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4.1 Our Vision

Leeds College of Building (LCB) is the only General Further Education
College (GFEC) in the UK dedicated to the construction industry.
Since the 1960s, we have played a pivotal role in delivering
high-quality education & training for the industry, and we remain
committed to supporting new developments and ensuring vocational
and technical provision meets industry needs.
The construction industry adds enormous value to the country. It provides many jobs (over
2.7 million), and its output (8%) is essential for commerce, housing, infrastructure and repairs
& maintenance. LCB is proud and honoured to support the continuing and future needs of a
highly skilled construction industry workforce.
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The College is driven by a determination to create opportunity, employment and prosperity
for the students and wider stakeholders we serve. This ethos is supported by the Governing
Body, the Senior Management Team and the wider College Team.
We have all experienced exceptional times, and the recent COVID-19 pandemic has changed
the world we live in. Still, the College continues to focus on what matters most – retaining
talent and building a solid foundation for the future of the industry. LCB continues to play a
significant role in meeting local, regional and national skills needs of employers, students
and stakeholders.

Welcome, Chair & Principal

4.2 Our Mission

The College has responded to the growth in 16-18, apprenticeships and higher education
provision, accommodating 5,500 students annually and providing over 200 courses from
entry level to level 6.
There are many more exciting challenges and opportunities ahead, for example, through
the Government’s “Build Back Better” plan for growth in infrastructure and housing
investment programmes etc. together with changes to public sector procurement, through
the Construction Playbook. The net-zero agenda is changing how we design and build new
buildings, together with significant emphasis on building safety. This offers a significant
opportunity for smaller firms that carry out the repairs, maintenance and improvements as
we gear up to retrofit millions of homes to meet higher environmental standards. Similarly,
the digital skill needs will create new ways of working and the potential for significant
efficiency gains.
The College has excellent relationships with employers and key stakeholders, and we will
continue to work collaboratively to respond to industry demands and skills gaps. We are
committed to working closely with the funding bodies, local Chambers of Commerce, WYCA
and the industry’s representative bodies, such as CITB, to support the new Local Skills
Improvement Plans (LSIPs) and local, regional, and national employer skills needs.
LCB will continue to progress its ambition to be outstanding in all it does. More than anything
else, the College remains firmly focused on helping students achieve above and beyond their
expectations by providing a high-quality learning experience that shapes their future career
opportunities. The College’s Strategic Plan for 2021-2026 sets out the actions we will take to
achieve our ambitious and realistic vision for the future.

Peter Norris

Chair of Governing Body
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2. Introduction

Workforce challenges, in the shape of skills shortages, limited diversity, and complex
labour migration issues connected to the UK’s departure from the European Union, hinder
the industry’s capacity to grow at the rate required to secure ambitious but essential
developments in infrastructure and the built environment.
A failure to help find solutions that will affect the necessary increases in the skilled
construction workforce, and meet replacement demands associated with a maturing employee
workforce, would place the country at a disadvantage economically and socially. The College
is working closely with employers and industry bodies to address the challenges faced,
including knowledge and awareness of the Construction Playbook.
LCB is a very successful College with an enviable reputation on a local, regional and national
scale. We are an essential provider of high-quality education and training for the industry and
the wider community.
The College accommodates 5,500 plus (pre-COVID 6,000+) students and apprentices annually.
It places high importance on their journey, progression (in which they do well) to positive
destinations and the contribution to their (and family) social mobility.
The College has continued its strategy to focus on employer and student need, growing 16-18,
apprenticeships and higher education provision (including higher / degree apprenticeships),
whilst serving the needs of adults through the adult education funded provision and bespoke
upskilling provision for employers. The College is proactive in planning ahead and ensuring it
keeps pace with the ever-changing needs of the industry.
Employer engagement is holistic, enabling employer involvement in supporting curriculum
development, such asapprenticeship standards. Employers, trade and advisory trade
construction groups, supporting student work placements, visits, guest speakers, and
generally advising the College on current and future needs of the industry.
During the COVID-19 pandemic, staff and students rose to the challenges faced, and the
lessons learnt, along with best practice, will be carried forward. The key to our success was
switching to a remote, flexible and blended approach to learning, using Microsoft Teams and
digital materials. Digital poverty of students was quickly addressed with additional resources
from the DfE and contingencies to support those who were struggling. The Strategic Plan
identifies what further development of staff and resources is needed to help future-proof
the College.
Over the last seven years, the College has prioritised capital investments to meet its estates’
strategy, with circa £31milliion invested in two new campuses. South Bank 1 was completed
in 2015 with the support of College reserves and contribution from the then Skills Funding
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Agency (SFA). South Bank 2 was completed in April 2019 with significant support from West
Yorkshire Combined Authority (WYCA) and the College’s capital asset. The campuses provide
world class learning environments and classroom and workshop facilities for craft and
higher technical courses in building services engineering, construction trades, rail and
higher education, allowing further expansion of provision to meet employer and student
needs. Revenue budgets are prioritised to ensure students have sufficient construction
materials and equipment to meet course and individual needs.
LCB is based in Leeds, the third largest city in the UK, and when the construction industry is
performing well, the College has and continues to face major challenges in recruiting staff.
Over the last five years, staff numbers have increased from 385 to 413 in 2019/20, and both
teaching and support teams are qualified in their area of expertise.
Staff are passionate and strive for excellence in all they do, providing a welcoming, friendly
and supportive learning environment, delivering excellent customer care, both internally and
externally. They are supported through CPD opportunities and work collaboratively with other
providers and their specialist networks to share best practice.
The College’s latest Quality Assurance Agency (QAA) Review for Higher Education concluded
that the College met the UK Standards for Higher Education and was commended on its
employer engagement with the industry. Ofsted rated all key aspects of the College’s
provision as ‘Good’ overall.

