27%

5%
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Before we start to consider which jobs UK employers 
are finding most difficult to fill, it is worth thinking 
about which job types are likely to grow in the coming 
years so we can see where competition is going to 
intensify. We have also considered which jobs are likely 
to decline and some of the reasons for this. 

It comes as no surprise that many of the jobs making 
up the top 20 high growth jobs in 2016 are those 

Predicted job growth /  
decline by occupation to 2024

towards the lower end of the spectrum in terms of skills 
and wages, as these types of role are typically higher 
volume than higher skilled, more specialist roles. For 
example, cleaners and domestics, elementary storage 
occupations, kitchen and catering assistants, waiters 
and waitresses and bar staff as well as caring, leisure 
and other service job classifications.

Jobs

Top 20 occupations in Great Britain in 2016 by total job numbers

400,000 800,000 1,200,0000

Jobs

Emsi 2018.1 Ocupations, Employees  
and Proprietors

Sales and retail assistants 1,239,128

Care workers and home carers 788,909

Cleaners and domestics 724,715

Other administrative occupations n.e.c. 722,806

Nurses 682,776

Elementary storage occupations 589,850

Kitchen and catering assistants 574,786

Sales accounts and business 
development managers 508,647

Book-keepers, payroll managers and 
wages clerks 507,030

Primary and nursery education 
teaching professionals 415,438

Managers and directors in retail 
and wholesale 385,214

Waiters and waitresses 375,997

Bar staff 349,713

Nursing auxiliaries and assistants 342,365

Secondary education teaching professionals 341,940

Large goods vehicle drivers 340,813

Teaching assistants 330,176

Receptionists 307,749

Chefs 293,847

Customer service occupations n.e.c. 287,935

2016 job numbers
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Although there are a handful of higher wage 
occupations in the top 20 – primary and nursery 
education teaching professionals, secondary 
education teaching professionals, and nurses, for 
instance – the overwhelming number of occupations 
are low wage, with the average hourly pay for 
these jobs being just £12.52 per hour, compared 
to the national average for all jobs of £15.47. As 
for education level, most of the jobs in the top 20 
require a lower level of educational attainment, with 
16 of the 20 requiring a Level 1-3 qualification.

In terms of job growth, this echoes what we find in 
the top 20 current jobs, albeit with some interesting 
differences. For example, although care workers 
and home carers is the second largest occupation in 
terms of job numbers, growth in this area is expected 
to outstrip all others with over 44,000 new jobs 
being created between 2016 - 2024. Elsewhere, 
Sales and retail assistants, which was by far the 
biggest occupation in terms of overall job numbers 
in 2016 (over 1.2 million), is set to see only very slight 
growth between 2016 and 2024 (17,110 jobs) and 
this growth will be in largely non-retail related areas, 
reflecting the decline seen in high street shopping.

Top 20 occupations in Great Britain by job number growth

40,00030,00020,00010,0000

Jobs

Emsi 2018.1 Occupations, Employees  
and Proprietors

Care workers and home carers 44,470

Nurses 40,502

Elementary storage occupations 39,448

Kitchen and catering assistants 38,468

Other administrative occupations n.e.c. 32,158

Waiters and waitresses 26,337

Large goods vehicle drivers 22,913

Book-keepers, payroll managers  
and wages clerks 22,613

Sales accounts and business  
development managers 22,423

Programmers and software 
development professionals 20,215

Cleaners and domestics 19,955

Nursing auxiliaries and assistants 19,911

Chefs 18,987

Receptionists 17,342

Sales and retail assistants 17,110

Bar staff 16,036

Medical practitioners 13,738

Information technology and 
telecommunications professionals n.e.c. 13,013

Financial managers and directors 12,728

Customer service occupations n.e.c. 12,580

Projected growth 2016-2024
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It’s interesting to note the number of highly skilled 
and highly paid jobs that make it into the top 20 jobs 
in predicted growth, which weren’t in the current top 
20 job numbers. For example, we can expect to see 
growth in programmers and software development 
professionals (around 20,215 new jobs), information 
technology and telecommunications professionals 

(13,013), and financial managers and directors (12,728), 
each of which requires a Level 6 qualification and 
pays an hourly wage well in excess of the national 
average. This high-value jobs growth largely derives 
from the technology sector with all of the jobs requiring 
qualifications in a STEM subject. 

Bottom 20 occupations in Great Britain by absolute job number growth

-1,000-2,000-3,000 0
Emsi 2018.1 Occupations, Employees  
and Proprietors

Probation officers -108 

Moulders, core makers and die casters -128 

Police community support officers -142 

Glass and ceramics process operatives -155 
Fire service officers 

(watch manager and below) -164 

Printing machine assistants -205 

Rubber process operatives -236 

Shelf fillers -307

Pre-press technicians -381

Printers -382

Textile process operatives -392

Assemblers (electrical and  
electronic products) -434

Market research interviewers -455

Artists -505

Bank and post office clerks -547

Musicians -611

Library clerks and assistants -768

Police officers (sergeant and below) -941

Postal workers, mail sorters,  
messengers and couriers -1,840

Shopkeepers and proprietors – 
wholesale and retail -3,098

Projected growth 2016-2024

Jobs
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At the other end of the scale, where we look at those 
occupations that are projected to decline in the chart 
below, the majority of them are from two overarching 
classifications, with five occupations falling within the 
process, plant and machine operatives occupation 
category (which would tend to be in the Manufacturing 
sector), and another five being from the ‘associate 
professional’ and ‘technical occupations’ classification. 
It’s likely that greater automation will play a part in 
the decline in numbers in many of these cases (i.e. 
printing machine assistants, rubber process operatives, 
assemblers of electrical and electronic products) 
particularly as we know that overall the manufacturing 
sector is set to grow over the coming years after 
decades of decline (see industry graph on p25). 

Similarly, there is a projected decline of shopkeepers 
and proprietors – wholesale and retail, between 2016 
and 2024 of more than 3,000 jobs. This can be at 
least partly attributed to the rapid change in shopping 
habits we have seen in recent years as internet 
shopping becomes ever more prevalent (according to 
the British Retail Consortium online sales of non-food 
items have soared over the past five years, from 11.6 
per cent of the total market in December 2012 to 24.1 
per cent in December 2017. In contrast an estimated 
1/10 retail units in the UK are currently lying empty1).

1 According to Springboard 

1/10 
retail units in the  
UK are currently  

lying empty



People power

12

Now we have seen the labour market predictions for 
the jobs market between the current day and 2024, 
we can compare this with the findings of our employer 
survey to get a better understanding of where we are 
likely to see competition for employees intensify and 
skills gaps increase in the coming years.

Managers and team leaders are 
the most difficult jobs to fill
We can see from the graph below that the jobs 
employers found most difficult to fill were managers 
and team leaders, with almost half (47%) telling us that 
they struggled to recruit these roles. This is followed 
by specialist roles such as digital analysts, engineers, 
marketing and IT staff (32%) and experienced core staff 
such as secretaries and security (27%).

Skills gaps and 
shortages

Which jobs levels do you most struggle to recruit? 

47% 
of employers struggle 
to recruit managers 
and team leaders

Managers and team leaders47%

Specialists (non-managerial) 
i.e. digital analysts, engineers, 
marketing, IT

32%

Experienced core staff  
ie: secretaries, security,26%

Senior leaders

Apprentices   
(on a training scheme)

23%

17%

16%

16%

14%

Entry level roles   
ie: school/college leavers

Graduates  
(on a graduate training scheme)

Traineeship 
(on a training scheme)

1%

4

There is no job level I struggle 
to recruit for the most



13

Does the UK economy have the skilled people it needs for the future?  

