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INTRODUCTION

PURPOSE

The speed at which COVID-19 has impacted the economy and labour
market has been unprecedented. This time last year, most of us hoped that
we’d be in a greater period of economic recovery by now. But, it’s fair to
say that the business world is still in flux, with post Brexit changes, supply chain
disruptions and the continuing concerns about COVID-19 exacerbating
issues.

The main purpose of this report is to provide intelligence that enables
Welsh Government and other stakeholders to understand the
employment and skills impact of COVID-19 in the region.

Labour and skills shortages remain a substantial challenge across the region.
Following easing of restrictions over the summer, the economy is in the grip
of a strong hiring recovery with a large increase in the number of vacancies.
However, there are growing concerns around a mis-match between skills
demand for vacancies and the skillset of those searching for new jobs. This
has affected most sectors, but most noticeably, Hospitality and Tourism,
Social Care, Food and Farming, Construction and Logistics, which have all
faced immense challenges.
Data also highlights a sustained decrease in the availability of candidates,
with employers stating COVID-19, Brexit and candidate uncertainty as some
of the key factors for the fall. As a result of skills shortages, many employers
have raised their salary offering to attract candidates.
The CJRS (Furlough) has now closed, however the impact of unemployment
is still to be determined. We don’t expect to see the effect of the end of
furlough for a few months yet.
As we enter into the uncertainty of the winter period, further challenges are
likely to be encountered, and sustainable, strategic and long-term solutions
are needed to equip people from all backgrounds with the skills needed by
employers. This will require all stakeholders – employers, educators/ providers
and policymakers to work together to make this a reality.

This report is the fifth in a series of Labour Market Insight reports
produced by the North Wales RSP. The North Wales Regional Skills
Partnership has a pivotal role to play in drawing together skills
intelligence across the region, working closely with the private and
public sector.
This report is primarily based on soft intelligence from employer and
stakeholder engagement activities along with robust quantitative
Labour Market Intelligence (e.g. job postings data, Universal Credit
and Claimant Count, Apprenticeship data) where appropriate.

Limitations
•
•
•

The economic and labour market is changing rapidly;
Job postings data are the first data sets to give an immediate
indication of impact on the labour market, but this is only an
indication;
The information contained in the report includes soft intelligence
following input and discussions with employers and key partners in
our region in our key and growth sectors for the region.
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HIGHLIGHTS
Key Messages & Challenges
PEOPLE

BUSINESSES & SECTORS

Supply of candidates - Data highlights a sustained
decrease in the availability of candidates and labour
market participation, with employers stating COVID 19,
Brexit and candidate uncertainty as some of the key
factors for the fall.

Job vacancies/ postings increased dramatically - In
September 2021, job postings were 98% above pre-pandemic
levels (March 2020), with growth across permanent and
temporary contracts. Top occupations / postings were in
Health & Social Care and Tourism & Hospitality.

Redundancies – Number of redundancies has reduced in
last couple of months, but anticipated to rise again now
that furlough has ended. Majority of redundancies made in
the region has been in the Manufacturing sector.

Business confidence – Smaller businesses are reporting less
confidence due to furlough coming to an end,
implementation of tax rises and sick pay rebate coming to an
end. Uncertainty also due to inability to recruit staff across all
sectors.

Credit Claimants & Economically Inactive- Small decrease
in Universal Credit claimant figures, but increase in
Economically Inactive in the region. Job recovery hasn’t
yet reached the most disadvantaged in the region.

Recruitment – Region in the grip of a very strong hiring
recovery with a large increase in the number of vacancies.
81% of the employers (RSP Survey) are currently facing
recruitment challenges, this is across all sectors and a variety
of roles. Reports of employers offering competitive salaries
and benefits to entice candidates.

The supply of apprentices - There are high levels of
recruitment across most apprenticeship routes, although it
seems that the combination of the Employer Incentive
Scheme and ‘defrosting’ of the economy have combined
to draw apprentices earlier rather than necessarily
indicating an overall growth.

Skills gap/ Shortages - growing concerns around a mismatch between skills demand for vacancies and the skillset
of those searching for new jobs. This has affected most
sectors, but most noticeably, Hospitality and Tourism, Social
Care, Food and Farming, Construction and Logistics, which
have all faced immense challenges.

End of Furlough – As Furlough came to an end on 30th
September, it was anticipated that further redundancies
would be made, but early indications show that this has not
happened as yet. Full effects of furlough ending are not
likely to be known for another couple of months, including
details on unemployment figures.

Apprenticeships – Extension of the Employer Incentive
scheme has been welcomed by employers in the region. A
strong message from employers around the value of
apprenticeships in particular those at L2/3 across all sectors
as well as some higher-level degree and Masters
qualifications including Higher Apprenticeships in digital,
computer science and artificial intelligence, as well
3 as health
& social care related qualifications at all levels.

APPRENTICESHIPS & WORK BASED
LEARNING (WBL)
Apprenticeships and Work Based Learning (WBL) 1
Business Wales Skills Gateway (BWSG) Data

Business Wales Skills Gateway (BWSG) Data

National Training for Wales (NTfW)Apprenticeships Team Data1

NTfW Apprenticeships Team Data

NTfW has produced a report with clear evidence showing that there is an
increasing number of employers considering recruiting an apprentice. The
report contains data on the number of employer expression of interest into
apprenticeships via the Welsh Government’s Business Wales Skills Gateway
(BWSG) during an 18-week period from 1 June 2021 – 11 October 2021.
Local Authority
Anglesey

2020
17

2021
27

Conwy
Denbighshire
Flintshire

21
23
33

58
44
65

176%
91%
97%

Gwynedd
Wrexham

23
28

37
50

61%
79%

145

281

94%

North Wales

Employer Expression of Interest through the
Business Wales Skills Gateway
(This reporting period against
the last reporting period in May 2021)
70
60
50
40
30
20
10
0

% increase
59%

Dec 20 - May 21

The headline of this survey shows that:
•

•

•

•

Regionally, over the last 18 weeks, there has been a 94% (136) increase
in the number of expressions of interest through the BWSG compared
with the same period in 2020.
The report shows an increase in employer demand across all local
authorities’ when compared with the same period in 2020. Conwy,
Flintshire and Denbighshire show the highest increase.
The increase in demand is from employers across a number of sectors
with a high demand from employers within the Construction & Building
Services, Engineering and Catering & Hospitality sector.
A notable recent increase also from employers within the Automotive
Transport and Logistics, Creative & Design, Digital Technology and
Health & Social Care sector when compared with the same period last
year.

•

June 21 - Oct 21

The chart above shows an increase of interest into apprenticeships made
through the Business Wales Skills Gateway from employers across North
Wales apart from Wrexham with a slight decrease in the number of interests
through from employers within this county, when compared with the last
reporting period in May 2021.
1 Source: National Training Federation for Wales - Business Skills Gateway Data – North Wales (October 2021)
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Apprentices in North Wales1
•

•

•
•
•
•

Work-based learning providers across the region have noted an increase in employer demand over the last few months. Employers across all sectors
are looking to recruit apprentices, including employers recruiting for the first time and some employers recruiting a number of apprentices at a time. The
Welsh Government has recently held a large-scale national apprenticeship campaign since August aimed at employers through promoting the
Employer Incentive Scheme (EIS) which has now been extended until February 2022. This could be a contributing factor in this increase in demand, due
to the financial support available to employers of all sectors and size.
There are high levels of recruitment across most apprenticeship routes, although it seems that the combination of the EIS and ‘defrosting’ of the economy
have combined to draw apprentices earlier rather than necessarily indicating an overall growth. However, Work Based Learning providers do expect to
exceed the apprenticeship contract value allocated for 2020/2021.
Whilst employer demand is high, the supply of apprentices seems to be low within certain sectors in particular such as, Hospitality, Food Manufacturing,
Retail and Customer Service, where some vacancies being re-advertised up to 3 times.
Indications of broader use of apprenticeships (e.g. general admin) to aid recruitment/mitigate issues, this needs to be carefully managed as current
contract restrictions can prevent apprenticeships in some routes/age groups.
Trend of ‘early departures’ is emerging in some sectors (e.g. Care) as the buoyant job market allows people to quickly shift roles. Current contract
restrictions around time employed does not allow time for ‘trial period’.
There is a consistent flow of demand all year round from employers across the construction sector to recruit apprentices in particular, plumbing and
heating and electrotechnical, however, the majority of apprenticeships across the construction sector run on an academic year starting in September
and funding has been allocated for this year. This means that employers who have expressed an interest into recruiting an apprentice after September
may have been too late, and have no alternative provision option currently but to wait until next September to recruit or consider alternative recruitment
options such as, React scheme, Traineeship, Kickstart etc. with a progression plan onto the apprenticeship programme (eligibility criteria permitted)
upon completion. This is not only having a negative impact on employers but also on individuals who have expressed an interest into undertaking an
apprenticeship. It would be beneficial to aid recovery and to meet employer demand if the pathways in demand were available on a roll on roll off
basis.

Source 1: GLLM & Cambria, October 2021
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NORTH WALES’ BUSINESSES – JOB
POSTINGS
JOB POSTINGS IN NORTH WALES 1

TOP 10 POSTED OCCUPATIONS
1

•

•

•

•

•

Job postings have increased dramatically - In September 2021,
job postings were 98% above pre-pandemic levels (March
2020).
Growth in permanent roles – In September 2021, job postings
for both permanent and temporary roles increased in
comparison to pre-pandemic levels. Permanent roles
increased by 77.4% compared to March 2020, whilst temporary
roles increased by 139% over the same period.
The largest clusters of vacancies are in Wrexham County,
followed by Gwynedd. The top in demand skills referred to in
job vacancies have remained consistent with these hard to fill
occupations – nursing, personal care, care workers, kitchen
and catering assistants, cleaners and van drivers.
Highest Demand in September 2021 is in the Health & Social
Care Sector – Other occupations with the highest number of
job postings included Kitchen and Catering assistants, Cleaners
and domestics, and sales and retail assistants. List of top 10
Posted Occupations is listed on this page.
Regional variations in Job Postings – The local authority areas
with the greatest increase in job openings include Gwynedd,
Wrexham and Flintshire.