Introduction

The Construction and Built Environment sector adds enormous value
to the UK, through jobs, physical output and the foundation it provides
for economic development, and the Construction Industry Training
Board (CITB) forecast shows that the number of jobs needed for
2019-23 (168,500) exceeds the 158,000 originally reported.

Despite the COVID-19 disruption, retention and achievement remain high. Although there has
been significant disruption to apprenticeship provision, overall achievement remains above
national rates. Any apprentices who were furloughed and could not continue developing
their practical skills at College have had additional support to help them complete their
framework/standard.
The College is in good financial health, confirmed by the Education & Skills Funding Agency,
through their review of the College’s financial statements, following College outturn in
2019/20 and planned budget in 2020/21, which is on track to be achieved.
The College welcomes the launch of the Government White Paper – Skills for Jobs : Lifelong
Learning Opportunities & Growth; putting employers at the heart of the system, investing in
higher technical qualifications, access to flexible learning throughout student lives, reforming
funding and accountable systems and supporting excellent teaching. These priority areas sit
firmly with the six Strategic Aims. Developments and funding associated with the White Paper
and imminent Education Reform Bill are starting to roll out. Further investment in capital and
revenue is essential to make up for the many years of under investment.
This investment will ensure the College can attract, recruit, retain, and develop staff while
investing in estates and the digital developments needed to support students and employers.
Governors, the Senior Management and wider College Team, continue to aspire to become
outstanding in all we do and meet students’, employers’ and staff needs by providing highquality education and training, supportive learning environments and robust financial health.
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Some key facts about the College
Gender Participation

Students by Provision Type
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10%
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17% of which come from BAME backgrounds
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Some key facts about the College
Students supported from Disadvantage Postcode Deciles

Level 1

19%

Unknown
90% - 100% (Least Deprived)
80% - 90%

Level 2

6.34%
7.76%

70% - 80%
60% - 70%
50% - 60%

Level 3

51%

1.28%

8.91%
9.81%
8.35%

40% - 50%
30% - 40%
20% - 30%

30%

8.35%
6.07%
10.14%

10% - 20%

11.28%
21.70%

0% - 10% (Most Deprived)
0.00%

Apprenticeship Growth All Ages / Levels (2016/17 to 2020/21)

7.50%

15.00%

22.50%
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16-18 Starts by Level 2020/21

30.00%

Enrolments by Area

(LCB and accommodating other primes Apprentices off the job)

Students by Area
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2293
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Some key facts about the College
Student Retention / Pass Rates (All Levels)

Timely Achievement Rates

16-18 Student Retention / Pass Rates
100%
100%

75%

92%
86%

88%

86%

87%

Retention
Pass
2017/18

2018/19

2019/20

91%

92%

92%

92%

89%

86%

16 - 18

0%

19+
2017/18

2018/19

2019/20

75%

73%

73%

73%

71%

78%
79%

69%
2018/19

2017/18

82%

25%

75%

100%

85%

76%

Apprenticeship Achievement (All Ages & Levels 2-5 – Higher Apprenticeships)

19+ Student Retention / Pass Rates

93%

88%

50%

78%
79%

68%

90%

2019/20

67%

Introduction

93%
85%

91%

97%

70%
69%

Apps Ach
68%

Nat. rate
2017/18

2018/19

2019/20

Apprenticeship Overall Achievement 2019/20 by Level (all ages)
Student Satisfaction Survey
Results from the 2020/21 Student Perception of College survey showed:
• 97% are achieving what they came to do
• 94% would recommend the College
• 98% feel safe at the College
• 91% enjoy being at the College
• 96% felt the teaching on their course is good or better
• 94% were overall happy with their course and the College

Carbon Savings 2019/20
• All College campuses 681,174 tonnes
• Vehicles – 43,324 total kg CO2e
10
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90%
68%
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69%

79%
72%
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72%
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55%
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Staffing
Total Headcount and FTE (full-time equivalent) (2015/16 to 2019/20)

Percentage of Staff in Various Ethnic Groups as at 31 July 2020

350
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0
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0
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372
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285

2016/17
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2016/17
292.4

2017/18
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2017/18
308.9

2018/19
410
2018/19
313.89

2019/20

Introduction

Number of Employees
Number of Employees

450
800
400

413
2019/20
307.13

Percentage of Employees in Different Age Categories (as at 31 July 2020)
67+*
4%
60 - 67*
14%

<20
2%

20 - 29
8%

30 - 39
21%

78%

Mixed white/Caribbean

<1%

Prefer not to say		
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Other			

1%
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<1%

Black Caribbean		

1%

Black other		

<1%
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1%

Bangladeshi		

<1%

Other Asian		

<1%

Pakistani		 2%

50 - 59
27%
40 - 49
24%
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Indian			
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Other			