Quantifying the impact of 
skills gaps and shortages 

5

Do you currently struggle to recruit the skilled 
staff you need?

Yes, all the time

19%
No, never

11%

Yes, most of the time

31%
Yes, some of the time

39%

Just a third (33%) of employers stated that they 
thought that skills gaps in their business would 
improve over the next three to five years.

In contrast almost 2/3rds (63%) believed they would 
either remain the same as they are now (34%) or 
worsen (29%).

Get much worse

Get somewhat worse

Stay the same

Get somewhat better

Get much better

There are no skills gaps in my business

What will the impact of skills gaps on your 
business be over the next three to five years?

4%
25%
34%
24%
10%
3%

2/3rds
employers say skills  
gaps will remain the  

same or worsen

We have highlighted that employers 
rated skills gaps at the top of their list 
of concerns but how great a problem 
is it in actuality? 
In fact, only 11% of respondents told us that they never 
struggle to recruit the staff they need compared to 
19% who said it is a problem all of the time. 

89%11%
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Difficulty meeting customer demand

Higher operating costs  increased 
salaries

Having to outsource work to another 
company

Difficulty introducing new practices 
/ new technology

Losing business to competitors

Difficulty developing new products 
and services

Other, please specify

What kind of impact do skills gaps have on  
UK business?

38%

36%

28%

27%

28%

25%

High level of competition for skilled  
people in the area

UK education system doesn’t create 
the skills we need

We can’t compete on salaries/benefits

The location of our business

Losing business to competitors

We aren’t able to offer progression  
opportunities within the business

We don’t have the budget to train 
staff appropriately

Our industry is not desirable

I don’t know

Other, please specify

Why do you have a problem recruiting skilled 
staff?

43%

38%

22%

20%

28%

18%

14%

2%

24%

2%
–

Skills gaps are hitting the bottom 
line of UK businesses and diminishing 
productivity 
As we can see from the graph below skills gaps 
currently have a significant impact on both the 
profitability and productivity of UK businesses. 

Difficulty meeting customer demand was noted as 
the biggest problem affecting 38% of employers. 
This was followed closely by higher operating costs 
(36%) and having to outsource work to another 
company (28%). In addition, over a quarter (27%) told 
us that it meant they lost business to competitors. 

Meanwhile, over a quarter (28%) told us that skills 
gaps made it difficult to introduce new practices and 
technology and a quarter (25%) stated that it created 
difficulty in developing new products and services, 
demonstrating the ongoing impact on productivity. 
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The most prevalent reason stated 
for struggling to recruit was a high 
level of competition in the area 
(43%), followed by the failure of the 
UK education system to create the 
skills needed (38%) and the fact that 
businesses are unable to compete 
on salaries (24%). 
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What needs to be done to fix skills 
gaps?
Almost half of employers (45%) told us that they 
believed educational institutions needed to be better 
aligned to the needs of business, with the same 
number again (45%) stating that companies need to 
invest more in training their staff and the same again 
(45%) stating that businesses, the education sector 
and Government need to collaborate better.

As employers have noted above, they see the need  
for a collaborative solution to reducing skills gaps 
but also believe they can start to tackle this problem 
themselves by progressing their own staff.

Employers’ skills 
gap solutions

6

Educational institutions need to be  
better aligned to the needs of business

Companies need to invest more in  
training their staff

Businesses, education sector and  
Government need to collaborate better

Companies within my industry need 
to collaborate together better

Individuals need to be willing to 
invest more in their own training

I don’t think there are skills gaps 
in the UK

I don’t know

Other, please specify

Why do you have a problem recruiting skilled 
staff?

45%

45%

32%

4%

32%

3%

45%

1%

Which piece of Government policy 
do employers believe is most 
effective in tackling skills gaps?
The apprenticeship system comes out on top as a 
solution for skills gaps, with over a fifth (21%) telling 
us that they believed it was the most effective piece 
of Government policy currently in operation. This 
suggests that many employers do in fact back the 
new system, even if there is clearly still significant 
work to be done amongst the other 4/5ths to ensure 
that it is widely adopted. 

The apprenticeship levy was followed closely by 
the new careers strategy (19%) and the forthcoming 
National Retraining Scheme (14%) meaning that 
there is a reasonably even spread of responses in 
this section. This suggests either that employers 
are confused about the number of Government 
initiatives, or possibly it is a recognition that you  
can’t have one silver bullet to solve everything.

It also is worth noting that a significant minority (10%) 
felt that no Government policy at all was effective 
at tackling skills gaps suggesting that Government 
may still need to do more work with employers to 
understand their skills needs and meet them. 
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Which piece of Government policy is most 
effective in tackling skills gaps?

Employers are very positive about 
their own skills development activity 
It’s interesting to note from the data below how 
positively employers rate their activity to tackle skills 
gaps in their businesses, particularly when we noted 
earlier in this report that 9/10 employers stated that 
skills gaps were an issue for their business. 

Over three quarters (77%) of respondents ranked their 
talent management plan as very effective or effective 
whilst another 77% stated that their management 
training was either very effective or effective, this is 
despite almost half (46%) telling us that managers and 
line managers were the most difficult roles to fill.

of employers believe 
management training 

is effective

There seems to be a disconnect in the findings  
here which suggests that employers may be  
overly-positive about the impact of current  
training practices. 

of employers stating 
they are most difficult 

role to fill 

¾ ½
A.	The apprenticeship levy	  21%

B.	 New careers strategy	 19%

C.	The National Retraining Scheme	 14%

D.	Industrial Strategy	 11%

E.	� I don’t think any Government policy 
is effective at tackling skills gaps	 10%

F.	 Devolution of skills to the regions	 10%

G.	T Levels being introduced	 8%

H.	I don’t know	 6%

I.	 Other, please specify	 1%

A

B

C

G

F

E

D

H
I
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We have a structured talent management 
programme

A.	Very effective	  27%

B.	 Somewhat effective	 50%

C.	Not very effective	 13%

D.	Not effective at all	 1%

E.	� We don’t have this measure in place	 10%

A

B

D

C

E

We invest in leadership and management 
training

A.	Very effective	  27%

B.	 Somewhat effective	 50%

C.	Not very effective	 15%

D.	Not effective at all	 2%

E.	� We don’t have this measure in place	 7%

A

B

D

C

E

As you would imagine, increasing recruitment spend 
was deemed as being a successful tool with over 
2/3rds (67%) telling us that this was effective or very 
effective at addressing skills gaps.  Increasing salaries 
was similarly successful for two thirds of employers.

Given the current Government drive to reduce 
migration of skilled workers it is interesting to note 
that more than half of respondents (54%) stated 
that recruiting overseas was either successful or very 
successful at closing skills gaps. This may become 
much more difficult in the coming years.

Employers are very positive about their own skills development activity

54% 
stated that recruiting overseas 

was either successful or 
very successful at  
closing skills gaps



Does the UK economy have the skilled people it needs for the future?  