Apprenticeships and Work Based Learning (WBL
FSB Small Business: September 20212
)1
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1. Source: RSP Team analysis of Emsi Economic Modelling – Labour Market Analytics (October, 2021)

NORTH WALES’ BUSINESSES
Highlights from RSP Skills Survey

1

A short employer skills survey was well received by employers across the region, receiving a total of 123 responses within the 3-week period that the survey was live. The majority of
employers that responded to the survey were SME and Micro size organisations. Responses were received by employers of all sectors apart from Farming with the majority of responses
from employers within the following sectors, Health & Social Care (17%), Tourism & Hospitality (17%), Advanced Manufacturing (13%) and Construction (11%).
•

The top 4 challenges that are currently facing businesses as a result of the pandemic is:
o Loss of skilled staff (39%)
o Training plans have been delayed (18%)
o Supply chain issues (15%)
o Financial challenges (11%)

•

81% of the employers are currently facing recruitment challenges, this is across all sectors and a variety of roles including challenges with the recruitment of apprentices. 79%
of the employers are likely to recruit additional staff within the next 6 months.

•

The top 3 occupational areas out of the list provided in which the employers are likely to recruit into within the next 6 months are as follows:
o Skilled Construction & Building Trade
o Caring & Professional Service Occupations
o Leisure, Travel & Related Service Occupations

•

55 % of the employers stated that practical skills/experience is more attractive than qualifications and 44% of employers said that it depends on the type of role they are
recruiting for. A strong message from employers around the value of apprenticeships in particular those at L2/3 across all sectors as well as some higher-level degree and
master’s qualifications including higher apprenticeships in digital, computer science and artificial intelligence as well as health & social care related qualifications at all levels.

•

75% of the employers said that they furloughed staff during the pandemic, the majority of these employees have returned to work but 15% of employers stated that the staff
they furloughed found employment elsewhere.

•
-

A number of new skills demands have been identified as a result of the pandemic, below are the top 4 new skills demand highlighted by our survey respondents:
Communication Skills
Problem Solving
Leadership & Management
Skills in new technology, computer literacy/ IT Skills

62% of employers stated that they find access to information about funding for employability support, training courses and apprenticeships challenging.

NORTH WALES121.’ BUSINESSES
1 Source: RSP Team Analysis of RSP Skills online survey (October 2021)
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NORTH WALES BUSINESSES: Voice of
Businesses
West Cheshire & North Wales Chamber of Commerce

•
•

•

•
•

•

•

Business Surveys
Business Survey

Majority of responses from manufacturing and professional Services
sector
Nearly two-thirds (64.71%) of businesses shared that their workforce has
remained constant over the past 3 months with more than a quarter
(27.27%) of businesses expecting to see an increase in their workforce.
55.88% of businesses reported that they have tried to recruit over the past
3 months, with most businesses recruiting full-time or permanent jobs.
46.15% of businesses said that they had experienced difficulties finding
suitable staff to fill roles, however these difficulties were not limited to one
field of work, but include skilled, professional and clerical work.
Overall, businesses reported that cash flow and investment remained
constant over the last quarter.
More than 70% of businesses have confidence that their turnover and
profitability will increase over the next 12 months. No businesses are
expecting to see their turnover worsen, and only 3.23% of businesses
expect to see their profitability worsen over the next 12 months.
Many businesses reported feeling financial pressures, largely due to raw
material prices and other overheads. In line with this, 58.82% of businesses
predict that the price of their goods or services to remain the same in the
next 3 months, while the other 41.18% expect to see in an increase in the
price of their goods and services.
Competition from other businesses continues to be the biggest area of
concern for businesses.

1 Source: Chamber Quarterly Business Report Q3 2021

FSB Press Release: September 20212 3

•
•

•
•

•

•

•

•

As furlough came to an end on the 30th of September 2021, there are concerns
for the future of small businesses as their support is being withdrawn.
From inflation to staff and supply shortages, energy price spikes, increase VAT
(increase from 5% to 12.5% for tourism and hospitality businesses as of the 1st of
October) and the prospect of major tax rises, as well as the ending of the
suspension of insolvency, furlough and COVID support which have been
financial life-lines for many small businesses.
The implementation of tax rises could see an additional 50,000 individuals
become unemployed.
According to HMRC, a fifth of employees in businesses with 2 to 4 employees
were still in receipt of full or partial furlough at the end of September 2021,
meaning they were still receiving up to 60% of their wages.
Small businesses have been heavily reliant on the Coronavirus Job Retention
Scheme, reflecting the disproportionate impact of the pandemic and
restrictions that smaller businesses face, which has been made worse as a result
of the pandemic.
In addition to the end of furlough, the small employer Sick Pay Rebate is also
being withdrawn. It is not yet clear how many small employers this will impact,
but it is expected to be in the hundreds of thousands. The loss of the
Coronavirus Statutory Sick Pay Rebate Scheme will also reduce confidence
that employers can afford to pay staff through illness or self-isolation.
With these changes in place, small businesses are planning to recruit less in the
future, with close to a quarter (23%) of small employers across the UK expressing
that they are already having difficulties recruiting individuals with the right skills
for their field. Small businesses are also planning to cut back on investments.
One in ten small businesses have also noted that there are “fewer EU
applicants since COVID and Brexit” and “the domestic labour market is limited
because UK citizens are not willing to do the work in my particular sector” 3.
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2 Source: FSB Press Release 30th September: Season’s turn signals colder environment for small
businesses as furlough ends and pandemic support withdrawn
3 Sources: FSB Press Release 25th October: Small business confidence drops amid inflation and tax hikes, new study finds,
as Chancellor urged to act

NORTH WALES’ PEOPLE
REDUNDANCIES 2

CORONAVIRUS JOB RETENTION SCHEME - FURLOUGHED JOBS 1
As of the 31st of August, * a month before the coronavirus job retention scheme
was due to come to an end, there was a total of 46,100 individuals registered on
furlough; this is the lowest number of individuals on furlough since the beginning of
the pandemic in March 2020. Since the first furlough data release in July 2020, the
current figures in North Wales are just over 10% of that figure, from 98,400 to 10,200
in 13 months. Further breakdown per local authority can be found below:
Local Authority
Isle of Anglesey
Gwynedd
Conwy
Denbighshire
Flintshire
Wrexham
TOTAL NORTH
WALES
TOTAL WALES

•

•

•

Furlough
Employment
(31st July
2020)
7,700
16,700
16,300
12,200
26,000
19,500
98,400

Furlough
Employment
(31st August
2021)
800
1,700
1,900
1,300
2,500
2,000
10,200

Female

Male

400
800
1,000
600
1,300
1,000
5,100

400
900
900
700
1,200
1,00
5,100

% Overall
Take Up Rate
(August
2021)
3%
4%
4%
4%
4%
4%
4%

400,800

46,100

21,600

24,500

4%

•

•

•

•
•

•

The number of redundancies in the region has reduced considerably in the
last few months, however, as furlough came to an end on the 30th of
September, it is anticipated to see redundancy figures increase again.
The figures below are from DWP HR1 notifications. Employers are required
to notify where over 20 redundancies are proposed and the data below
reflects the number of potential redundancies, not the number of
confirmed redundancies.
The majority of redundancies in the region have been in the Manufacturing
sector. The hardest hit counties have been Flintshire and Wrexham. This has
remained the same throughout the pandemic.
Manufacturing continues to be most at-risk sector for redundancies as of
July 2021.
From June – August 2021, only 3 sectors in North Wales notified DWP of
redundancies of 20 people or more. These sectors were Hospitality,
Manufacturing and Retail.
It is too soon to evaluate the impact of furlough ending against the number
of redundancies in the region.

The above figures show that all local authority regions in North Wales have a
similar take up rate of individuals registered with the coronavirus job retention
scheme, averaging at 4%. The overall figure for North Wales is level with the
Wales average at 4%.
Flintshire however, continues to have the highest number of individuals
registered with the furlough scheme, and has consistently has the highest
number of furloughed employees throughout the pandemic.
A further breakdown of furloughed staff per sector on a regional level shows
that the majority of furlough recipients in north Wales are in ‘Accommodation
and Food Services’ and ‘Wholesale and Retail; Repair or Motor Vehicles’
sectors. This follows the trend we see throughout Wales and the UK as a whole.

*The data for 31st of August is provisional
1 Source: HMRC (October 2021) https://www.gov.uk/government/statistics/coronavirus-job-retention-schemestatistics-7-october-2021
2 Source: DWP Data HR1 Notifications
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NORTH WALES’ PEOPLE
UNIVERSAL CREDIT CLAIMANTS 1
•

•
•

1

Since May 2021, there has been a slight decrease in the number of Universal
Credit claimants in north Wales, with Gwynedd and Conwy seeing the
largest decrease of -3% per county.
The overall difference in Universal Credit Claimants in North Wales between
May and September 2021 is -1%.
Flintshire and Wrexham continue to have the highest number of claimants,
making up almost half (45%) of all claimants in the region. This is reflected in
Flintshire and Wrexham experiencing the largest number of redundancies.

NORTH WALES’ PEOPLE

Source: DWP Stats Xplore Figures (September 2021)

UNIVERSAL CREDIT CLAIMANTS – AGE RANGE
•

•
•

Flintshire and Wrexham have the highest number of Universal Credit
claimants across all age brackets, with a total of 13,211 in Flintshire and
13,249 in Wrexham.
Among those eligible to claim Universal Credit (aged 16-65+), 30-34year olds have the most claimants, with a total of 9,057 in north Wales.
As a whole, north Wales has a total of 59,247 Universal Credit claimants
which is a slight decrease compared to claimants in May 2021.
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UNEMPLOYMENT & ECONOMIC INACTIVITY 2
Unemployment
•

•
•

•

•

While each age group in Wales has seen an increase in the
number of paid employees since their lowest during the
pandemic, it is notable that 18 to 24-year olds and 35 to 49-year
olds remain slightly below their pre-pandemic estimates from
February 2020.
In Wales, the unemployment rate was 4.0%. This is a 0.2% increase
over the previous quarter and the year.
It is estimated that 31.3% of all unemployed individuals at the end
of June 2021 were long-term unemployed (12 months or more)
which is an increase of 7.1% over the previous year. The UK
equivalent was 23.8% which also saw an increase of 2.6% on the
previous year.
North Wales has seen a decrease in the unemployment rates over
the last year, and continues to have the lowest rates in the
country. The rest of Wales has seen their rates increase in their
unemployment rates.
Overall, this data indicates that the labour market in Wales is
becoming more stable with signs of recovery. However, the
situation remains fragile. It is difficult to forecast future
unemployment and economic inactivity rates as a result of
furlough coming to an end on the 30th of September.