<1%

White Irish		

1%

Asian/Asian British

2%

White Other		

1%

Our Vision, Mission & Strategic Plan

13

Financial Position
Annual Turnover

Top 300 Suppliers Spend 2019/20 – by Geographical Area

Group Turnover

Top 300 Suppliers Spend

£20,000,000

14%

£19,500,000
£19,000,000

56%

30%
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2019/20
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West Yorkshire
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Spend with SME’s
Learners

£000's

College Income - Proportion of Income from Different Funding Areas
and 16-19 Learner Numbers

800

44%

56%

14-19 Core funding
Apprenticeships
Other ESFA Funding
Non ESFA Funding
Other

Learners
14

Our Vision, Mission & Strategic Plan

SME’s

Our Vision, Mission & Strategic Plan

15

3. Labour Market Intelligence
Context
Leeds College of Building (LCB) is a unique institution, being the only
General Further Education College (GFEC) to focus on Construction
and the Built Environment. LCB is located in Leeds serving its local
communities and delivering in the national marketplace as a
specialist provider.
The landscape that LCB operates within is constantly evolving. The College offer is sequenced
to reflect UK Industrial Strategy, construction industry and employer requirements, student
needs, demand and demographics. Some of these factors are expected to change significantly
post Brexit and in response to the impact of COVID-19 on learning delivery.
Curriculum content and intent is fundamental to the successful outcomes for students,
apprentices and employers and should reflect the changing needs of the construction
industry in its widest sense. Students and apprentices from LCB progress into a variety
of roles within the industry. Their training should equip them with the knowledge, skills,
behaviours, confidence, resilience, civic and social responsibilities required to develop their
careers. This will set them on a path of lifelong learning whereby they continue to engage and
access additional training to support their individual progress and progression.

Labour Market Intelligence

The College offer is
sequenced to reflect
UK Industrial Strategy,
construction industry and
employer requirements,
student needs, demand
and demographics.

The construction industry provides a wide range of construction and building services trades,
together with building services, civil engineering, highway maintenance, built environment
and design, surveying and site supervision. Technical skills are vital to support the work of
construction specialists such as engineers, architects and surveyors.
The following is intended to evaluate this operating context and identify the key challenges
and opportunities for LCB and shape our understanding of the knowledge, skills,
competencies and behaviours the construction industry needs now and in the future.

UK Construction Industry Outlook
The COVID-19 pandemic altered the UK economy and construction industry inexorably in the
current financial year 2020/21. The lockdown closed much of the economy in March 2020
with Government restrictions on movement and the closure of sites and premises severely
impacting productivity, GB construction output fell by 42.8%1 between February and April
2020, the largest drop in outturn since records began in 2010.
On exiting lockdown, the industry rapidly responded to the changing environment and trading
conditions, adopting the Government’s COVID-19 guidance and adapting health and safety
measures such as social distancing to enable a safe and managed return-to-work.
A Government survey conducted in May2 showed some evidence of increasing construction
industry activity. Of construction industry respondents, 12.6% responded that they had
restarted trading after a prolonged pause during lockdown. This was more than any other
industry and more than double the 4.7% average for all industries.
The third quarter saw a 75.8% change in all construction output indicating a sharp rebound in
performance as businesses reopened in Spring/Summer. While all repair and maintenance
sectors have recovered above their February 2020 pre-lockdown level, most new work
sectors are yet to do so except for infrastructure and private new housing.

16
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The construction industry saw a large drop in vacancies April-June 2020 (down 71.7%3), it has
recovered positively and is one of only three industries (UK SIC 2007 Section D – electricity,
gas, steam and air conditioning supply and Section L – real estate activities being the other
industries) with an estimated annual increase in vacancies September to November 2020
returning to pre-pandemic levels.

Figure 1. ONS Vacancies by Industry 2020-2021
UK Construction Industry Vacancies
30,000

As many students in construction find it easier to learn via hands-on learning, it is essential
to continue supporting and facilitating hands-on learning where possible. This will reflect
when they use the skill in a real work situation. However, with COVID-19, a lot of learning has
been digitalised, which has implications for students and employers. Providers will need to be
proactive in assessing the impact on training and skills acquisition.

Productivity
Productivity will be one of the key challenges to recovery. Output per hour in construction
nationally is £35.34 compared to the average for all industries of £57.706. The industry will
need to improve productivity to be internationally competitive and fully take advantage of
the unprecedented, planned infrastructure spending. How the industry adapts, innovates,
develops the workforce, adopts technologies, and Modern Methods of Construction (MMC)
will contribute to delivering productivity gains

15,000

7,500

Dec-Feb 2020

Mar-May 2020

Jun-Aug 2020

Sep-Nov 2020

The closing months of 2020 saw a more gradual recovery, and the outlook for the next two
years is expected to continue in this vein. Government spending will be a key driver for
growth in construction; the Spending Review in November 2020 announced a £100 billion
investment in economic infrastructure, schools, health and defence. A National Infrastructure
Strategy was launched detailing plans for a new £4 billion ‘Levelling Up Fund’ by directing
investment into local infrastructure outside of the South-East and move towards net-zero
carbon emissions by 20504. There is to be a new infrastructure bank headquartered in the
North of England that will work with the private sector to finance new investment projects. In
respect of housing, the Government committed to simplifying the planning process to increase
homebuilding and a £7.1 billion National Home Building Fund and a £12.2 billion Affordable
Homes Programme.
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This impact of COVID-19 for students has been extremely challenging to the delivery of
learning and to the experience of FE for a young person. This has brought about a raft of
new needs such as students needing support and information regarding health and wellbeing
(including mental health) and how they can maintain social distancing and use PPE at the
workplace to protect themselves and society.