19

E

We are increasing recruitment spend

A.	Very effective	  22%

B.	 Somewhat effective	 45%

C.	Not very effective	 22%

D.	Not effective at all	 3%

E.	� We don’t have this measure in place	 9%

A

B

D

C

E

We recruit staff from overseas

A.	Very effective	  22%

B.	 Somewhat effective	 32%

C.	Not very effective	 17%

D.	Not effective at all	 6%

E.	� We don’t have this measure in place	 22%

A

B

D

C

We are offering higher salaries

A.	Very effective	  25%

B.	 Somewhat effective	 41%

C.	Not very effective	 19%

D.	Not effective at all	 5%

E.	� We don’t have this measure in place	 10%

A

B

D

C

E
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A

B

The value of training programmes 
As we can see from the graph below training 
programmes add more than just the skills they impart 
to staff. Almost half of respondents (46%) told us that 
they provided greater staff loyalty and retention, a 
further 45% stated that they improve productivity and 
40% agreed that they improved staff engagement. 
Just 1% felt that their training programmes brought 
no value to their business.

What value do your training programme(s)  
bring to the business?

Staff loyalty and retention46%

Improved productivity

Staff engagement

Better customer service

Increased staff well-being

Reduced staff turnover

Attraction of new talent

Our training programme(s) 
bring no value to the business

0.3% Other, please specify

0.7%

45%

40%

38%

38%

33%

33%

Salaries 
There has been a stagnation in salaries over the 
past decade but this might be set to change. Only 
7% of respondents told us that they didn’t intend to 
increase salaries at all over the next 3 – 5 years.

Almost a third of respondents (31%) told us that they 
would be increasing salaries by 6 – 10% during the 
period, with almost a quarter (24%) telling us that 
they expected to increase them by 11 – 20%.

G

How much do you believe you will need to 
increase salaries by in the next 3 – 5 years?

A.	1% – 5%	 10%

B.	 6% – 10%	 31%

C.	11% – 20%	 24%

D.	21% – 30%	 13%

E.	� 31% – 50%	 8%

F.	 51% – 75%	 5%

G.	76% – 100%	 3%

H.	�I do not anticipate having to increase  
salaries to get the skilled staff I need  
in the next one to three years	 6%

F

D

C

E

H
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of employers intend to 
increase salaries in the  
next 3 – 5 years

94%
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What will be the impact of Brexit  
on skills gaps?
On average our respondents told us that almost  
a quarter (23%) of their employees currently hail  
from the European Union (EU). In larger companies 
(5,001 – 10,000) this number was even greater with 
over a third of staff (34%) coming from the EU. 

Brexit 7

What measures are companies  
putting into place to mitigate the 
impact of Brexit?

A

B

F

Currently what percentage of your staff come  
from the European Union?

A.	None	 14%

B.	 1% – 10%	 27%

C.	11% – 24%	 26%

D.	25% – 49%	 16%

E.	� 50% – 74%	 10%

F.	 75% – 100%	 5%

G.	I don’t know	 2%

E

C

D

G
of employers say Brexit has already had 

a negative impact on their ability to 
recruit the skilled staff they need.

Companies are already starting to feel the impact of 
Brexit and are preparing their businesses for the UK’s 
departure from the European Union, with a particular 
focus on increasing home-grown skills. 

Over a quarter (27%) of respondents told us that 
they were planning to upskill the current workforce 
and the same again (27%) stated that they are 
attempting to make their business more attractive to 
UK workers by improving pay, benefits and training. 
Apprenticeships were again noted as being a solution 
to this impending issue with almost a quarter (24%) 
telling us they would increase apprenticeship numbers. 

Less than a fifth of respondents (19%) stated that 
they had done nothing to prepare for Brexit so far.

1 5

of businesses are already putting 
measures in place to mitigate 

the skills impact of Brexit.

81%
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We are going to upskill our current 
workforce

We are taking steps to make our  
business more attractive to UK  
workers (e.g. improving pay and  
benefits, improving training and  
progression opportunities)

We are increasing our apprenticeship 
numbers

We are considering employing  
more international staff (from  
outside of the EU)

We are taking steps to make our  
business more attractive to  
international workers (e.g. improving 
pay and benefits, improving training  
and progression opportunities)

We are engaging more with  
schools to increase local recruitment

We have not put any measures in  
place to mitigate the negative  
impact of Brexit 

We will have to outsource work

We will redeploy staff from other  
parts of the business

Greater automation

We are considering relocating  
our business

Other, please specify

What measures have you put in place to mitigate 
the impact of Brexit on your business’ ability to 
recruit skilled people?

27%

27%

23%

19%

22%

19%

24%

17%

16%

14%

16%

1%
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We have an apprenticeship programme

We have a work placement programme

We have an internship programme

We visit universities and talk to 
students

We have a graduate programme

We visit schools and talk to students

We visit FE / 6th form colleges and 
talk to students

We don’t encourage entrants to the 
workplace in my business

Considering the amount of negative press regarding 
the new apprenticeship system over the past year, it 
was really encouraging to see that apprenticeships 
were noted as being the most popular choice to 
bring new blood into UK businesses, with over a third 
(38%) stating that this was their chosen method. This 
compares to 27% who have a graduate scheme.

apprenticeship 
programme

The second most popular choice was work placement 
programmes (37%) followed by internships (27%).
Encouragingly, only 13% of employers told us that 
they don’t actively seek to bring young people into 
their businesses at all. 

Attracting new 
talent

8

How do you encourage new workers into the 
workplace?

37%
27%

24%

13%

20%

27%

38%

27%

More employers than ever are 
offering apprenticeships
Despite recent extensive news coverage about the 
large drops in the number of apprenticeship starts 
since the levy was introduced, our findings tell us 
that it is now the most used form of training within 
UK businesses with over two fifths (42%) telling us 
that they now have programmes in place.

Another two fifths (42%) offer in-house training 
programmes that are accredited by an awarding 
organisations (such as City & Guilds) and over a 
third stated that they offer traineeships (37%).

Just over a third (34%) told us that they offer 
leadership and management training. The fact that 
almost half of respondents (46%) struggle to fill 
leadership and management roles would suggest 
that more employers could consider offering this 
type of training.  

Apprenticeships

In-house training programmes  
accredited by an awarding  
organisation (i.e. City & Guilds)

Traineeships

Leadership and management

Unaccredited in-house training  
programmes  i.e. anti-bribery

Degree

Masters / MBA

License to practice  i.e. construction,  
dentist

We don’t offer any training for our staff

Other, please specify

What kind of training do you offer your staff?

42%

37%

21%

1%

17%

34%

42%

25%

38%
graduate 
scheme.

5%

15%

27%
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In the previous sections we have considered specific 
jobs roles. But what does the future look like for 
the UK’s industries over the next few years? It’s 
encouraging to see continued growth predicted in 
some of the largest employing sectors (Human Health 
and Social Work, Professional Scientific and Technical, 

Predicted growth and 
decline by industry to 2024

Accommodation and Food Services, Administrative 
and Support Services). However, we can see that 
growth is predicted to be more modest in most 
sectors than we have seen in the previous eight  
year period. 

9

Jobs gained and lost in Great Britain

750,000500,000250,0000-250,000
Emsi 2018.1 Occupations, Employees  
and Proprietors

Change in jobs by industry, 2008-2024

Human health and social work activities

Professional, scientific and 
technical activities

Accommodation and food 
service activities

Administrative and support services

Transportation and storage

Information and communication

Education

Arts, entertainment and recreation

Real estate activities

Other service activities

Electricity, gas, steam and 
air conditioning supply

Water supply; sewerage, waste 
management and remediation activities

Agriculture, forestry and fishing

Mining and quarrying

Wholesale and retail trade and repair of 
motor vehicles and motorcycles

Financial and insurance activities

Construction

Manufacturing

Public administration and defence, 
compulsory social security

Change in jobs, ordered by total change 2008-2024

 2008-16    2016-24 
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Predicted growth and decline by 
industry sector to 2024
Growth industries 
Given the size and projected growth of occupations such 
as care workers and nurses, it is little surprise to find that 
the Human health and social work activities sector has 
grown by the most over the last few years, adding around 
571,865 new jobs from 2008 to 2016. There has also been 
big growth in the Professional, scientific and technical 
activities sector, with over 560,000 new jobs being added.