2 Source: Welsh Government Key Economic Statistics, 2021; ONS Labour Force Survey

Economic Inactivity in Wales
•
•
•

•

•

•

•

Economic inactivity rates in Wales continue to be higher than
the rest of the UK, currently with a difference of 1.5%.
As of June-August 2021, more than one in five individuals in
Wales (22.6%) aged 16-64 years were economically inactive.
Most recent Economic Inactivity figure for North Wales
(excluding Students)(June, 2021)was 20.7%, this was higher
than the Wales average of 20.5%. It has also increased by 1%
since June 2020.
Gwynedd, Conwy and Denbighshire in particular had highest
percentage of economically inactive population in the
region, with Denbighshire the highest at 23.1%.
During this quarter, the most common reason for economic
inactivity in the UK was being a student (27.4%), with long-term
sickness being the second most common reason (25.3%).
Among women in Wales, the most common reason (27.7%) for
economic inactivity was due to full-time caring responsibilities
for their family, whereas the most common reason among
men was long-term sickness (32.6%).
North Wales saw the largest increase in economic inactivity
across Wales, with an increase of 2.2% compared to the
previous year, showing a 0.4% increase since May 2021.
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NORTH WALES KEY & GROWTH SECTORS
(Updated October 2021)
SNAPSHOT MATRIX: KEY INSIGHTS FROM INDUSTRY 1
SECTOR

Labour/
Skills
demand &
Mismatch

Accelerate
adoption of
digital skills/
4.0

Supply
Chain
Impacted

Impact on
Apprenticeship

Manufacturing

✓

✓

✓

✓

Key Messages (October 2021)

•
•

Construction

✓

✓

✓

Energy & Environment

✓

✓

•
•
•
•
•
•
•
•
•

✓

•
•

Health & Social Care

✓

✓

✓

•
•
•
•

Food & Farming

✓

✓

✓

✓

•
•
•

Creative & Digital

✓

✓

✓

✓

•
•
•
•

Tourism & Hospitality

✓

✓

✓

✓

•
•

Financial &
Professional

✓

✓

✓

•
•
•
•

1 Source: Analysis by RSP on key Themes emerging from Industry – soft intelligence (October 2021)

Loss of skilled staff is a major challenge for the sector. This coupled with the aging workforce for the sector means
that that employers are acutely aware of having to consider talent attraction and inspiring the younger generation
of careers in the sector
Competitive recruitment market with employers considering alternative ways to attract into the sector, including
wages and other benefits
Skills gaps in skilled trades such as welders, design engineers and managerial roles
Development of hydrogen and green skills a key consideration by bigger employers in the region
No immediate redundancies reported and whilst many workers were placed on furlough in early months of the
pandemic, most have returned to work last year.
Biggest concern of the sector is to retain their skilled staff, and upskilling
Suggestion of a roll on/ roll off apprenticeship for the sector
Employers expect a rise in their workforce numbers, with many expecting an increase in recruitment of new entrants
Difficulties recruiting skilled workers: Plant operatives, roofers, bricklayers, carpenters, labourers and groundworkers
Developing training standards with employers on Retrofitting will be crucial over next few months
Mid to long term prospects for staffing levels/ job creation are good. This is driven by Net zero and opportunities
around low carbon energy
Drive by sub-sectors such as Offshore Wind to diversify their workforce to include more women
Perception of the sector and awareness of young people of the opportunities that exist is a key challenge and
employers are keen to be involved with schools to raise awareness/ aspirations.
Skills gaps identified for Project Managers, across all sub-sectors
Significant recruitment and retention challenges over summer and into Autumn/ winter with staff leaving the sector
due to fatigue and entering other sectors such as retail and hospitality.
Lack of home care staff to deliver care packages is impacting hospital discharge (waiting longer)
Work needed on retention packages – Health & Social Care pay and conditions. This is a longer-term fix which does
not address the immediate issues in the sector
Brexit has brought about new challenges for this sector, including acute challenges with logistics, supply chains and
exporting goods.
Current shortage of HGV drivers is adversely impacting this sector, along with shortages of skilled workers in the meat
processing sub sector, such as butchers.
Minimal redundancies made in the region since May, but, yet to see impact of furlough ending on the sector
As the creative sector re-opened, recruitment activities have increased but main challenge is loss of skilled staff and
unable to recruit from current supply pool in the region
TV & Film sector is experiencing a boom in the region and across Wales as a whole
Skills shortages in Digital skills, post production, series producers, script writers and production managers
Shared Apprenticeship scheme, CRIW, has just launched in the region.
Acute recruitment challenges with large numbers of businesses recruiting staff post Summer season. Recruitment
issues across all positions, but particularly in admin roles, waiters, housekeeping and Chefs.
Business have increased their hourly rate in attempt to combat shortfall in staff and attract applicants to their
vacancies
Impact of furlough winding down and the effect on this sector is not yet known.
The current challenge around retaining and recruiting staff is a concern with a loss of skilled staff to attractive
salaries and bonuses elsewhere including cross border. The sector could face a skills shortage long-term.
The pandemic has accelerated the need for a wide range of digital skills when recruiting staff now and in the future,
cutting across all sectors. The lack of digital skills investment has made some businesses more vulnerable to be agile
and respond to the uncertainty and changes of the past year’s economic shocks.
Difficulties with recruitment into certain roles in particular such as, experienced Accountants, Para12
planners and
skilled administrators as well as Bookkeeping.

MANUFACTURING
SECTOR SPOTLIGHT
GVA, £bn,
2018

2.897

# Employment
2019

44,028

% regional
employment

14

% regional GVA

20.3

OVERVIEW
Sector Description:
•
•

This sector is defined according to the SIC code definition, Section C: Manufacturing. Sub-sectors of significance in North Wales are: Aerospace,
Automotive, Defence, Engineering and Opto-electronics
There were approximately 44,028 people working in the manufacturing industry in North Wales in 2019, representing 14% of the regional workforce.

General Business Impact of COVID-19:
•

•
•
•
•
•
•
•
•
•

Covid-19 has hit the sector hard, but sub-sectors have all felt a different impact from Covid-19, with some affected more than others. However, the
strength of the recovery in the sectors seems strong. Welsh Government’s Manufacturing Action Plan which was published in February 2021 will further
focus for future proofing our manufacturing capability to ensure a resilient, high value manufacturing sector with a highly skilled and flexible workforce
able to deliver the products, services and technologies necessary for our future economy.
Airbus in particular who reduced their workforce by a significant amount, have managed to ensure the safeguarding of critical skills and competencies
for the future, protecting emerging skills and expertise.
The supply chain and smaller firms, particularly in aerospace, have been impacted by the knock-on effects from larger businesses in the national and
global supply chain but there are brighter futures for the industry as a whole if opportunities around new technology are grabbed such as hydrogen.
Businesses are thinking creatively and considering automation, smart technologies and development of the green economy, for instance hydrogen,
JCB in Wrexham is an example of this as they have recently developed the first hydrogen motor in the industry.
Particular skills gaps and upskilling requirements in digital skills around Artificial intelligence and data science have been identified.
Major focus on implementing a competence framework to aid succession planning and talent decisions going forward, and developing relationships
with FE College to close existing skills gaps and collaborate on future talent development initiatives.
Focus on working with Schools and Colleges in order to inspire and inform young people about the career opportunities within the sector, in order to
attract a new talent pipeline.
Whilst the immediate aftershocks of the pandemic are subsiding, many employers are now turning their attention to the longer-term impact and how
their talent and skills strategies will need to change in light of new working practise. The is a strong focus on upskilling and reskilling the existing workforce.
Change of pace in the sector is high therefore it’s vital that the workforce is skilled to be able to deliver against the need.
Future workforce and the skills and talent pipeline is of particular importance to the sector to ensure that there isn’t a skills shortage. The importance of
apprenticeships and ensuring that apprentices are safeguarded/ able to finish their assessments and enter the workforce, is paramount.
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MANUFACTURING
CURRENT IMPACT OF COVID-19
Impact on staffing levels and recruitment:
•
•

•

•

•

•

Redundancies in the sector have slowed down significantly
Following a series of sharp declines in output and orders across the sector
last year, manufacturers have since indicated a swift bounce back as new
work returned to unparalleled levels across the sector.
Some companies have seen a surge in business over the last year with
some reports of this year being the best year in terms of profit for decades
or in some cases the best year. This has resulted in growth and recruitment
with some businesses.
The automation sector within North Wales has recently been impacted,
with recent reports that they are going to great lengths to minimize the
impact of the semi-conductor supply shortage that is globally impacting
the automotive industry. The furlough scheme has been used as a
response to the reduction in production. There could be a future risk of
redundancies if the global shortage is not resolved over the coming
months which could result in a loss of skilled staff within the sector.
The loss of skilled staff within the sector as a whole is being reported across
the region, as well as recruitment challenges for skilled/experienced staff
and unskilled individuals with the following roles in particular; production,
NDT operators, skilled/semi-skilled trade, skilled welders, welders,
experienced sewing machinists, design engineers as well as management
roles.
Supply chain issues are also being reported as one of the main challenges
currently facing the sector.

Impact on employer-provided training:
•

•

Companies have had to adapt to new ways of working and change how
they manage their workforce, which has resulted in changes to training
for employees with remote working, and offsite working for production
staff.
Some employers are using this time to rethink large-scale business
strategies and investment in training.

Impact on skills demand and mismatch:
•

•

The industry continues to look for higher level skills, investing and increased
use of smart technologies and building capacity in their younger cohort
of workers as part of succession planning and sustainability of skills. COVID
has exposed the necessity to increase the pace of change needed.
The sector has lost decades of knowledge and experience and are
utilising local provision to re-train and upskill the workforce to close skills
gaps and ensure business continuity in a post COVID environment.