Key Sector Issues

22,500

0

The longer-term impact of COVID-19 on the technical construction sector is that companies
will have to contend with decreased demand as governments face rising slow GDP rebound
and high deficits. This suggests that smaller businesses and sub-contractors will have a
tough time adjusting to fluctuating demand and cashflows and may fail rapidly. Contract
management will become increasingly important as customers seek to terminate or
renegotiate contracts. Work in other regions may become less viable as countries put
more restrictions on foreign companies due to COVID-19 and Brexit.

Labour Market Intelligence

It is notable that while the housing sectors (new work, repair, maintenance & improvements,
both private and public sector) saw the largest falls in March and April 2020, they have since
bounced back relatively strongly from April to November 2020 compared with the other types
of work. However, public new housing work in November 2020 remains 22.1% (£122 million)
below the February 2020 level.

Our Vision, Mission & Strategic Plan

Demographics
The construction industry has an ageing demographic profile and is older than it has been in
the past, as indicated by Figure 27. This is further compounded by the outward migration of
non-UK nationals following Brexit, who are typically younger and account for 8% - 10% of the
construction workforce8. In the third quarter of 2020, there was a 28% drop in the number of
Non-UK workers, greater than the 7% fall in total employment in construction over the
same period9.
Of concern is the notably smaller proportion of UK born 16-34-year-olds in the industry to fill
gaps left by the non-UK workers exiting the labour market. To meet future labour demands,
the industry will need to upskill existing workers, attract new entrants and recruit from other
sectors and/or people currently unemployed who will also require training and support to
remove barriers.
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Figure 2. The age distribution of the construction workforce,
by country of birth, at the 1991, and 2011 Census

1991

Training
A substantial and long-term investment is needed to support the industry to increase
labour supply, improve retention, address shortages and develop the new skills needed
to take advantage of technologies. The National Infrastructure Strategy describes how the
Government will support industry to address its skills challenges, it will:

2011

non-UK born

UK born

• Leverage public contracts to boost opportunities for construction apprentices,
traineeships and T levels in the construction industry, and to recruit a more
diverse workforce;
• Improve apprenticeships for employers across the economy, which the construction
industry will especially benefit from, allowing them to transfer more of their unspent
levy funds before they expire and use more intensive apprenticeship training options;

Aged 55 and over

• Introduce construction traineeships to bridge the gap between further education
courses and entry to employment; and

Aged 45 to 54

Aged 35 to 44

Labour Market Intelligence

• Allocate funding for adult learners to access short training modules (4-16 weeks)
for upskilling and reskilling via the National Skills Fund investment4.

Health and Safety
Aged 25 to 34

Aged 16 to 24

...and notably fewer
UK born 16 to 34
year olds

In 2011, there were more
non-UK born 25-34 year olds in
construction compared with 1991...
40%

20%

0%

20%

40%

Workers in the construction industry

Self-Employment
According to data published quarterly by the ONS, there was an average of 802,000 selfemployed construction workers October-December 2020, a 13% reduction on the same period
in 2019, which could potentially impact the availability and supply of workers.
The data indicates that 60% of the UK construction workforce is self-employed, becoming the
norm following the 2008 financial crises. Having a self-employed workforce benefits clients
and contractors by offering the flexibility to manage resources in line with workflows and to
find skills from a large and dynamic pool of recruits. However, it is also considered one of the
main barriers to workforce development in the construction industry because self-employed
workers do not typically have access to training and apprenticeships and are less likely to
invest in training.
The COVID-19 pandemic has also exposed the risk associated with this type of employment;
during lockdowns and closures, self-employed construction workers were released without
pay or entitlement to furlough. Many were not eligible for the Government’s COVID-19 relief
funds for the self-employed because they have not filed a profit in the previous year or been
trading for a full tax year.

22
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Management of workplace health and safety in the construction industry has become
increasingly complex due to COVID-19. Public Health England has released specific guidance
on social distancing for those in the construction industry but ensuring that the guidance is
adhered to on-site is challenging and the risk to health is likely to be present for some time
yet. Managing absence, bereavement and workers’ physical and mental health difficulties will
continue to be critical areas of work.
In Construction Crafts, a barrier to entry for placing students on site is the requirement for
CSCS cards and Employers Liability insurance as there is a cost implication and it can lead to
a reluctance to access young inexperienced recruits and students on site.
Building Safety following the Grenfell Tower disaster is a critical area of concern for the
industry currently and the building safety agenda will play an important part in design &
installation of future buildings in the next 5 years and beyond. The Construction Playbook is
set to ensure that we create safe facilities and protect our workforce.