Industries in decline 
At the bottom of the scale, the decline in Manufacturing 
over the past few years can clearly be seen, with the 
loss of over 211,000 jobs in the sector between 2008 
and 2016. Also, public spending cuts since the 2008 
recession can be seen with a decline in jobs in the Public 
administration and defence and compulsory social security 
sector of just over 181,000.

Human health and social work 
Looking to the future, our projections show that the 
biggest growth is likely to come from the biggest sector 
– Human health and social work activities – which is 
projected to see more than 223,000 new jobs added 
from 2016-2024, although this will be at a far slower rate 
than the previous eight years (6%, as opposed to 17%). 
Elsewhere, Accommodation and food service activities 
is also expected to see significant growth, with almost 
177,000 new jobs added from 2016-2024.

Perhaps the most surprising element on the chart, 
however, is Manufacturing. As mentioned above, as a 
sector it continued its apparently terminal decline from 
2008-2016, but it looks from the data that this decline  
may well have bottomed out, with expected growth of 
more than 40,000 new jobs from 2016-2024.

Accommodation and food services 
The expected growth in Accommodation and food service 
activities is interesting from the perspective of the point 
we made at the start regarding unfilled vacancies in this 
sector. Many of the occupations within the sector are at 
the lower end of the spectrum in terms of wages, and so 
if, as our figures suggest, the sector is set to grow, then 
the question of how vacancies are to be filled is likely to 
become more pressing. 

At present, the industry as a whole pays an average salary 
of just £15,855 per year, which is significantly less than 
the next lowest paying industry – Agriculture, forestry 
and fishing, which has an average of £20,992 per annum. 
Notwithstanding factors such as the part-time nature of 
some of the occupations within Accommodation and food 
service activities, if the demand we are predicting is to be 
filled, it looks likely that businesses within the sector are 
going to have to pay significantly higher wages or look 
to recruit more staff from further afield, which may be a 
greater challenge post Brexit.

571,865 
Human health and  
social care work  

new jobs 
2008 - 2016

-211,000 
manufacturing job 

losses between 
2008 - 2016

177,000 
growth in 

Accommodation and 
food sector 
2016-2024

15,885 
average salary in 

Accommodation and 
food sector
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Having looked at general occupation and industry 
numbers and growth earlier in the report, we will now 
take a deep dive within a few sectors to understand 
how they are likely to perform. One of the more 
interesting aspects of the industry overview on the 
previous page was the construction industry figures. 
According to the data between 2008 and 2016, 
after the recession, the industry shrank by just over 

Focus on Construction

140,000 jobs. However, as our projections 
show, from 2016-2024 the sector is projected to 
grow significantly, with more than 67,000 new  
jobs expected.

Rather than looking at the sector as a whole, we 
wanted to drill down into specific occupations and 
see where the growth is coming from.

Construction: Top 20 occupations in Great Britain by job number growth

2,000 4,000 6,0000

Jobs

Emsi 2018.1 Ocupations, Employees  
and Proprietors

Production managers and directors 
in construction 5,861

Elementary construction occupations 4,333

Carpenters and joiners 4,277

Other administrative occupations 
n.e.c. 3,091

Construction project managers and 
related professionals 2,642

Construction and building trades n.e.c. 2,461

Painters and decorators 2,294

Property, housing and estate managers 2,273

Book-keepers, payroll managers and 
wages clerks 1,958

Construction and building trades supervisors 1,755

Personal assistants and other secretaries 1,627

Civil engineers 1,486

Sales accounts and business  
development managers 1,348

Chartered surveyors 1,309

Quantity surveyors 1,219

Office managers 1,064

Construction operatives n.e.c. 1,060

Financial managers and directors 996

Floorers and wall tilers 996

Glaziers, window fabricators and fitters 908

Bars: 2016-2024 projected job growth
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Perhaps the biggest surprise comes at the top of 
the growth chart, where we find that the largest 
projected growth occupation in the sector is Production 
Managers and Directors in construction, which is 
predicted to grow by nearly 6,000 jobs. Despite 
being the fastest growing occupation in the sector, we 
know from previous research that the general public’s 
perception of the construction industry is limited to 
well-known jobs such as Carpenter, Bricklayer etc and 
the majority would not associate Production Managers 
with construction. And yet it is both the current highest 
employing occupation in the sector (employing almost 
90,000 people), and is also predicted to be the fastest 
growing.

Perversely, this anticipated growth in the sector is 
likely to bring significant challenges with it. Our 
employer research found that 92% of employers in 
the construction  sector struggled to recruit the skilled 
staff they needed at least some of the time. This 
sector ranked skills gaps as the issue most likely to 
impact future productivity, with more than half (56%) 
stating that they believe this would be a problem in 
the coming years. They were also more likely than any 
other sector to state that Brexit would impact their 
ability to grow (51%). In this climate the ability to home-
grow skills will most certainly increase in importance in 
the coming years. 

42%
Specialists (non-managerial)  
i.e. digital analysts, engineers, 
marketing, IT

29%
Experienced core staff   
i.e. secretaries, security,

35%
Managers and team leaders

16%
Senior leaders

24%
Apprentices (on a training 
scheme)

21%
Entry level roles i.e. school/ 
college leavers

16%
Graduates (on a graduate  
training scheme)

24%
Traineeship (on a training 
scheme)

1%
There is no job level I struggle 
to recruit for the most

From the graphic on the right we can see the jobs 
that employers in the construction sector told us that 
they most struggle to fill. The most difficult role to fill 
was in fact managers and team-leaders followed by 
specialists (the experienced core trades you would 
expect to find at the top), then experienced core 
support staff. This demonstrates the wide range 
of different roles available in this sector and the 
challenges in filling many of them. 

of construction employers 
struggle to recruit the 
skilled staff they need

Which job roles do you most 
struggle to fill? 

92%
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Earnings in descending order of Top 20 construction occupations in Great Britain 
in 2016 by total job numbers

20,000 40,000 60,0000
Emsi 2018.1 Ocupations, Employees  
and Proprietors

Production managers and directors 
in manufacturing 54,914

Sales accounts and business 
development managers 50,898

Production managers and directors 
in construction 48,097

Civil engineers 43,855

Quantity surveyors 43,549

Construction project managers and 
related professionals 39,177

Scaffolders, stagers and riggers 33,376

Construction and building trades supervisors 33,265

Plumbers and heating and  
ventilating engineers 30,834

Electricians and electrical fitters 30,411

Personal assistants and other secretaries 28,909

Book-keepers, payroll managers and 
wages clerks 28,465

Construction and building trades n.e.c. 26,583

Carpenters and joiners 26,557

Other administrative occupations n.e.c. 25,637

Mobile machine drivers and operatives n.e.c. 25,551

Bricklayers and masons 25,293

Painters and decorators 24,128

Construction operatives n.e.c. 23,087

Elementary construction occupations 22,147

2016 Median Annual Earnings (£)

Earnings (£)
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82% 
say that they have  

staff from the EU in  
the workforce

A

B

F

Currently what percentage of your staff come  
from the European Union?