Impact on Apprenticeships/Other Work Based Learning:

•

Many employers within the sector have reported the recruitment of both
Craft and Engineering apprentices this year, however, provision issues
have been identified in certain areas which is a barrier to growth. With
the Glazing and Fenestration industry in particular reporting a provision
issue within the region.
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MANUFACTURING
FUTURE IMPACT OF COVID-19 AND RECOVERY
Staffing levels and recruitment:
•

•
•

One of the unintentional outcomes of the COVID-19 crisis may be the
number of people who have taken inspiration from, and changed their
perception of engineering as a career and manufacturing generally.
Fast-tracking recovery will go hand in hand with an increased demand for
high level engineering skills and advanced Digital Industry 4.0 capabilities.
The development of hydrogen and low carbon is a clear focus for many
companies.

Impact on Employer Training:
•
•

•
•

Skills demand and mismatch:
•

•

•

•
•

•
•
•

As a result of new working practices being introduced, there is likely to be a
greater demand for digital skills in the industry, including data science and
digital manufacturing.
Growth of net-zero awareness and actions has boosted the awareness of
green skills across the sector. Whilst employers are feeling confident in having
skills to manufacture goods and products in a more sustainable way, many
employers are indicating that they need to change their strategies to access
these skills. Most employers see that the green skills needed will be at a higher
level – above Level 4.
Some employers have indicated that they have identified other new skills
demands as a result of the pandemic such as, communication skills, oral
Welsh language skills, accountancy/book-keeping skills and leadership &
management.
Businesses have indicated the need for flexibility so they are able to flex
around their different needs in the coming months.
It is the lack of digital skills within the workforce and wider labour market that
employers continue to highlight. Proficiency in digital skills is no longer a ‘nice
to have’ quality, but instead a necessity.
Many businesses have also indicated that having the right skills base is key
for them if they’re able to ‘build back better’.
Increase in Training at higher levels of degree standard or above level 5 to
ensure that industry is able to respond to green and digital skills.
Concerns also flagged on the lack of STEM graudates/ pipeline for the
sector.

COVID has forced firms to rethink their skills and training strategies.
Highlighted the need for companies to accelerate the rate at which
they upskill their workforce and apply whole business strategies and
production in line with Industry 4.0 and digital skills for corporate staff.
Brexit may see an increase in demand for legal, HR and finance learning
and upskilling.
Green Economy is also at the forefront of employer’s mind as they
consider the need to ‘leap-frog’ to other sectors, in particular hydrogen.

Apprenticeships/Other Work Based Learning
•

•

•

Businesses are keen to protect their apprentices and see the
importance of protecting their future skills pipeline if they are to grow
their sector.
Apprentices are still being recruited at all levels, including Degree
Apprentices, but at reduced levels than planned, and with delayed
start dates. Some provision issues are being reported within the Glazing
industry which is preventing some businesses from growing.
Some education courses have not been able to fulfil industrial
placements and practical elements of the course in real work scenarios
causing some concern of student’s ‘work ready’ skills capabilities on
course completion or graduation.
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CONSTRUCTION
SECTOR SPOTLIGHT
GVA, £m,
2018

937

# Employment
2019

17,571

% regional
employment

5.6

% regional GVA

58.8

OVERVIEW
Sector Description:
•
•
•

This sector is defined according to the SIC code definition, Section F: Construction.
There were approximately 17,571 people working in the construction industry in North Wales in 2019, representing 5.6% of the regional workforce.
The construction sector in North Wales offers an abundance of employment opportunities. Its wide range of roles, from design to build, means that
it is an exciting energetic sector. The industry is broken down further into sub-sectors including housing, rail, civils, highways, to name a few.

General Business Impact of COVID-19:
•
•
•
•
•

The COVID-19 pandemic has had a significant impact on the construction sector, which is sensitive to economic cycles. Yet, on the upside,
construction holds much potential to stimulate recovery, thanks to its potential to create jobs; and in turn, recovery measures can support the
sector’s transformation towards sustainability and digitalization
At the start of the pandemic, construction was identified as a key sector allowing the continuation of business as usual. A high percentage of
employers took around three weeks to utilise the furlough scheme in order to complete COVID compliant systems and implement the new
regulations. Distribution of building materials also caused some initial delays for employers.
Only 8% of employers in Wales were anticipating possible future redundancies, significantly less than the 28% of employers in England. Some 16% of
employers in Wales were planning to start an apprenticeship in the next 12 months. Before COVID-19, this figure was slightly higher with 22% of Welsh
employers planning to take on an apprentice.
Employers in the sector have noted supply chain issues and loss of skilled staff as their biggest challenges in recent months.
Employers are also considering key trends in the industry that will support their recovery including the increased use of remote tech, the availability
of a much more innovative range of materials, more modular Construction, renewable technology and the use of 3D printing of concreter.
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CONSTRUCTION
CURRENT IMPACT OF COVID-19
Impact on staffing levels and recruitment:
•

•

•
•

Reporting of recruitment for 2021/22 will continue at a steady pace. The
main pipeline of work for North Wales will come via the North Wales
Construction Partnership (NWCP) worth £500m until 2024.
No immediate redundancies reported and whilst many workers were
placed on furlough in early months of the pandemic, most have returned
to work last year.
Biggest concern of the sector is to retain their skilled staff, and upskilling.
Sector has traditionally relied on EU workers to address the construction skills
shortage

Impact on skills demand and mismatch:
•
•
•

•

Upskilling of current workforce is still high up on the agenda, and a
continued focus on health and safety.
Many employers are looking to upskill some of their staff to help with new
contracts or enable movement to other parts of the business.
Many employers in the sector are reporting a shortage of skilled
construction workers, including joiners, quantity surveyors, electrician,
roofers, bricklayers, carpenters and labourers.
Retrofitting qualifications is highlighted as a need across the sector, along
with other renewable energy.

Impact
Apprenticeships/Other
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Based
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•

•
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Impact on employer-provided training:
•

•

Most employers were expecting to do the same amount of training. In
Wales, 18% of employers expect to do more training and only 8% expected
to do less — the remainder expect that training levels will not change or do
not yet know.
CITB have worked hard with CLC to ensure employers have access to
COVID training support. Creating numerous material which has been
provided free of charge for employers to use to help them embed the new
way of working.
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CONSTRUCTION
FUTURE IMPACT OF COVID-19 AND RECOVERY
Staffing levels and recruitment:
•
•

Over half of employers are planning more development / upskilling of their
existing workers compared to last year to support contracts, help the
business grow or to retain their workers and show they are valued.
Employers expect a rise in their workforce numbers. Almost half expect an
increase in recruitment of new entrants, to bridge future skills gaps.

Skills demand and mismatch:
•

•

Green skills - following the decision to grant fund the Level 5 Retrofit
Coordinator role, the next area of focus will be on supporting the
development of more productive installers of insulation by engaging with
the sector to develop training standards that will support new workers. CITB
has been working with Welsh Government to support the implementation
of the Innovative Housing Programme and Optimised Retrofit Programme
and is seeking to learn lessons from these programmes to inform future skills
planning.
To work towards closing the skills gap in construction, CITB have created
Building IOK – another Wales initiative. Building IOK (Industry Occupational
Knowledge) is designed to work with Careers Wales to increase the
knowledge of Careers Advisors and Business Engagement Advisors (BEAs).
Providing these key influencers with knowledge of industry, including routes
in and progression of careers will help draw new talent into the industry.
Influencers will be better placed to engage in conversations with pupils who
may not have previously considered the built environment as a career
choice. This will also support the Welsh Governments CWRE New
curriculum.

Employer Training:
•

Maintaining competence continues to be a high priority for
employers, over half of employers are planning more development /
upskilling of their existing workers compared to last year, to support
new contracts, help their business grow or to retain their workers and
show they are valued.

Apprenticeships/Other Work Based Learning:
•

•
•

Some 16% of employers in Wales were planning to start an
apprenticeship in the next 12 months. Before COVID-19, this figure
was slightly higher with 22% of Welsh employers planning to take on
an apprentice.
The introduction of the new apprenticeships in Wales has been
postponed until 2022, this will allow FE to support exiting learners and
staff to focus on completion of current quals.
With unemployment and economically inactive figures rising in the
region, and other entry level job routes currently closed, this is a real
opportunity to bring in people who might not have considered
construction
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ENERGY AND ENVIRONMENT
SECTOR SPOTLIGHT
GVA, £bn,
2016

1.4
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OVERVIEW
Sector Description:
•
•

This sector is based on the Welsh Government priority sector definition of Energy and Environment.
There were around 27,922 people working in the energy and environment industry in North Wales in 2019, representing 8.9% of the regional workforce.

General Business Impact of COVID-19:
Note: Feedback relates to energy related activity and not the broader ‘environment’ sector
•

•

•
•

The low carbon energy sector has been identified as one of the more resilient sectors regarding the impact of Covid-19. The strong policy drivers
associated with achieving net zero and the announcement of UK Government’s ‘ten-point plan’ and Welsh Governments Net Zero Plan has provided
further impetus and optimism for the sector.
Proposals for low carbon energy and energy efficiency projects/initiatives are likely to support North Wales’ economic recovery from the impacts of
Covid-19. For example, projects such as Morlais, Trawfynydd SMR / AMR and Awel Y Mor have the potential to create regional high value jobs and
supply chain opportunities.
Short term delays to energy projects have been reported (e.g. delays in the planning and approval process) which have the potential to delay
employment opportunities. This will also have an impact on the wider supply chain for the sector.
As the volume of proposed decarbonisation projects and programmes increases, there is a need to ensure that there is a skills and supply chain
pipeline to maximise the local benefits of hosting energy projects and decarbonisation activity.
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ENERGY AND ENVIRONMENT
CURRENT IMPACT OF COVID-19
Impact on staffing levels and recruitment:
•

•

•

•

•

There were reports of staff being furloughed during the first phase of
lockdown. However, there do not appear to have been notable, large
scale regional redundancies at this stage and since the furlough
scheme has ended.
There were reports of recent growth and recruitment on an
administrative and operational level within the energy sector. With a
recognised need for more Project Managers.
As is the case with most sectors, there are energy companies that have
moved to remote working during the pandemic. It has been reported
that this transition was fairly straightforward as work was carried out on
a global level pre-COVID, therefore, the policies, procedures,
technology and other resources were already in place.
It was reported that remote working makes recruitment an easier
process when recruiting for specific skills set, that may not be available
locally.
In the mid-long term, there may be opportunities to mitigate Job losses
from other sectors (e.g. aviation / aerospace) with creation of high
value jobs associated with the energy sector and large energy
projects.