Digitalisation
The benefits of digital construction are well rehearsed, and adoption provides huge
opportunities. Digitalisation is at the heart of the Construction Sector Deal and policies
designed to raise sector productivity. The imperatives for change are also rooted in
longstanding industry issues. Tight profit margins, high profile project overruns and issues
with quality continue to dog the industry. More recently, Brexit and the potential impacts on
the availability of labour have sharpened the focus on doing things differently. However, the
pace of digitalisation is gradual.
The pandemic has accelerated the process of digitalisation due to the limitations on travel
and face-to-face contact. Businesses are investing in e-invoicing, modernised Customer
Relationship Management (CRM), workforce management systems, digital sales, marketing
and communication systems and are realising the improvements to efficiency and profitability.
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A quickening pace of innovation and technological progress is also an opportunity to
improve the sector’s image and attractiveness to young people and improve recruitment and
diversity in the construction workforce by promoting the range of careers available and the
opportunities related to the use of digital technology. Whilst competition with other industries
for ICT recruits will be challenging, given that they are also in short supply nationally,
construction pays well compared to other industries and has a healthy economic forecast and
prospect of offering sustainable careers.

The CITB’s research10 found that:
• Digital construction is understood to mean different things by different people.
Many assume digital construction means Building Information Modelling (BIM) but
it is wider than that. True understanding is concentrated on digital construction
specialists. Those trying to implement digital methods felt frustrated when
persuading others to take a ‘leap of faith’ because of the lack of understanding
of how technology could solve problems.
• Much of the tech that is being used is not at the cutting edge of what is available.
Drones, Lidar, smartphones and tablets are increasingly widely used but innovative
tech – if used at all - is generally limited to small pilots or trials, as investment in
larger scale innovations is considered too risky. Sharing best practice will help
industry evolve an understanding of the value of digital and the skills and
training needed.
• Data and its effective collection, communication and management are central to digital
transformation. Industry needs to demystify how data is used and the skills required
across the entire workforce. Genuine understanding of what data management
involves is limited.
• Tech-specific skills are not the problem – but broader skills and competencies at
various levels need to be addressed. Leaders need skills in implementing digital
change and creating the right structures and culture. Managers and operatives need
problem-solving skills and greater digital savviness, not everyone needs to be at the
same level. It is about enabling top-down and bottom-up change.
Digital construction comprises of new technology hardware and software, data-led processes
and equipping staff with the skills needed to maximise digital applications. This research set
out to explore the adoption, use and expected uptake of a broad range of digital technologies
across construction, including:

• Drones/unmanned aerial vehicles (UAVs)
• 3D printing
• Artificial intelligence (AI)
• Wearable tech
• Lidar
• The Internet of things
• Productivity/planning apps
• Data Analytics

Sustainability
The UK target to reach ‘net zero emissions by 2050’4 suggests there will be a continuing
pressure to reduce the energy consumption in construction and improve the energy
performance of buildings. Additional pressures to reduce waste will also drive the market for
new skills. The implications for future skills requirements are very significant with changes in
the building services.
Labour Market Intelligence

The implication for the workforce is an increase in demand for workers with a wider skill base
in Information and Communication Technology (ICT). Training for new entrants will need to
reflect the new skills employers require and also focus on people already in the industry who
can develop their skills. The future construction areas will demand digitally literate, multiskilled individuals. This requires industry to work with FE providers to deliver new upskilling
routes for existing workforce and new entrants to the sector.

A new report by the CITB ‘Building Skills for Net Zero’12 outlines the skills implications for the
workforce of the Government’s commitment to achieve net zero by 2050. The majority of the
requirement for additional skills will come from addressing energy-related emissions from
existing buildings. The UK Green Building Council estimates that up to 95% of emissions from
the built environment over the next 30 years could come from buildings that exist today.
Most of the effort to decarbonise must therefore be focused on the energy efficiency retrofit
of existing buildings. At least some retrofit work will be required on around 27 million
residential and two million non-residential buildings to reduce emissions over the next 30
years. Even with new ways of working, we will need to recruit, train and in some cases retrain
large numbers of people to do the work. CITB estimate that an additional 59,000 plumbers
and HVAC workers will be required, primarily in the installation of heat pumps by 2028. The
research also highlights that just over 86,000 project managers will be required by the same
date, this includes specific roles like Retrofit Co-ordinator. The requirement for building
envelope specialists, including insulation installers, will be 27,000 in 2028.
The Construction Playbook will play a significant part in seeking to fight climate change and
deliver greener facilities for the future.

Modern Methods of Construction (MMC)
MMC is likely to grow in new-build work and have a lesser impact on the trades involved
in repair and maintenance. The main skills implications are a reduction of trades on-site
and increasing need for mechanical handling and a parallel growth in off-site trades and
use of Computer Aided Design (CAD). This is likely to present challenges for companies to
take advantage of the opportunities for MMC because of the low levels of tech integration
in the design process. Causeway’s research into construction attitudes to design innovation
has revealed little over a third of construction professionals have an integrated technology
solution in place for infrastructure design11.

• Augmented reality/virtual reality
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The Local Picture
Whilst LCB operates nationally, attracting apprentices from across the country, most of its
students and apprentices come from Leeds.