A.	None	 18%

B.	 1% – 10%	 22%

C.	11% – 24%	 26%

D.	25% – 49%	 13%

E.	� 50% – 74%	 13%

F.	 75% – 100%	 7%

G.	I don’t know	 1%

E

C

D

G

Our own research corroborates this with 82% of 
respondents telling us that they have staff from the 
EU in the workforce and over a quarter (26%) telling 
us that they relied on EU staff for between 11% and 
24% of their staff and a third (33%) stating that they 
account for between 25% - 100% of their staff.

Clearly, if workers start to leave in great numbers or 
are simply unable to get visas to work in the UK, the 
sector could have a significant problem as demand 
starts to increase.
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of construction employers 
said Brexit would impact 
their ability to grow vs  
46% of employers overall 

51%
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Human health and social work activities is not only 
the second largest sector in the country, but was  
also the fastest growing between 2008-2016,  
adding over half a million (570,000) jobs during  
that eight year period. 

It is also set to be the fastest growing sector 
from 2016-2024, with our projections showing an 
expected increase of more than 223,000 jobs.  
The current highest employing occupations in  
the sector are care workers and home carers and 
nurses (662,272 and 592,931 respectively).

The findings of our employer survey suggest that  
this level of growth could be a huge challenge for 
this sector. 93% of employers stated that they  
already struggle to recruit the skilled staff they  
need and 61% stated that skills gaps would have  
the most significant impact on their sector in the  
next 3 – 5 years, greater than any other sector.

Focus on human health 
and social work

Human health and social work – Which job roles 
do you most struggle to fill?

36%
Specialists (non-managerial)  
ie: digital analysts, engineers, 
marketing, IT

25% Experienced core staff  
ie: secretaries, security

33%
Senior leaders

11%
Apprentices 
(on a training scheme)

9%
Entry level roles 
ie: school/college leavers

23%
Graduates 
(on a graduate training scheme)

10%
Traineeship 
(on a training scheme)

–
There is no job level  
I struggle to recruit for the most

46%
Managers and team leaders

93%  
of employers in the human 

health and social work 
sector struggle to  
recruit the skilled  
staff they need
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When we look at the projected growth numbers  
in the chart below we can see that growth in 
demand for these two occupations, although 
slower than between 2008-2016, is still set to 
continue for the foreseeable future, with demand 
for more than 36,740 Care workers and home 
carers (6% growth) and nearly 38,802 new  
Nurses (6% growth) between 2016 and 2024.

Skills gap challenge in 
health and social care

Skills gap 
nationally

61% 48%

Human health and social work activities: Top 20 occupations in Great Britain by job 
number growth 

10,000 40,000 30,000 40,0000

Jobs

Emsi 2018.1 Ocupations, Employees  
and Proprietors

Nurses 38,802

Care workers and home carers 36,740

Nursing auxiliaries and assistants 18,742

Medical practitioners 13,236

Cleaners and domestics 10,050

Receptionists 7,482

Nursery nurses and assistants 5,097

Other administrative occupations n.e.c. 5,061

Dental nurses 5,022

Medical secretaries 4,773

Records clerks and assistants  2,980

Midwives  2,767

Physiotherapists  2,751

Senior care workers  2,636

Public services associate professionals  2,473

Health services and public health 
managers and directors  2,394

Health professionals n.e.c.  2,073

Biological scientists and biochemists  2,060

Medical and dental technicians  1,940

Occupational therapists  1,871

Bars: 2016-2024 projected job growth
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This data only serves to reinforce the scale of the 
challenge that we are already facing. For instance,  
it has been well reported that Nurses are leaving the 
profession in droves, with NHS Digital putting the 
figure at 1 in 10 per year. However, according to our 
figures, demand is set to continue growing over the 
next few years, which means that unless the issues 
that are causing nurses to leave are addressed and 
dealt with now, the situation is likely to become 
even more critical over the next decade. 

The Brexit effect
The human health and social work sector relies 
heavily on non-UK staff, of which a significant 
percentage are from the EU making up an estimated 
5.6%2 of the NHS’s 1.2m workforce and 7%3 of the 
adult care sector. And it is reported that we are 
already starting to see a change in recruitment and 
retention of NHS and social care staff coming from 
the EU with 10,000 staff said to have left in the first 
year after the Brexit vote4.

The number of EU nurses and midwives leaving the 
Nursing and Midwifery Council’s register between 
October 2016 and September 2017 increased by 
67% compared to the 12 months before, while the 
number joining it fell by 89% and, as we can see 
from the chart on the right, demand for these roles 
is set to increase further in the coming years.

The health and social care sectors could face a 
considerable loss of staff if EU migration is limited 
after Brexit. Modelling from Department of Health 
projects a shortage in the UK of between 26,000 
to 42,000 nurses by 2025/26. Estimates from the 
Nuffield Trust suggest a shortfall in England of as 
many as 70,0005  social care workers by the same 
date.

We can see from our own findings below that a 
high percentage of the health and social care sector 
derives from the EU, with only 8% of businesses 
telling us that none of their staff came from the 
European Union. Over a third (35%) told us that 
between 11% and 24% and a significant 12% telling 
us that 50% - 74% of their staff were of their staff 
were EU citizens.

2 �https://digital.nhs.uk/data-and-information/find-data-and-publications/supplementary-information
3 �https://www.skillsforcare.org.uk/NMDS-SC-intelligence/Workforce-intelligence/publications/ 

The-state-of-the-adult-social-care-sector-and-workforce-in-England.aspx
4 �https://digital.nhs.uk/data-and-information/find-data-and-publications/supplementary-information
5 �https://www.nuffieldtrust.org.uk/research/getting-a-brexit-deal-that-works-for-the-nhs#funding-our-nhs-instead

A

B

What percentage of your workforce is from  
the EU?

A.	None	 8%

B.	 1% – 10%	 26%

C.	11% – 24%	 35%

D.	25% – 49%	 14%

E.	� 50% – 74%	 12%

F.	 75% – 100%	 5%

E

C

D

F

This is reflected in the findings of our employer 
research where 51% of respondents stated that 
Brexit was likely to have the biggest impact on 
their ability to grow over the coming years.

employers in Heath and 
social care say 11 - 24%  

of staff from EU

1 3
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of employers in Human 
Health and Social Work 
sector said Brexit would 
impact their ability to grow 

51%
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As we showed earlier in the report the biggest 
employing occupation in the country is sales and 
retail assistants, which employs more than 1.2 million 
people. It is doubtful with a workforce of over 1.2 
million people that the kinds of shops, supermarkets 

Focus on wholesale 
and retail trade

and shopping centres we now have were what 
Napoleon had in mind when he described England as 
a nation of shopkeepers, but nevertheless it is certainly 
the case that retail plays a huge part in our economy.