Impact on skills demand and mismatch:
•
•

•

•

Impact on Apprenticeships/Other Work Based Learning:
•

Impact on employer-provided training:
Not aware of any significant impact at this stage however, some
employers have reported that COVID has had a negative impact on their
training schedule but plans are now in place.

The low carbon energy sector has been identified as one of the
more resilient sectors regarding the impact of Covid-19.
The strong policy drivers associated with achieving net zero and the
announcement of UK Government’s ‘ten-point plan’ has provided
further impetus and optimism for the sector.
As the volume of proposed decarbonisation projects and
programmes increases, there is a need to ensure that there is a
regional skills and supply chain pipeline to maximise the local
benefits of hosting energy projects and decarbonisation activity.
In the mid-long term, there may also be opportunities to mitigate
losses of highly skilled jobs from other sectors (e.g. aviation /
aerospace) with creation of high value jobs associated with the
energy sector and large energy projects.

•

Employers are generally continuing to employ apprentices with
employers in Tidal Energy projects and Offshore Wind seeing a rise in
apprenticeship opportunities. RWE in particular have recruited more
applicants on their apprenticeship programme for this year. RWE’s
national apprenticeship hub is based at Grwp Llandrillo Menai
Wrexham Glyndwr University are now delivering the Low Carbon
Energy and Sustainability funded Degree Apprenticeship in North
Wales and employers across the region are utilising this provision.
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ENERGY AND ENVIRONMENT
FUTURE IMPACT OF COVID-19 AND RECOVERY
Staffing levels and recruitment:
•

•
•

•

•

•

•

The mid to long term prospects for staffing levels / job creation are good. This is
driven by the need for all sectors to achieve net zero and the recognition of the
economic opportunities associated with low carbon energy generation, energy
efficiency and other de-carbonisation measures.
Clean growth is recognised playing a significant role in aiding economic
recovery.
There may also be opportunities to mitigate Job losses from other sectors (e.g.
aviation / aerospace) with creation of high value jobs associated with the
energy sector and large energy projects.
There is a drive by some of the subsectors such as Offshore Wind to diversify their
workforce to include more women. This will be a key part of recruitment
programmes going forwards.
New projects are also including recruitment and skills within the social value
aspect as a key element within the procurement document, including the
recruitment of apprentices, recruitment of more women and underrepresented
groups.
Perception of the sector is good with young people being drawn to various
occupations. However, more needs to be done around inspiring and informing
primary age children about the sector and the career opportunities.
The supply chain is not as successful in attracting recruits as the bigger
companies. More needs to be done to link up employers with schools.

Training:
•

•

The development of clean, low carbon energy projects and the transition to a zerocarbon economy is widely seen as an opportunity to aid North Wales’ mid-longterm economic recovery from Covid-19. The increased emphasis on green growth
and achieving net zero will present significant employment opportunities as public
and private sector invests in new technologies.
The region will need to ensure that upskilling takes place to support and maximise
the opportunities of this transition. Scaled up training in areas such as renewable
energy, low carbon domestic heating, energy efficiency in buildings, battery
storage, Electric vehicle infrastructure is likely to be necessary to maximise
opportunities

Skills demand and mismatch:
•

•

•

•

•

Proposals for low carbon energy and energy efficiency
projects/initiatives are likely to support North Wales’ economic
recovery from the impacts of Covid-19. For example, projects
such as Minesto, Morlais, Trawfynydd SMR / AMR and Awel Y
Mor have the potential to create regional high value jobs and
supply chain opportunities.
Employers are noting a demand for project managers,
leadership, IT roles in fault finding systems, use of drones and
data analytics and advanced health and safety such as
working in confined spaces, at height. There are also upskilling/
refresher needs on advanced first aid and rescue.
It is important that the region develops measures to ensure that
it has the skills and supply chain capacity to maximise the
opportunities for the transition to net zero.
Scaled up training in areas such as renewable energy, low
carbon domestic heating, domestic energy efficiency,
hydrogen, battery storage, Electric vehicle infrastructure may
be necessary. There is a risk that there could be skills shortages
due to COVID related job losses in other sectors (e.g.
construction industry) could impact upon the supply chain for
large capital projects.
RSP in working with GLLM and Magnox Ltd to identify

Apprenticeships/Other Work Based Learning:
•

Some evidence that firms are considering recruiting
apprentices for the first time, the continuation of additional
financial support is critical for recruitment to be a viable
option.

21

FOOD AND FARMING
SECTOR SPOTLIGHT
GVA, £m,
2016
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3.4

OVERVIEW
Sector Description:
•
•

This sector is based on the Welsh Government priority sector definition of Food and Farming.
The food and farming sector in the region are compiled from 42 SIC codes from the EMSI Industry Overview. The sector supports 20,899 jobs (2019), 132%
higher than the Wales national average, including a higher than average number of farmers. The sector employs 70% males and 11.3% young people
aged 16-24. Directly linked to agriculture there is a high level of manufacturing, production and processing of meat and poultry, dairy, prepared ready
meals and animal feed within the region.

General Business Impact of COVID-19:
•

•
•

•
•

COVID had a huge impact on the Food and Farming industry, particularly at the start of the pandemic when the demand for food manufacturing was
limited due to lockdown restrictions heavily impacting the Hospitality sector. The pandemic caused a shift in food manufacturing supply chains and
consumer buying patterns, leaving the Food and Farming sector in a state of instability.
The majority of the Food and Farming sector has returned to normal since Hospitality has reopened, showing recovery within the sector. However, there
are still a number of factors that are impacting operations within the sector.
The changes that were implemented from the 31st of January 2021 as a result of Brexit have brought to light new challenges for the Food and Farming
sector, including challenges with logistics, supply chains and exporting goods. Furthermore, the current shortage of HGV drivers is also impacting the
supply chain for the sector. Brexit has also affected the meat processing sector with shortages in occupation such as butchers.
Despite the challenges, the sector is making a recovery, but is yet to reach pre-pandemic levels.
Following the impact of COVID, employers have realised the importance of providing employees with suitable working conditions, pay that reflects their
work and an improved work-life balance. There is recognition within the sector that these factors can influence staff retention.
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FOOD AND FARMING
CURRENT IMPACT OF COVID-19

•

•

•

•
•

Impact on staffing levels and recruitment:

Impact on employer provided training:

Minimal redundancies have been made in the Food and Farming industry since
May 2021(according to DWP HR1 Notifications). However, as furlough came to an
end on the 30th of September 2021, the risk of future redundancies is still unknown.
As of the 31st of August 2021, Accommodation and Food was the sector with the
highest number of Furlough recipients in north Wales, highlighting the long-term
impacts COVID is likely to have on the Food and Farming industry.
Like many sectors, Food and Farming are facing difficulties with recruitment,
particularly in roles that are considered to be ‘low skilled’. This relates to some staff
not returning after furlough, an increase in self-employment and a somewhat
negative perception of the Food and Farming industry as a career.
In an attempt to overcome these recruitment difficulties, employers have increased
the hourly pay, with others offering a staff retention bonus as in incentive.
Overall, as many individuals in the sector were key workers during the pandemic, a
skilled workforce was maintained for some businesses as there was security within
the work.

•

Impact on skills demand and mismatch:
•

•

•

•
•

Training within the sector has remained face-to-face where
possible, while maintaining social distancing, due to the nature of
the work that is undertaken in the sector. Social distancing meant
that some training was difficult to deliver.
Roles that could be completed remotely such as sales, marketing
and admin also completed any training remotely.
Increased Knowledge Transfer activity has been done online.

Impact on Apprenticeships/Other Work Based Learning:
•

•

A number of employers have already recruited an apprentice this
year, as their practical work can continue, while written assignments
remain online where possible.
As the sector recovers, there has been a growing interest among
other businesses expressing an interest in apprenticeships as there is
an acknowledgement that investing in staff will promote retention.

Skills developed throughout 2020, such as increased remote working and use of
software such as Microsoft teams, as well as diversification of selling techniques
online and new web site developments have benefitted some companies and will
continue to be used.
Agile working, resilience and transferable skills have been key attributes for
managers and staff throughout the pandemic and will continue to be relevant
throughout future recruitment and training to ensure efficiency.
Businesses in the sector are expecting to see an increased need for basic IT and
computer literacy skills, especially as the sector becomes more automated as a
result of COVID.
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FOOD AND FARMING
FUTURE IMPACT OF COVID-19 AND RECOVERY
Staffing levels and recruitment:
•

•

Many businesses are expecting to need to recruit within the next 6
months, however there is still a lot of uncertainty about the
recovery of the sector to pre-pandemic levels, with a few
businesses expressing that it is too soon to predict their future
needs.
As a result of the pandemic, health and safety, and staff wellbeing
are predicted to be key priorities for food manufacturers as they
try to change the perception of the industry to attract new talent.

Impact on employee training:
•

•

•

Skills demand and mismatch:

•

•

•

The pandemic has seen the need for many employers to
encourage their staff to upskill to develop skills that can be used
across departments due to workforces shortages and a growing
demand within the sector.
Following the digitalisation of many industry processes, businesses
have seen a growing need for advanced or specialist IT skills within
their workforce. These digital skills also including coding and web
development.
Many businesses in the sector foresee the need for HGV/LGV skills
within the sector before the sector can fully recover

Some training is expected to remain online where possible due to the
convenience, however, the overall expectations are for training to return to
‘normal’.
Employers have expressed that they would like to take advantage of funding
opportunities available for staff to retrain or upskill, including schemes such as
Skills for Industry and Personal Learning Accounts.
Personal development, career progression and investment are set to be a focus
for businesses during their recovery from the pandemic, with many businesses
intending to take advantage of current training funding available, including
Skills for Industry and Personal Learning Accounts.