The prospects of future sustained growth are encouraging. The National Infrastructure
Strategy confirmed the Government’s commitment to major infrastructure projects in the
region, such as Northern Powerhouse Rail, connecting Leeds with Manchester, and there are
major transport investments planned in Bradford and Sheffield and housing in Leeds and
York. The Government also confirmed its commitment to expanding the devolution deal for
West Yorkshire that will increase local decision-making4.
Looking at current rates of pay, the average (median) male, full-time construction employee
earns £36,354, which is approximately 17% more than the average male across all industries
in Yorkshire and the Humber14. This should assist with the task of increasing recruitment and
enable the industry to compete for cross-cutting skills e.g. ICT and digital.
Demographics are an important factor in meeting the skills demands from across the City and
wider Leeds City Region.
The key demographic is the birth rate as this highlights the growing demand for training that
students leaving school at 16 will place on providers. This then transfers into older students
through the years, impacting on higher education approximately two to three years later.

There are more
construction workers than
people who are employed in
construction and as such,
the region is a net exporter
of skills which is beneficial
to the regional economy.

Labour Market Intelligence

The Leeds City Region employs 66,000 people in its construction workforce, 5% of all jobs in
the local economy13. The West Yorkshire area has 9,830 construction businesses registered for
VAT or PAYE, over 35% of which are located in Leeds14. Construction growth in Yorkshire and
Humber, according to the Chartered Institute of Building Services (CIOB)15 has been driven
by housing like most regions. There are more construction workers than people who are
employed in construction and as such, the region is a net exporter of skills which is beneficial
to the regional economy. Whilst this might mute the skills shortages in some respects, CITB’s
Construction Skills Network (CSN)16 puts the annual required recruitment rate at 2,010 per
annum over the period 2019-2023 in order to fill the gaps made by those leaving the industry.

Leeds 16 Year Olds
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The number of Leeds resident 16-to-18 year olds participating in full-time education in schools
and colleges in 2018/19 was 15,260 (Vector/DFE data). Increasing this number by 33% gives a
raw number of 5,036 additional places required by 2028.
LCB currently attracts 5% of the 16-18 market, which equates to approximately 900 full
time students per year. A 33% increase on this means that by 2028, LCB would need to
accommodate just short of 1,200 full-time students. For apprenticeships, it would equate to
an additional 400 apprentices studying at LCB, giving a total student number of approximately
4,000. These figures assume a similar market share percentage.
In order to maintain and potentially increase the student numbers, which in turn then
supports the construction sector by providing sufficient skilled workers for its demands, it is
essential that LCB provides high quality, relevant and industry leading training that effectively
supports progression into the construction industry.
The impact of COVID-19 on full-time students is only likely to increase the volume due to
the lack of apprenticeship opportunities, as the economy recovers over the next three to
four years.
The Leeds City Region Business Survey, 202017 reported the following findings in relation to
workforce skills.
• Just over a third (36%) of businesses have a training and skills plan, which represents
a decline compared with 2019 (39%). The proportion that have a training budget is
stable, at three in ten (29%).
• Training & skills plans are less common in smaller businesses, the private sector and
in construction.
• The skills most commonly in need of improving continue to be sales and marketing
(26%), other technical or job-specific skills (25%) and digital/advanced IT skills (22%).
• The skills most commonly lacking are other technical or job-specific skills (71%),
which is in line with last year. The next highest proportion mention a lack of science,
technology & engineering skills (8%).
• 57% of construction firms (115 companies) reported anticipating skills gaps in the
next 12 months.

The regional scan18 also identified the following skills are most requested in construction
related job adverts (specialised skills).
Electrical Work				332
Plumbing				203
Customer Service				151
Painting					132
Budgeting				121
Civil Engineering				113
Teamwork/collaboration			105
Wiring					105
Carpentry				81
Project Management			76
Heating Ventilation and Air Conditioning
76
Scheduling				74
AutoCAD					73
Boilers					69
Emergency lighting			65
Quality Management			63
Facilities Management			61
Hand tools				60
Building Information Modelling (BIM)		
58

Labour Market Intelligence

The number of 16-year olds in Leeds is due to increase by 33% in the 10 years between 2018
and 2028. Between 2018 and 2023, the number of 16-year olds increases by 17%. Post-16
provision in Leeds will need to grow and change to accommodate additional student numbers.

Skills Shortages
Construction labour shortages in the UK are widely documented and current events
threaten to exacerbate the already precarious situation. An ageing workforce, reducing pool
of available labour as a result of Brexit, and self-employed workers exiting the industry
juxtaposed with increasing demands as construction industry workflows bounce back and
increasing pressures to decarbonise and digitise will lead to greater recruitment challenges.
The latest CIOB cross industry research report19, supported by 276 companies employing
160,000 people, found that the following roles face ‘severe shortages’:
• Construction and building trades supervisors
• General labourers
• Quantity surveyors
• Construction project managers and related professionals
• Bricklayers
• Civil engineers
• Carpenters and joiners
• Plant and machine operatives
• Production managers and directors in construction
• Chartered surveyors.
There is a misalignment between the occupations declared in severe short supply by industry
and those listed in the Shortage Occupation List (SOL), with general labourers and trades
omitted as well as surveyors which has been a problematic recruitment area for companies
for some time. Furthermore, the SOL list indicates there is a shortage of IT, digital and
physical science related skills which could be a limiting factor on the construction industry’s
capacity to progress its digitalisation, sustainability and MMC agendas. The industry will
need to compete with other sectors for these skills and has historically struggled to attract a
workforce that reflects the diversity of society.
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Reasons for Skills Gaps