12

Wholesale and retail trade: Top 20 occupations in Great Britain in 2016 by 
total job numbers

300,000 600,000 900,000 1,200,0000

Jobs

Emsi 2018.1 Ocupations, Employees  
and Proprietors

Sales and retail assistants 1,082,962

Managers and directors in retail 
and wholesale 298,116

Elementary storage occupations 228,623

Retail cashiers and check-out operators 213,477

Sales supervisors 181,802

Vehicle technicians, mechanics  
and electricians  134,590

Sales accounts and business 
development managers  125,949

Other administrative occupations n.e.c.  111,372

Van drivers  104,256

Shelf fillers  100,571

Shopkeepers and proprietors – 
wholesale and retail  73,893

Book-keepers, payroll managers and 
wages clerks  73,526

Business sales executives  73,513

Customer service occupations n.e.c.  70,368

Pharmacy and other dispensing assistants  60,277

Large goods vehicle drivers  56,781

Packers, bottlers, canners and fillers  52,619

Stock control clerks and assistants  50,008

Managers and directors in storage 
and warehousing  49,249

Marketing associate professionals  40,138

2016 job numbers
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As we might expect in this sector, the majority of the 
biggest employing occupations are relatively lower 
skilled and low wage. Out of the top 20 biggest 
occupations, only two require a qualification above 
Level 3 (these higher skilled jobs are sales accounts 
and business development managers and Marketing 
associate professionals), and in terms of wages, only 
four occupations pay above the national average 
wage of £15.47.

1.2m 
sales and retail assistants 
make up the UK’s largest 
occupation, employing 

1.2m people

Earnings in descending order of Top 20 wholesale and retail trade and repair of motor 
vehicles and motorcycles occupations in Great Britain in 2016 by total job numbers

20,000 40,000 60,000 80,0000
Emsi 2018.1 Ocupations, Employees  
and Proprietors

Marketing and sales directors 82,809

Sales accounts and business 
development managers 50,898

Pharmacists 43,016

Property, housing and estate managers 42,005

Skilled metal, electrical and 
electronic trades supervisors 36,372

Metal working production and 
maintenance fitters 31,003

Book-keepers, payroll managers and 
wages clerks 28,465

Vehicle and parts salespersons and advisers 26,502

Vehicle technicians, mechanics  
and electricians 26,020

Other administrative occupations n.e.c. 25,637

Vehicle paint technicians 25,345

Pharmaceutical technicians 24,554

Sales administrators 23,263

Telephone salespersons 21,802

Horticultural trades 20,536

Packers, bottlers, canners and fillers 19,439

Farm workers 19,269

Tyre, exhaust and windscreen fitters 19,123

Pharmacy and other dispensing assistants 17,815

Vehicle valeters and cleaners 17,132

2016 Median Annual Earnings (£)

Earnings (£)



People power

38

We can see from the graphic on the right 
managers and team leaders are again the  
most difficult role to recruit (46%), followed  
by non-managerial specialists (31%) and  
then experienced core staff (25%).

Specialists (non-managerial)  
ie: digital analysts, engineers, 
marketing, IT

Retail and wholesale trade – Which job roles 
do you most struggle to fill?

31%

Experienced core staff   
ie: secretaries, security,  
Managers and team leaders

Managers and team leaders

25%

14%

46%

Senior leaders25%

Apprentices 
(on a training scheme)18%

Entry level roles  
i.e. school/college leavers

Graduates  
(on a graduate training scheme)

Traineeship  
(on a training scheme)21%

20%

There is no job level I struggle 
to recruit for the most

1%
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As for growth over the next few years, much of it 
is to be found in the motor vehicle and motorcycle 
part of this overarching sector, rather than retail. 
For instance, the biggest growth occupation is 
expected to be vehicle technicians, mechanics and 
electricians, with an expected increase of around 
5,415 new jobs by 2024, as well as vehicle valeters 
and cleaners (1,036 new jobs), and Vehicle and parts 
sales persons and advisers (995 new jobs).

7,446 
new jobs by 2024 
in the vehicle and 
motorcycle repair 

area.

Top 20 wholesale & retail trade and repair of motor vehicles and motorcycles 
occupations in Great Britain by job number growth

2,500 5,000 7,5000

Jobs

Emsi 2018.1 Ocupations, Employees  
and Proprietors

Vehicle technicians, mechanics  
and electricians 5,415

Sales accounts and business 
development managers 2,734

Pharmacy and other dispensing assistants 2,299

Packers, bottlers, canners and fillers 1,394

Horticultural trades 1,308

Telephone salespersons 1,185

Book-keepers, payroll managers and  
wages clerks 1,038

Vehicle valeters and cleaners 1,036

Metal working production and 
maintenance fitters 1,004

Vehicle and parts salespersons and advisers 995

Other administrative occupations n.e.c. 768

Marketing and sales directors 681

Pharmacists  644

Property, housing and estate managers  637

Sales administrators  633

Skilled metal, electrical and 
electronic trades supervisors  607

Pharmaceutical technicians  586

Farm workers  578

Tyre, exhaust and windscreen fitters  531

Vehicle paint technicians  523

Bars: 2016-2024 projected job growth
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But the biggest story in the sector is those 
occupations which are actually expected to 
decline. For instance, Sales and retail assistants, 
which as we have pointed out above is both 
the biggest occupation in the sector, and in fact 
the biggest occupation in the country, is set to 

Top 20 declining occupations – Wholesale and retail trade

Shopkeepers and proprietors – wholesale and retail

Sales and retail assistants

Elementary storage occupations

Retail cashiers and check-out operators

Large goods vehicle drivers

Sales supervisors

Shelf fillers

Kitchen and catering assistants

Stock control clerks and assistants

Managers and directors in storage and warehousing

Roundspersons and van salespersons

Postal workers, mail sorters, messengers and couriers

Financial administrative occupations n.e.c.

Bakers and flour confectioners

Glaziers, window fabricators and fitters

Elementary administration occupations n.e.c.

Collector salespersons and credit agents

Transport and distribution clerks and assistants

Debt, rent and other cash collectors

Cooks

Decline

-5323

decline by more than 2,000 jobs between 2016-
2024. A bigger loss is to be found in shopkeepers 
and proprietors - which currently employs almost 
74,000 people, but which is projected to fall by 
more than 5,000 (or 7%) from 2016-2024. 

-2248

-1961

-1589

-1915

-1210

-959

-840

-603

-692

-1281

-596

-451

-277

-374

-225

-173

-171

-153

-262



Does the UK economy have the skilled people it needs for the future?  

41

In 2016 research agency Mintel reported that online 
grocery shopping grew by 29% on the previous 12 
months, what’s more, sales are forecast to grow a 
further 73% to reach £15 billion by 2020. This helps 
us to understand the decline in certain job roles in 
the retail sector. 

The Brexit effect
Although this sector is only expected to grow 
modestly with retail roles actually declining slightly 
over the period to 2024, it is still worth considering 
the possible impact of Brexit. Our research found 
that only 15% had no staff from the EU, with a 
third (33%) telling us that between 1% and 10% of 
the workforce came from the EU and more than a 
quarter (26%) telling us that 11% - 24% of their  
staff were EU citizens.

In absolute numbers these percentages translate  
into high figures that could cause considerable 
problems if the Government pushes ahead with a 
hard Brexit.

A

B

What percentage of your workforce is from  
the EU?

A.	None	 15%

B.	 1% – 10%	 33%

C.	11% – 24%	 26%

D.	25% – 49%	 15%

E.	� 50% – 74%	 6%

F.	 75% – 100%	 1%

G	 I don’t know	 4%

E

C

D

F

£15 billion  
forecast online grocery 

sales by 2020 –  
increase of 73%
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The Accommodation and food service activities 
sector is set to grow by almost 177,000 new  
jobs between 2016 and 2024. Given the low  
wages traditionally paid by this sector, this growth 
may prove problematic to achieve unless changes  
are made. 