Impact on Apprenticeships/Other Work Based Learning:
•

•
•

While many employers have already recruited an apprentice this year, they
have expressed that access to the relevant information isn’t always easy and
can be off putting.
It is expected to see an increase in apprentices in the sector as the sector
recovers.
The pandemic has provided opportunities for collaboration, entrepreneurship
and innovation within the Food and Farming sector, an industry which could
grow with localised networks and support. This is a focus that education and
training providers could highlight as career and progression options as a way to
draw youn people into the sector.
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HEALTH AND SOCIAL CARE
SECTOR SPOTLIGHT
GVA, £bn,
2018
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OVERVIEW
Sector Description:
•
•
•
•

•
•

This sector is defined according to the SIC code definition, Section Q: Human health and social work activities.
The health and social care sector represents the largest share of the North Wales workforce out of the priority sectors, at 16.1% (50,645 people) in 2019.
Significant economic sector in North Wales covering those employed in care settings including care homes, supported living, those providing domiciliary care and
those employed health and care related community support services. Those employed in health services in across primary, secondary and mental health services
The sector employs an estimated 15,000 individuals across North Wales [Social Care Wales, Workforce Profile 2018 https://socialcare.wales/research-anddata/workforce-reports#section-36664-anchor]
The Health Board employs circa 17,000 staff
The importance of the sector has been highlighted throughout the pandemic.

General Business Impact of COVID-19:
•
•

•
•
•
•
•
•
•
•

Significant recruitment and retention challenges have developed over the summer and in to the Autumn, particularly in the Social Care Home Care sector as staff
are self-isolating due to COVID or are leaving the sector due to fatigue and the attractiveness of other sectors e.g. retail, tourism and hospitality who are also
paying higher wages in an attempt to attract staff in their COVID recovery.
The lack of Home Care staff to deliver care packages is also having an impact on Hospital discharge as those fit for discharge are waiting longer for a home care
package.
Ensuring future work is carried out in partnership with the sector, who now are knowledgeable and experienced in providing care to some of the most vulnerable
older people in our communities.
Financial Sustainability is still a key factor if we are to achieve a sustainable and resilient care sector going forward. The pay rates of staff in the social care sector is
a key concern as providers are struggling to increase their pay rates to remain competitive and the costs to Commissioners from the public purse is increasing.
The tapering of the COVID Hardship Fund is also causing concern as those costs e.g. PPE and higher recognition for staff are now embedded in the on-going
running costs of the sector going forward.
Ensuring on-going operational support for providers remains a priority e.g. PPE, infection control, regulatory compliance, business continuity guidance and planning
Increased acuity / health and care needs for the long-term post Covid19 [long COVID] resulting in increased need for community services e.g. OT and domiciliary
care as well as increase in need for care homes to meet complex care needs – this represents a shift in the nature of the care market
Increase in demand for care as long term and chronic conditions begin to show in the general population e.g. long COVID amongst younger populations.
Increase expectations on providers and their staff from changes to guidance and regulations
Social care employee’s welfare and wellbeing has been tested and on-going support is key. Retention of skilled staff is an issue.
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HEALTHAND
ANDSOCIAL
SOCIALCARE
CARE
HEALTH
CURRENT IMPACT OF COVID-19
Impact on staffing levels and recruitment:
•
•
•

•

•

•
•
•

•

Recruitment challenges continue across clinical and administrative services in the
health sector
Ongoing recruitment challenges across medical and dental staff and significant
additional recruitment undertaken for the vaccination programme.
Challenges with continuing with the work placement programmes for the Health
Boards ‘Step into Work’ programme, of providing work placements for those furthest
away from the labour market.
CV19 and winter pressures is already leading to increased demand at a time when
the health and social care workforce is fatigued, and depleted. Thus, maintaining
good quality care is a significant concern going in to the Winter period.
Social Care sector is working with Local Employability programmes in each LA, with
DWP & Careers Wales etc to promote opportunities in the sector through the local
We Care programme, and also the Step up to Care programme in partnership with
Care Homes to identify suitable individuals and match them with care home
opportunities and a training / skills development programme.
Promoting the National We Care campaign week and job portal.
The sector was already fragile and recruitment and retention was already difficult.
Recruitment is difficult due to the competencies and registration requirements to
work in the social care sector as well as the low pay rates in the sector compared
with other sectors as they seek to recover from COVID e.g. retail, tourism and
hospitality. In addition, retention of qualified staff is becoming an issue as staff are
fatigued, having to perform duties in PPE and therefore are leaving the sector to
working in other sectors where they do not have the same responsibilities and
compliance requirements.
Currently there are plenty of opportunities in the sector and providers as struggling
to recruit sufficient people to meet demand across health and social care.

Impact on Apprenticeships/Other Work Based Learning:
•
•

Kick-start and apprenticeships are being promoted heavily in social care. However,
employers are vying for the same people due to the overall labour shortages in the
labour market.
On-line advice has been developed for learners (and employers and assessment
centres) who are due to complete their assessments in a range of vocational
qualifications.

Impact on skills demand and mismatch:
•

•

•

Covid-19 has created a new skills requirement in terms of increase
on Infection Prevention and Control (IPC) expectations, medicines
management and care workers undertaking some health tasks
under supervision. Work in on-going to frame with roles into a
Health & Social Care Support Worker role as part of the
Community Services Transformation programme in North Wales.
Due to the perceived status of the sector together with disparities
in terms and conditions, promoting career opportunities continues
to have its own challenges and these also adversely impact sector
retention with staff leaving for other sectors due to poor T&Cs in
social care.
Social Care Providers are reporting immediate shortages in care
staff availability and this recruitment work takes time to bear fruit
in terms of staff being recruited, trained and ready to take up roles
in care. All the while this recruitment activity is taking place,
experienced staff are leaving the social care sector as retention
of experience staff becomes a significant risk. We are working with
providers on retention strategies – the main focus is social care pay
and conditions. Again, this is a longer-term fix which does not
address immediate issues.

Impact on employer-provided training:
•

•
•

E-learning and virtual classrooms have become the norm for core
and mandatory training to ensure that this continues to be
provided. This is being continued where appropriate, although
face to face training is needed in the recruitment of new staff.
There are challenges for social care staff both in terms on their
digital / on-line literacy skills as well as their access to IT equipment
and allocated time to undertake the learning.
Social Care Wales has temporarily relaxed the workforce
registration requirements and on-going CPD requirements at the
moment to enable providers to deal with the with the operational
26
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HEALTH AND SOCIAL CARE
FUTURE IMPACT OF COVID-19 AND RECOVERY
Staffing levels and recruitment:
•
•
•

Nursing & Medical recruitment continues to be challenging with significant
recruitment campaigns ongoing.
Recruitment campaigns and web site activity has recently been enhanced
and improved.
Many providers are financially vulnerable following CV19 and commissioners
are looking at the nature of the care market going forward e.g. re-balancing
rd

•

•

•

•

•

•

between independent, 3 sector and public sector provided care services.
The impact of CV19 on staff wellbeing going forward is currently being
analysed – mental health and wellbeing issues have been identified and longterm support is being developed.
Significant recruitment and retention challenges have developed over the
summer and into the Autumn, particularly in the Social Care Home Care
sector as staff are self-isolating due to COVID or are leaving the sector due to
fatigue and the attractiveness of other sectors e.g. retail, tourism and
hospitality who are also paying higher wages in an attempt to attract staff in
their COVID recovery.
This lack of Home Care staff to deliver care packages is also having an impact
on Hospital discharge as those fit for discharge are waiting longer for a home
care package.
Financial Sustainability is still a key factor if we are to achieve a sustainable
and resilient care sector going forward is the financial viability of the sector.
The pay rates of staff in the social care sector is a key concern as providers
are struggling to increase their pay rates to remain competitive and the costs
to Commissioners from the public purse is increasing.
The tapering of the COVID Hardship Fund is also causing concern as those
costs e.g. PPE and higher recognition for staff are now embedded in the ongoing running costs of the sector going forward.
The on-going care needs following CV19 will mean that the care sector will
have employment opportunities to offer going forward, however the
regulated nature of the sector, the nature of the work and the terms and
conditions may mean that it is not attractive to those who are looking for
employment.

Skills demand and mismatch:
•
•

Likely to be an increased demand for upskilling of rehabilitation/
therapeutic services and skills going forward to deal with those
suffering the long-term effects of Covid-19.
Attracting and retaining staff with the qualities and values.

Training:
•
•

•
•

Current provision to be maintained with greater use of blended/online
learning to be scoped to identify benefits/risks.
Fast-track opportunities for nurse training in partnership with FE and HE
providers are well established with additional provision being
supported through HEIW.
Training required for the Medical School establishment in North Wales
Alternative delivery methods for training to be identified should online
learning not be feasible > undertaking Risk Assessments to return to
Face to Face training where no other method can be used e.g.
manual handling / first aid. Additional training days may be required
for classroom delivery of training due to restrictions on capacity.

Apprenticeships/Other Work Based Learning:
•
•

•

Some concerns with staff requiring additional time to complete
vocational qualifications due to increase in workload
Opportunities for shared Health and Social Care work placements for
Step into Work are being developed, with partnerships developed
between independent providers, BCUHB and Local Authorities
Recognition of Care as a valued career is required in order to make
Apprenticeships in the sector more attractive.
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CREATIVE AND DIGITAL INDUSTRIES
SECTOR SPOTLIGHT
GVA, £m,
2016

390

# Employment
2019

14,000

% regional
employment

3.6

% regional GVA

2.2

OVERVIEW
Sector Description:
•
•
•

•

This sector is based on the Welsh Government priority sector definition of the creative industries.
There were approximately 5,064 people working in the creative and digital industries in North Wales in 2019, representing 1.6% of the regional workforce.
The Creative Industries (the Creative & Digital Sector) are seen on an International, UK and Wales basis as one of the key clusters of the 21st century global
economy. From TV and Film to gaming and software, to music and performing arts, creative jobs are highly skilled, contribute to productivity growth and
are relatively resilient to automation. There were an estimated 14,000 people working in the sector in 2019 across North Wales including those employed
and self-employed freelancers, making up a total of 1640 businesses. The business base is fairly evenly spread across our region (mainly rural with a small
number of towns) given population differences and existing ‘anchor’ organisations e.g. BBC.
Around 43% of workers in the sector in North Wales are self-employed freelancers

General Business Impact of COVID-19:
•
•
•

The digital-creative industries are a broad and varied sector, and the effect of Covid-19 on each industry has been different, depending to a great extent
on the need of each industry to gather people together in order to operate.
There are some industries, for example the digital, tech and gaming industry which, by its nature, has found it easier to continue operating remotely. In
these industries, there has been an upturn in trade as people seek home-based entertainment.
At the other end of the spectrum, live events (theatre productions, live music, festivals etc) are fully dependent on gathering significant numbers of people
together to justify the cost of staging the event. Welsh Government guidance does now allow for this, but not all venues yet have the confidence to
open at a profitable capacity, and so the reopening of this sector remains very gradual. In turn, work for freelancers particularly in this sector remains
scarce.
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CREATIVE AND DIGITAL INDUSTRIES
CURRENT IMPACT OF COVID-19
Impact on staffing levels and recruitment:
•

•

•

•

As the sector re-opened, recruitment activities have increased
but the sector is particularly concerned about losing skilled staff
and being unable to recruit from the current pool of supply in the
region.
Recruitment into local positions is suffering particularly, since
home working has become the norm in the digital sector.
Applicants can now secure London based positions (with
associated salaries) from anywhere in the country, and so the
trade-off between a higher salary and a better quality of life is no
longer an issue.
Guidelines do now allow for large scale events, although these
are resuming very gradually as they rely both on the confidence
of people to attend, and on the confidence of venues to operate
at a fuller capacity. There are still concerns, therefore, for workers
in this industry, since support for both employed and freelance
workers has now come to an end.
Culture and heritage venues and staff also feature in the creative
sector which have had large numbers of staff on furlough in
public sector and larger organisations, such as the Urdd, due to
business closures. Now that furlough has come to an end, it is likely
that positions which remain surplus, due to reduced business
activity, will be lost. We will see the extent of this over the coming
months.