When looked at from the perspective of the size of company, the reasons for skills gaps in the
current workforce showed areas of considerable difference. Larger companies are more likely
to see skills deficiencies resulting from an inability to retain experienced staff, from
new materials, new digital technologies and new manufacturers’ equipment.
On the other hand, the larger the company the less likely it is that they will see skills gaps
arising from a reluctance of staff to undertake training, training expense and time demands.
Around 44% of employers expect their skills gaps to increase (worsen) over the next three
years, albeit almost the same proportion expect no change.
Small employers also felt that the larger companies are driving the skills agenda
and directing provision to meet their needs and as a result are disappointed with the
preparedness of candidates for the industry. It was reported that most small businesses try
to recruit fully qualified workers instead of training on the job despite a shortage of candidates
with experience.
IFF Research22 reports that a lack of workplace diversity heavily aggravates the skills
shortages with huge areas of untapped potential within the labour market. This is attributed
to negative assumptions that the sector is not well paid or exciting. Employers felt that
construction was not an industry that is pushed as an option for high achievers, and as a
result faced an uphill struggle to recruit to the various technical and professional trades.

Employer D emands (Leeds City Region)

LCB, from its own mapping and intelligence gathering with employers, is aware that many
regional firms are experiencing a severe shortage of construction and building services trade
operatives, project managers, surveyors and technicians. It is believed that this is largely due
to perceptions of the industry that are out of step with the reality, that these roles can only be
fulfilled by men in muddy boots and hard hats.
Negative perceptions are a limiting factor on recruitment as has been discussed, however
LCB’s work with employers needs to promote awareness of the inclusive and quality trade,
professional and technical career opportunities available in the industry. Additionally, in
terms of higher skills and progression, there are advanced levels of specialisation such as
engineering, architecture, electrical and project management.
The construction industry offers a diverse range of career opportunities and young people
are not fully informed about the breadth of roles available. Many school and university
leavers are not looking to the construction industry as a route into the labour market due to
the perception gap between the view of roles that involve “getting dirty doing manual work
outside” and the vast range of roles and careers available. A possible reason for this view is
because construction is not digitised enough to attract the younger generation who are techsavvy to get updated on the industry. In order to get through to the younger generation the
industry needs to be able to reach them on platforms they use such as TV Adverts, Facebook,
Instagram, Twitter etc.

Labour Market Intelligence

According to the Labour Market Intelligence (LMI) Outlook 201921 over half of employers
believe that the main reason for skills gaps is the retirement of older staff. Around one fifth
to one quarter point to expensive or time-consuming training, and new methods of working or
the introduction of digital technologies (both of which may be connected to the need to train).
9% say that they are not able to access external training. Employers who mentioned ‘other’
reasons for skills gaps listed insufficient young people wanting to work in the industry and
lack of experienced, qualified operatives and technical workers.

Future Needs
Around two-thirds of employers expect future upskilling needs - they are most likely to
highlight their managers as being affected. Based on the Employer Skills Survey, two-thirds
(65%) of employers expect that at least some of their staff will need to acquire new skills or
knowledge over the next twelve months. This is slightly higher than the national average
of 62%. The main drivers of this need are the introduction of new working practices, the
development of new products and services, the introduction of new technologies or
equipment and new legislative or regulatory requirements.

The top occupations in greatest demand in the Leeds City Region, based on volume of job
postings in construction from Aug 2018-July 2019, included the following professions: Land
surveyors, chartered architectural technologists and town planning, construction manager,
quantity surveyors, civil engineer18.
Electrician			427
Construction manager		417
Construction operative		340
Carpenter			242
Labourer/material handler		193
Civil engineering technician		
93
Painter				85
Plumber				71
Construction supervisor		51
Pipe fitter			36
Plasterer				38
Brick/stone mason			29
Floor fitter			19
Glazier				13
Roofing/siding worker		13
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4. 5 Year Strategic Plan 2021 - 2026
4.1 Our Vision
“To be the college of choice for construction and the built environment; making a difference to
the lives of our students and the wider society”

4.2 Our Mission
“Inspiring lives and building futures”

4.3 Our Values

5 Year Strategic Plan 2021 – 2026

Our Vision...
“To be the college of
choice for construction
and the built environment;
making a difference to the
lives of our students and
the wider society”

• Accountable
• Aspirational
• Enjoyable
• Inspirational
• Respectful

4.4 Our Strategic Aims (and what we will do)
1. Provide a safe, supportive and inclusive learning culture
We will:
• Develop our campuses and culture to provide environments where all students, staff
and visitors are welcome, safe, valued and respectful of each other.
• Ensure personal safety is always the highest priority, implement a comprehensive
infrastructure and approach to Safeguarding & Prevent that protects students.
• Provide outstanding access, information, advice & guidance, and support that meets
the needs of all students and Gatsby Career benchmarks.
• Actively promote and embed equality of opportunity and diversity and the importance
of social mobility for all.
2. Deliver high quality education and training through enjoyable learning experiences
We will:
• Deliver high quality Teaching, Learning & Assessment and develop practices that
inspires, motivates, and challenges students, developing their confidence, resilience
and social responsibility that helps them progress and succeed.
• Develop the ability of our teaching staff to create highly effective learning resources,
both digital and otherwise, through training, support and sharing between peers.
• Develop the English, mathematical, IT and digital skills of all our students to increase
their life chances.
• Ensure positive progression rates between levels and to apprenticeships, sustained
employment, higher education, self-employment or career enhancement.
• Ensure appropriate students are provided with meaningful work experience and / or
work-related practices to enhance employability.
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5. Attract, develop and retain a highly skilled and responsive workforce
We will:

We will:

• Implement our People Strategy and ensure staff / student friendly policies
and procedures across the College.