Focus on accommodation 
and food services

13

177,000
(almost) new jobs between 
2016 and 2024

Earnings in descending order of Top 20 accommodation and food service activity 
occupations in Great Britain in 2016 by total job numbers

10,000 20,000 30,0000

Earnings (£)

Emsi 2018.1 Ocupations, Employees  
and Proprietors

Managers and directors in retail 
and wholesale 31,857

Hotel and accommodation managers 
and proprietors 26,746

Other administrative occupations n.e.c. 25,637

Restaurant and catering establishment 
managers and proprietors 24,024

Catering and bar managers 22,744

Customer service occupations n.e.c. 22,077

Sales supervisors 22,048

Van drivers 21,247

Cleaning and housekeeping managers 
and supervisors 20,551

Chefs 20,240

Receptionists 19,248

Sales and retail assistants 18,964

Retail cashiers and check-out operators 18,209

Cooks 17,827

School midday and crossing  
patrol occupations 17,789

Cleaners and domestics 17,783

Other elementary services occupations n.e.c. 17,596

Kitchen and catering assistants 16,713

Bar staff 16,003

Waiters and waitresses 15,803

2016 Median Annual Earnings (£)
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Like the Wholesale and Retail Trade sector, the top 
employing occupations in the Accommodation and 
food service activities industry are almost entirely 
lower skilled jobs, with only one – Conference and 
exhibition managers and organisers – requiring a 
degree. Wages in the Top 20 are also extremely low, 
with an average of just £10.21 per hour.

From the graph below we can see the jobs that 
employers in the accommodation and food services 
sector told us that they most struggle to fill. Again, 
managers and team-leaders were the most difficult 
to fill (51%), followed by specialists (33%) then 
senior leaders (20%) so once again we can see a real 
challenge in filling managerial positions in this sector. 

Specialists (non-managerial)  
ie: digital analysts, engineers, 
marketing, IT

Accommodation and food services – Which job 
roles do you most struggle to fill?

Experienced core staff   
ie: secretaries, security

Managers and team leaders 

Senior leaders

Apprentices 
(on a training scheme)

Entry level roles  
ie: school/college leavers

Graduates  
(on a graduate training scheme)

Traineeship  
(on a training scheme)

33%

23%

51%

20%

15%

19%

9%

14%

89k+ 
increase in demand 

for the largest  
employing occupations 

(catering, waiters,  
chefs and bar staff)

There is no job level I struggle 
to recruit for the most–
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In terms of growth, there are no great surprises here, 
with an increase in demand for each of the largest 
employing occupations, notably Kitchen and catering 
assistants (more than 35,000 jobs between 2016 and 
2024); Waiters and waitresses (24,278); Chefs (16,543); 
and Bar staff (13,167).

Top 20 accommodation and food service activities occupations in Great Britain by 
job number growth

10,000 20,000 30,0000Emsi 2018.1 Ocupations, Employees  
and Proprietors

Kitchen and catering assistants 35,334

Waiters and waitresses 24,278

Chefs 16,543

Bar staff 13,167

Cleaners and domestics 11,855

Sales and retail assistants 9,533

Restaurant and catering establishment 
managers and proprietors 8,322

Cooks 7,236

Receptionists  2,942

Van drivers  2,724

Cleaning and housekeeping managers 
and supervisors  2,611

Catering and bar managers  2,582

Hotel and accommodation managers 
and proprietors  2,410

Other administrative occupations n.e.c.  1,973

Retail cashiers and check-out operators  1,851

School midday and crossing  
patrol occupations  1,723

Sales supervisors  1,594

Customer service occupations n.e.c.  1,457

Other elementary services occupations n.e.c.  1,390

Managers and directors in retail  
and wholesale  1,218

Bars: 2016-2024 projected job growth

Jobs
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Once again, it is worth reiterating the point that if 
the high demand for these occupations is to be met, 
it may well be that managers and proprietors in the 
sector are simply going to have to pay better wages 
in order to attract people, particularly as the impact 
of Brexit is realised. 

The Brexit effect
According to the British Hospitality Association 
an estimated 700,000 (or 15.5%) of the 4.5 million 
people that make up the hospitality and tourism 
industry in the UK are workers from the European 
Union so it’s likely that this sector would be severely 
affected by a hard Brexit. 

Hotels are amongst the sectors most dependent 
on EU born citizens with 27% of workers in the UK’s 
accommodation sector and a further 27% in food 
& beverage services foreign-born according to the 
Labour Force Survey.

Our poll of employers found that almost a third of 
respondents (28%) relied on staff from the EU to fill 
between 11% and 24% of their workforce. With only 
13% saying that none of their staff came from the EU.

A

B

What percentage of your workforce is from  
the EU?

A.	None	 13%

B.	 1% – 10%	 26%

C.	11% – 24%	 28%

D.	25% – 49%	 17%

E.	� 50% – 74%	 9%

F.	 75% – 100%	 5%

G	 I don’t know	 2%

C

F
G

This is reflected in the findings of our employer 
research where 47% of respondents stated that  
Brexit was likely to have the biggest impact on their 
ability to grow over the coming years.

D

of employers in 
Accommodation and  

food service sector said  
Brexit would impact  
their ability to grow 

47%  

E
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Recommendations 14

Our research has shown that UK employers are facing 
significant challenges as a result of skills gaps and skills 
shortages. Brexit is on the horizon and remains a largely 
unknown quantity, productivity is lagging behind other 
developed nations and there is a very real threat that skills 
gaps could significantly impact the UK’s ability to perform 
on a global scale. Added to this, increased digitalisation, 
AI and automation are also playing their roles in 
contributing to the current state of flux.

We have set out nine recommendations for 
Government, employers and the education sector 
which address the concerns raised in this report. We 
believe these will help to create a skills system that is 
fit-for-purpose and can support a thriving UK economy, 
both now and in the future.
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1. Careers education, information, advice 
and guidance (CEIAG) needs to be 
redesigned for the modern world
Despite just 19% of our respondents telling us that they 
believed the careers strategy was the most effective 
way to tackle skills gaps, there is clear evidence to 
show that a lack of co-ordinated careers advice and 
guidance is hampering young people’s chances of 
securing a successful career.  This in turn contributes 
to the skills shortages faced by 9/10 employers who 
responded to this research. 

We need to rethink the way that CEIAG is delivered to 
young people today. Generation Z are digital natives 
who are adept at consuming data on smart phones 
and devices. Making greater use of digital channels 
will democratise access to information about careers, 
with young people from all areas of the country and 
all walks of life able to access the same information 
from the same sources whilst also making sharing 
of information more efficient for employers and 
Government alike

2. T Levels could help to reduce skills gaps 
and provide a good route into work for 
young people if they are better promoted 
and embedded
T Levels are, in theory, a positive policy intervention 
that, if implemented correctly, could support young 
people into meaningful careers with real progression 
whilst at the same time helping to reduce the skills 
shortages many industries are facing. However, 
Government must recognise that it’s a real risk 
for young people to choose to study an untested 
qualification that is not widely understood by 
employers. We know from recent research with AELP 
that just 17% of employers have a good understanding 
of T Levels. Our research echoed these findings with 
just 8% of employers stating T Levels were an effective 
skills policy intervention.