Impact on skills demand and mismatch:
•

•
•

•

TV and film production are currently experiencing a boom in Wales. Where 4 or
5 dramas might be in continuous production typically at any time, there are
currently around 25, partly due to a backlog of productions held up at the
beginning of the pandemic.
Skills shortages currently being reported by the TV and Film industry include:
Digital Skills
Post production
Series producers
Executive producers (Drama and Factual)
Writers
Script editors
Production managers
Further and Higher Education institutions are reporting difficulties recruiting
tutors in all aspects of media studies, perhaps because the industry itself is so
buoyant, although this will naturally compound the lack of Skills available both
now and in the longer term.
Venues are also reporting difficulties in recruiting front of house staff,
administrators, box office support etc. Some of these have been advertised as
Kickstart positions, but have attracted little interest.

Impact on Apprenticeships/Other Work Based Learning:
•
•

A shared apprenticeship scheme, mirroring the successful CRIW provision
established in South East Wales is now underway in north Wales, in association
with Grŵp Llandrillo Menai, and local television production companies.
Sgil Cymru are also providing apprenticeships in the industry
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CREATIVE AND DIGITAL INDUSTRIES
FUTURE IMPACT OF COVID-19 AND RECOVERY
Staffing levels and recruitment:

•
•

•

•

•

•

The boom in TV and Film is likely to extend with recruitment
opportunities.
The pandemic has accelerated the need for a wide range of digital
skills when recruiting staff now and in the future, cutting across all
sectors.
The lack of digital skills investment has made some businesses more
vulnerable to be agile and respond to the uncertainty and changes of
the past year’s economic shocks. These skills range from the use of
basic MS Office packages as well as more specialised use from a
business owner for bookkeeping, stock control, web sites, apps and
marketing
Increased opportunities in the tv and film sector will apply to the
gaming sector for skills such as the use of non-linear editing (NLE)
techniques, used widely in the gaming industry, is as an improvement
replacing the traditional ‘green screen’. The use of such technology
will grow and benefit companies’ carbon footprint and disrupt the
global travel practices widely known in the tv and film industry.
Film companies will be keen to explore options using larger studio
locations that allow increased use of technology for production and
less travel. Skills and talent development are a key government priority
identified by Creative Wales continue in 2021. There are plans to
explore expand the availability of quality studio spaces across Wales
as the demand for space increases across the UK.
Opportunities for cross sector movement of skills was already a trend
already seen has been accelerated due to COVID and the
opportunities are becoming more visible and accessible for those in
tech roles where skills in the gaming industry has become more in
demand in the tv and film industry.

Skills demand and mismatch:

•

•

The message by the tv and film industry is that the availability of suitable
regional training and supply of skills is in short supply. The nature of the
sector does not lend itself well to the traditional and rigid methods offered
by a traditional apprenticeship route and more flexibility and creative
solutions are being pursued.
Areas of skills demand and shortages existed in the tech sector pre COVID
will continue according to specialist digital and tech recruitment agencies
for jobs and skills in:
o Electronic Design Engineers, an area of growth for those with CAD
expertise;
o The growth and development of IoT increases the expertise needed
in Python scripting;
o Web developers remain in high demand with specific skills in Java
Script, HTML, react and Vue.js;
o The growth in e-commerce has increased the demand for PHP
programming languages and shopping software;
o App development is increasing with demands for skills in Java and
Swift programming languages
o Unity Software Development is in demand for games development
but also for use in 3D architectural design, transport and automotive
engineering using VR and AR technologies

Apprenticeships/Other Work Based Learning:

•

The effects of Covid-19 hasn’t changed the key message by the film and
television production industries, that the availability of suitable regional
training and supply of skills remains a challenge and mismatch. It is likely
that apprenticeships of the future will have more blended learning
techniques applied as the new norm for work-based learning, making
efficiency savings on travel in a rural area allowing increased time in the
workplace.
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TOURISM AND HOSPITALITY
SECTOR SPOTLIGHT
GVA, £m,
2016

742.1

# Employment
2019

37,183

% regional
employment

11.8

% regional GVA

6.9

OVERVIEW
Sector Description:
•
•
•
•
•
•
•
•

This sector is based on the Emsi industry group definition, Tourism and Leisure Industries.
There were approximately 37,183 people working in the tourism and hospitality industry in North Wales in 2019, representing 11.8% of the regional workforce.
Tourism is more important to the North Wales, and the North West Wales, economy than any other UK region. It is a leading employer of young people and
women.
Over 3,000 businesses in North Wales directly operate within the tourism and hospitality sector.
Tourism brings around £140 million to the economy
Tourism’s benefits go beyond spending; it contributes to the year-round quality of life for the residents in the region.
Both Conwy and Gwynedd generate over £1Billion each
Tourism spend is £9m a day in North Wales, and accounts for quarter of the economy. 25% of all employment in Conwy is directly in tourism and Anglesey is
more dependent on tourism than Blackpool.

General Business Impact of COVID-19:
•

•

•

•

Employers are continuing to report difficulties with recruitment despite a number of jobs fairs and recruitment events taking place in the lead up to and during
the summer. There are numerous factors which are suspected to be influence the challenges surrounding recruitment, including staff not returning to work after
furlough, as well as the loss of the European workforce who have returned to their home nations as a result of Brexit implications.
The Tourism and Hospitality industry was one of the worst affected by COVID, with complete closures throughout the first lockdown. While the sector has been
able to re-open following the easing of lockdown restrictions, the sector is still one of the hardest hit, with the demand outweighing the available resources
from supply chain issues to recruitment shortfalls.
It is expected that the industry is likely to face long-term implications as a result of COVID, with long-term difficulties with recruitment and drawing people back
to the industry as industry perceptions have been tainted during the pandemic. There is a shortage of people to work in the industry as many individuals have
moved to work in other sectors while they were on furlough.
Businesses have expressed an interest in recruiting individuals through the apprenticeship or Kickstart schemes but have had trouble recruiting through these
programmes.
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TOURISM AND HOSPITALITY
CURRENT IMPACT OF COVID-19
Impact on skills demand and mismatch:

Impact on staffing levels and recruitment:
•

•

•

•

•

•

•

•

•

Since lockdown restrictions have eased, and the Tourism and Hospitality
sector been able to reopen, the number of redundancies has decreased
significantly, with DWP receiving only 1 HR1 notification in the region for the
sector since July 2021.
While a large proportion of the sector were on furlough during the numerous
lockdowns, only 11.5% of eligible staff across Wales were using the
coronavirus job retention scheme as of the 31st of August 2021. This has
reduced since July 31st 2021, where 14% of eligible staff in the sector were
on furlough.
Although furlough provided a lifeline for individuals in the sector, it has had
different consequence for businesses, with members of staff choosing to
leave after they have been asked to return to work as lockdown measures
have been lifted. This continues to have dire consequences for businesses
as it has left gaps in the workforce which are proving difficult to fill due to
the current people shortage.
A recurring theme across the sector is that individuals have found long-term,
full-time work in other sectors, and have therefore left Tourism and
Hospitality.
There are current recruitment challenges across all positions, but particularly
in roles that are deemed to be ‘low-skilled’ such as administrative roles,
waiters and housekeeping roles. Chefs continue to be difficult to recruit,
even when offering above average salaries, however it is an ongoing issue
since before the pandemic.
Many businesses have increased their hourly rate in an attempt to combat
the shortfall in staff and attract applicants to their vacancies, however, the
lack of applicants is persistent.
There is a lot of speculation from employers as to why we are seeing these
trends, including lack of students due to remote learning, individuals moving
to different sectors, or industry perceptions.
Some hospitality services have contacts with Eastern European agencies for
staff, however between COVID-19 travel restrictions and Brexit, businesses
have lost access to this.
Recruitment fairs are not being attended by potential candidates despite
being thoroughly advertised, leaving businesses wasting their resources.

•

•

•

•

As a result of the people shortage, many employers in the sector are willing
to take on employees with little to no experience, with the intention of
training and upskilling staff as they work.
Employers have a focus on recruiting individuals with skills and experience,
as opposed to formal qualifications as these can be achieved whilst
working.
Since the start of the pandemic, businesses in the sector have identified the
need for new skills, including basic IT skills, problem solving, communication
(in both welsh and English), as well as leadership and management skills.
While these skills have been the most highly sought after, the skills need and
demands in the sector are not limited to those listed.
While many businesses have been able maintain their core workforce, there
is an overall feeling that due to the extent of people leaving the sector there
has been a loss of skilled staff. As these skilled individuals are leaving the
sector, businesses are having difficulty recruiting skilled staff to fill their
vacancies.
Impact on employer-provided training:

•
•
•

•

In-person training is still limited, and continues to happen online where
possible.
Increased access to online to online training providers for Food Safety,
Health and Safety, Digital Skills etc. is still available.
There has been a major focus on hiring individuals with the ability to learn
and training them as they work, with the intention to ‘grow your own’ skilled
staff.
Many employers have seen the need to upskill or re-train existing employees
to work across multiple departments due to the shortfall of staff.
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TOURISM AND HOSPITALITY
FUTURE IMPACT OF COVID-19 AND RECOVERY
Staffing levels and recruitment:
•

•
•

•

A large number of businesses are in the process of recruiting new members of
staff, even post-summer as the demand in the sector continues to outweigh
the available resources. Many businesses foresee their workforce growing
over the next 6 months.
There are concerns within the sector, that the sector won’t recover for a long
time, particularly as a result of the current people shortage.
Many businesses have found that despite advertising their vacancies across
various platforms, they are not receiving any applications which means they
are having to advertise the same vacancies more than once in order to find
suitable candidates. This has left many vacancies unfilled.
While the people shortage is affecting most sectors, it is felt among businesses
that there will be long-term damage to the recruitment within the Tourism and
Hospitality sector as the image of the sector has been tainted throughout the
pandemic; the sector has been deemed unreliable and low-skilled which has
had a negative impact on sector perceptions.