• Develop progressive partnerships with employers and collaborations with
organisations (e.g. WYCA, Leeds City Council, Chambers of Commerce,
Anchor Institutions) and developments / contributions to the Local Skills
Improvement Plan.

• Attract, develop, and maintain a highly skilled and driven workforce, maximising
their potential, talent and performance, through effective leadership.
• Demonstrate the highest standards of customer service and always expect the
highest standards of our staff and students.

• Continue progressive collaborative partnerships with organisations, such as CITB,
JTL, TAC, CBEE, CECA, FMB, to engage with the industry / local partners to shape
the future education and training needs of the construction sector.

• Listen to staff, students and stakeholders to provide outstanding College services
to internal and external customers.

• Be proactive in raising awareness and delivery of provision to support
decarbonisation strategy towards the Government’s net zero target by 2050,
including demand for retrofit and modern methods of construction.

• Ensure our Governing Body includes a broad range of skills and experience to
support, challenge and hold to account Executive and wider Senior Management
Team (SMT).

• Encourage and expand engagement with employers in curriculum development,
delivery, work experience / placements. and development of new Apprenticeship
Standards, ‘T’ Levels, traineeships and higher technical qualifications etc.

5 Year Strategic Plan 2021 – 2026

3. Work with employers and progressive collaborations to develop the talents and skills to
meet further workforce needs

6. Remain a financially sustainable and resilient organisation
4. Harness the use of technology to support innovation in learning and smarter, more
efficient working practices
We will:
• Progress a blended approach to curriculum delivery through the development
of digital learning content that inspires and motivates students.
• Work closely and engage with the construction industry on new and innovative
technological and digital advancements that is reflected in the curriculum.
• Enhance the technical infrastructure to maximise access to technology for
College users.
• Review and develop business support electronic systems and processes to provide
greater connectivity between departments and support internal and external
customers.

We will:
• Ensure financial stability, meeting Bank Covenants, and working to ESFA financial
health ratings good or better.
• Implement our estates strategy, including green credentials, and longer-term
ambition to replace North Street with a new build solution.
• Maximise existing funding opportunities and grow income through growth,
particularly in 16-18, apprenticeships and HE (including higher / degree
apprenticeships).
• Optimise the use of resources, such as room utilisation, average class size and
staffing and consider different ways of working to eliminate any inefficiencies.
• Ensure robust risk management and business continuity arrangements are in
place to safeguard our reputation and continuity of business.

• Provide an annual investment in IT infrastructure and equipment which maintains
an outstanding learning environment to keep pace with changing technologies.
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6. Operationalising and Monitoring

There are a number of challenges and risks in the current economic
educational environment, with the key risks identified below that
could prevent the successfully delivery of the College’s Strategic Plan.
High/Medium/Low
Increasing competition potentially
reducing market share of students.
Maintaining high levels of student
retention, achievement and positive
destinations (rebasing post-COVID-19).
Risks In Achieving The Strategic Plan

Inability to recruit and retain staff
(at all levels) in both academic and
business support areas (and particularly
in growth areas).
Curriculum reforms nationally in 1618, apprenticeships, adults and HE (eg
apprenticeship standards / EPAs, T
Levels, higher & technical qualifications).
Government funding for FE (and HE) to
address previous austerity policy cuts and
investment in human and physical resources
to meet student / employer demands.

L

The six strategic aims will help focus the College’s future
planning and thinking through the Governing Board, Senior/College
Management Teams, via a whole College team approach to
achieving them.
Curriculum teams, together with business support areas, will harness and
integrate the aims into their operational plans, detailing their actions and
contribution to achieving the strategic aims.

M

Key Performance Indicators and measures will be agreed with the Governing Board,
that will support the achievement of the Strategic Plan. Members of the College
Management Team will report progress to the Senior Management Team on a
regular basis, together with any risks in not achieving agreed outcomes.

H

The Governing Board will continue to receive regular performance management
reports, linking to the Strategic Plan (and Key Performance Indicators and
measures). This will enable the Governing Board to be able to monitor
progress made.

Operationalising & Monitoring The Strategic Plan

5. Risks in Achieving the Strategic Plan

M

H

Insufficient external capital funding
support to meet growth needs and the
College’s accommodation strategy.

H

Inability to manage an unavoidable
security incident or unexpected business
continuity event.

L

Breach of Bank Covenants.

L

The College routinely reviews the College’s robust Risk Register and actions
to mitigate risks where possible through the Risk Management & Business
Continuity Group.
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