The Government will need to invest heavily to promote 
T Levels to young people and their parents so that they 
achieve the desired take up. There is also more work 
to be done to distinguish them from apprenticeships 
and make it clear to employers why both routes into 
work are valid and needed. Finally, what distinguishes 

T Levels from other qualifications is the industry 
placement so it is essential Government provides 
enough financial support and guidance to ensure 
employers and providers can successfully deliver this 
essential element of the programme

3. Make the most of the apprenticeship levy 
to build a talented home-grown workforce 
and upskill employees at all levels 
Brexit could create huge skills challenges particularly 
in sectors such as accommodation and food services, 
construction and retail. 

The apprenticeship levy is an effective tool for 
developing home-grown talent and enabling people to 
progress through the workforce. However, with 90% of 
the levy still unspent it’s clear that employers need to 
be convinced of its benefits. Employers should look at 
their talent development plans and see where the levy 
can be used to support reskilling and upskilling, as well 
as entry level recruitment.

Employers need greater support and advice from 
Government to help them recognise the benefits of 
apprenticeships and better understand how to access 
the system. Some thought should also be given to 
simplifying the current system, as employers have told 
us they find its complexity off-putting. 

90%
of the apprenticeship 

levy is still unspent – it’s 
clear that employers 

need to be convinced 
of its benefits
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4. Government should consider widening 
the apprenticeship levy to meet employer 
needs
Whilst the apprenticeship levy was the most popular 
of the current Government initiatives to tackle skills 
shortages, still only a fifth (21%) of our respondents 
stated that it was the most effective piece of policy. 

There has been a significant amount of media 
coverage since the launch of the apprenticeship levy 
focusing on the fact that the new system does not fully 
meet the needs of employers. 

Government must be willing to listen to employers 
to make sure that the new-system genuinely works 
for them. There is appetite from across industry to 
broaden the scope of the levy and Government 
must work with employers to understand how they 
want to use their levy to support skills development 
in their organisations. This may require employers to 
provide evidence of investment in apprenticeships to 
unlock some use of levy for other reskilling/upskilling 
programmes.

5. Investing in training and development 
activity can have a significant impact on 
business performance
Our findings show that high-quality training 
programmes could help to tackle skills shortages by 
not only upskilling employees to do roles but also by 
encouraging current staff to stay with the business. 
Almost half (46%) of our respondents told us that their 
training programmes helped increase staff loyalty and 
retention.

Our findings also demonstrate that training helps 
to improve productivity within businesses (45% of 
employers agreed). 

However, despite this proven business benefit, 
Britain has some of the lowest levels of employer 
investment in skills development in Europe with only 
Greece, Poland and Romania providing less employer-
funded training. It is encouraging that almost half 
of respondents to the survey (45%) recognised that 
employers themselves need to invest more in training 
to help address skills gaps and Government and the 
education sector can play their part by demonstrating 
the value of skills investment through evidence-based 
case studies.

6. Employers should consider investing 
in quality on-boarding and engagement 
programmes
As noted in the research 9/10 employers experienced 
problems with skills gaps, hanging onto the people 
that you have already managed to recruit will help to 
mitigate some of these issues. 

It is estimated that on average one third of new 
employees leave within the first six months of taking 
up a new role i.  Recruitment is expensive and laborious 
so having a comprehensive programme to pre-board, 
welcome and support new recruits into a business will 
mean that employers retain much more of the talent 
that they have invested so much time and effort in 
attracting.

Employers should consider allocating a buddy for new 
hires whilst they settle in, potentially elongating their 
on-boarding process to as long as a year and ensuring 
that staff have adequate access to any necessary 
training and advice needed to do their jobs effectively.

7. Effective leaders and managers will be 
essential to help businesses navigate  
Brexit and in the post-Brexit world
Employers cited Brexit as the single most concerning 
external factor facing their business, with almost half 
(46%) of respondents stating it would impact their 
productivity in the coming years.  This is coupled with 
other skilled labour immigration constraints, all of 
which require UK Plc to look inwards for recruitment 
and staff development.

Having effective leaders and managers in place 
during this tumultuous time will be critical in helping 
businesses navigate change and transition from a 
pre-Brexit to post-Brexit world. Yet employers told us 
that leader and manager posts were most difficult to 
fill with almost half (47%) stating that they struggled to 
recruit these roles.

45%
of employers 

themselves need to 
invest more in training 

to help address the 
skills gap
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Only a quarter of respondents (27%) told us that they 
were planning to upskill their current workforce to 
mitigate the impact of Brexit and just a third (34%) 
told us that they offered leadership and management 
training.  

Employers who aren’t already doing so, should 
consider putting in place a talent management 
programme to identify future managers and leaders 
within their own organisations.  Through the use 
of diagnostics tools they can identify talent within 
organisations and begin to develop it.  This in turn will 
help with staff retention and engagement.

8. Training and development activity needs 
to be linked to business performance and 
its effectiveness constantly measured and 
evaluated 
There was a clear mismatch between how effective 
employers believed their activity to develop skills 
was, with 77% stating that their talent management 
planning and management and leadership training 
activity was effective or very effective, with the 
incredibly high level of skills gaps and shortages that 
they were experiencing. 

HR budgets and activity need to be seen as vital to 
business performance and HR departments must 
constantly measure their outcomes in terms of 
productivity and business performance

9. An independent body is needed to have 
oversight of UK skills policy and make sure  
it meets current and future skills needs

Employers were less than enthusiastic about any 
existing policy interventions; our research showed 
that 10% of employers think no Government policy is 
effective at tackling skills gaps. 

Even less (8%) felt T Levels would be effective and 
just 14% of respondents felt the National Retraining 
Schemes would be the most effective way of tackling 
skills gaps 

Part of the issue is that skills policy is currently 
developed in different places and in silos, resulting 
in disjointed policy that is not as effective as it could 
be at meeting UK skills needs now and in the future. 
Government often also lacks the required level of buy-
in from employers when implementing policy (as has 
been seen with the apprenticeship levy.)

We believe a Skills Policy Institute should be created 
with representatives from across policy makers, 
education/training and industry to take a holistic view 
of existing skills policy and look at how it can be most 
effectively implemented now and in the next 5 to 10 
years.

10%
of employers think 

no Government 
policy is effective at 
tackling skills gaps

i �Bamboo HR research 2015
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Methodology
We worked with economic modellers Emsi to map the 
UK jobs market and identify occupation changes over 
the next six years. All jobs and industries throughout this 
analysis use either 1-digit or 4-digit Standard Occupation 
Classification (SOC) and Standard Industry Classification 
(SIC) codes. 

We also worked with researchers Censuswide and polled 
1,000 employers to understand their first-hand experience 
of the labour market, get their thoughts about what 
they believe the future holds for their business over the 
next three to five years and how well equipped they feel 
they are to meet the challenges of today and tomorrow. 
Research was undertaken in March/ April 2018.

Methodology for employer research carried out by 
Censuswide

The research was conducted via online survey by 
Censuswide, with 1,006 UK C-Suite level personnel in UK 
between 05/04/2018 – 30/04/2018. Censuswide abide 
by and employ members of the Market Research Society 
which is based on the ESOMAR principles.  
Methodology for economic modelling carried out by Emsi

15
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Emsi labour market data is created 
from a collection of nine Government 
sources, which they combine to 
provide multi-layered cross-checking. 
This includes: 

Business Register Employment 
Survey (BRES); Workforce Jobs 
Series (WJS); Working Futures (WF); 
Annual Survey of Hours and Earnings 
(ASHE); Labour Force Survey (LFS); 
Annual Population Survey (APS); 
Mid-Year Population Estimates; 
Subnational Population Projections; 
Annual Business Inquiry (ABI).
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