Training:
•

•

Apprenticeships/ WBL
•

•

Skills demand and mismatch:
•

•

Employers believe that there will need to be continuous training over the coming
months to train and upskill staff to be able to work across departments in response
to the skills gaps that are suffering as a result of recruitment issues.
Following the digitalisation of many industry processes, there is a growing
demand for IT skills with the expectation of advanced or specialist IT skills being
prevalent in the sector in the next 5-10 years. These digital skills also extend to
coding and web development skills.

Some training is expected to remain online where possible due to
the convenience, however, the overall expectations are for training
to return to ‘normal’.
Employers have expressed that they would like to take advantage
of funding opportunities available for staff to retrain or upskill,
including schemes such as Skills for Industry and Personal Learning
Accounts.

•

While only a few businesses in the Tourism and Hospitality sector
recruited an apprentice this year, there is a growing interest among
employers to have an apprentice in their team, highlighting that the
previous uncertainty of committing to an apprentice due to the
fragility of the sector has begun to shift.
However, a number of businesses expressed challenges when
considering employing an apprentice as current provision doesn’t
meet their needs. Employers have shared that the process of
employing an apprentice is difficult as information on
apprenticeships is not easily accessible, is too time consuming and
can be confusing
Common understanding across the sector that there is a need to
invest in their staff in order to retain them and promote their potential
progression.
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FINANCIAL AND PROFESSIONAL SERVICES
SECTOR SPOTLIGHT
GVA, £bn,
2016

1.7

# Employment
2019

38,360

% regional
employment

12.2

% regional GVA

15.7

OVERVIEW
Sector Description:
•
•

This industry is based on the Welsh Government priority sector definition of financial and professional services.
There were approximately 38,360 people working in the financial and professional services industry in North Wales in 2019, representing 12.2% of the regional
workforce.

General Business Impact of COVID-19:
•
•
•
•
•
•
•

Generally, it is one of the least affected sectors in terms of staff who were furloughed, particularly where the business can continue operating their corporate
services remotely even when the large production side of the business has been shut down.
Most high street banks, building societies and insurance companies have remained open and opening hours have now started to increase.
Many corporate services are considering a long-term plan of a hybrid work location for some non-customer facing roles in particular with some also offering
flexible working opportunities.
In North Wales there is a large cluster of the finance and professional services based in the Wrexham area.
These are job postings representing 70 different occupations in the financial and professional sector across a range of job levels and skill requirements in
North Wales.
The top 3 most frequent posted job titles were administrators, sales accounts and business development managers. Many of these jobs are associated to
public services, local government and health.
Difficulties with recruitment into certain roles in particular such as, experienced Accountants, Para planners and skilled administrators as well as Bookkeeping.
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FINANCIAL AND PROFESSIONAL SERVICES
CURRENT IMPACT OF COVID-19
Impact on staffing levels and recruitment:
•
•

•

•

•

•

Some larger organisations in particular are currently advertising and
recruiting new employees within various departments.
Employers say that recruiting for tech roles has always been
challenging; finding the right skills and people to fit their culture.
Employers say they are paying over the odds for these roles particular
with day rates of contractors up 20%-25%.
The market has started to move quicker than normal with more
opportunities for people to work in different areas/countries due to
the hybrid model/permanent home-working, rather than just the local
area.
Challenge attracting and retaining staff due to competitive salaries
elsewhere, which is also having a negative impact on cash flow.
Competing against organisations in large cities such as, Manchester,
Liverpool and London for talented and skilled staff where salaries are
usually higher within the cities. Clear signs of a possible skills shortage
long term.
The finance and corporate functions of businesses have been key
elements keeping many businesses afloat during the pandemic and
an essential function to interpret government guidelines and adjust
their own company policies and practices.

Impact on skills demand and mismatch:
•

•

•

COVID has accelerated the need to upskill staff with low level digital
skills within the use of some software packages such as Microsoft
Teams, PowerPoint, Zoom and within the financial sector the digital
accounting package.
Attracting and retaining staff with the talent, skills and qualities are
seen to be very challenging with competative offers from larger
employers across the boarder.
Further upskilling of existing workforce is underway to close some skills
gaps that employers are currently experiencing, in particular within
Team Leading and Managemnet roles.

Impact on employer-provided training:
•
•

•
•

•

Staff health, safety and well-being to continue, business operations is a key
area where support has been in demand.
Mental wellbeing and mental health training have been provided in many
organisations. Employers have seen an increase in mental health related
illness since COVID with the increase in home working and less time spent
face to face with colleagues and reduced collaboration.
Training plans that were delayed are now having a negative impact on some
businesses however, virtual delivery model has many advantages.
Staff at all levels have had to increase their resilience, empathy, time
management and self-motivation skills. With some employers offering training
to support with these soft skills need.
Some employers have upskilled their staff, in particular, line managers on short
courses such as ‘Having difficult conversations on-line’ to support them with
dealing with these situations using a digital platform rather than face to face.
Impact on Apprenticeships/Other Work Based Learning:

•

•

•

According to a report by NTfW there is a significant increase in employer
demand within this sector for apprenticeships through the Business Wales Skills
Gateway during this reporting period, when compared with the same period
last year.
Employers say that they have taken advantage of the Kickstart scheme and
have successfully offered placements during this period. Employers also
continue to recruit and upskill their existing workforce through the
Apprenticeship programme and other WBL programmes such as, Personal
Learning Account.
A large employer mentioned that the provision offers of digital related higherlevel apprenticeships has recently become better in North East Wales, with
software engineering and data analytics mentioned in particular.
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FINANCIAL AND PROFESSIONAL SERVICES
FUTURE IMPACT OF COVID-19 AND RECOVERY
Staffing levels and recruitment:
•

•

•

•

•

•

Employers say they are likely to be looking at recruiting in people into
Bookkeeping, Accounting, Administration roles as well as Managerial roles
within the next 6 months.
A large number of businesses are in the recruitment process but are faced with
a lack of applicants and concerns around the long-term impact of loss of skilled
staff.
The current challenge around retaining and recruiting staff is a concern with a
loss of skilled staff to attractive salaries and bonuses elsewhere including cross
border. The sector could face a skills shortage long-term.
The pandemic has accelerated the need for a wide range of digital skills when
recruiting staff now and in the future, cutting across all sectors. The lack of digital
skills investment has made some businesses more vulnerable to be agile and
respond to the uncertainty and changes of the past year’s economic shocks.
The impact of COVID on staff wellbeing going forward is currently being
analysed – mental health and wellbeing issues have been identified and longterm support is being developed.
Traditional business models are, and will need to, change, putting increased
pressure on ways of working between businesses and the banking sector as new
digital solutions.

and repetitive; business administration jobs are no exception.
Employer Training:
•

•

Employers have continued to provide staff training using online platforms
whether this is training for the role or on a personal level. Some examples of
specific training provided to employees within this sector: Stress and Resilience,
Virtual performance reviews, Honest Conversations, Managing through
change, Management essential.
It has been noted previously in the regional Skills Plan that the current supply of
higher-level skills cannot meet demand by the sector. Increasing the
opportunities for businesses and individuals to upskill, train and retrain via short
courses at levels 4+ with professional examinations and status is required if
vacancies recover to previous levels.

Skills demand and mismatch:
•

•

•

•

A likelihood that working from home will persist in the longer
term within many of the professional services with less office
space required, if any required at all.
Some employers within rural areas have trouble recruiting staff.
Recruitment within rural areas may be easier with a working
from home offer. More employers are now offering flexible
working hours.
Employers say they are more proactive to change in
technology and will continue to be so in the future, this may
bring some further digital skills need in the future as technology
rapidly advances.
A potential risk in embracing advanced digital technologies in
the sector is that it could increase redundancies in the lowerlevel administrative roles taken over by digital technology.
Administrative and secretarial occupations have the greatest
share of employment in the industry, with approximately 9,000
people employed across the region. Digitalisation and
automation is a threat to any job which is currently seen as
routine

Apprenticeships/Other Work Based Learning:
•

•

Some employers Say that they have taken advantage of the
Kickstart scheme and have successfully offered placements
during this period. Employers also continue to recruit and upskill
their existing workforce through the Apprenticeship programme
and other WBL programmes such as, Personal Learning
Account.
Other employers say they are yet to explore the apprenticeship
programme as an option to upskill their workforce but will look
into this as an option.
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ECONOMIC RECOVERY
NORTH WALES ECONOMIC RECOVERY: PEOPLE & SKILLS
The Economic Ambition Board and officers have worked closely with the six local authorities, educational providers UK and Welsh Governments and private sector
representatives to coordinate the regional response to economic recovery. This has been done via its Regional Economic Recovery Group and thematic sub-groups.
Four priority themes have been identified and each has an established sub-group that has led in developing the required interventions for each of the priority areas.

Priority Theme
1. People, Skills and Employment
2. Tourism, Hospitality and Leisure
3. Town Centres and Regeneration
4. Business Support

Regional Sub-Group
Regional Skills Partnership
Tourism Officer Group
Town Centres Group
Covid-19 Rapid Response Tactical Group

The North Wales COVID Recovery prospectus outlines the interventions required to respond to each of the themes and align with the Welsh Government’s Economic
Resilience and Reconstruction Mission. There are clear financial asks and policy considerations for Government that will help the region make better use of the resources
available and opportunities it faces. The People, Skills and Employment theme asks, led by the RSP, include a series of asks covering three priorities: Young People;
Adults (Over 25) and Future Skills Needs:
•

Targeted campaigns to better connect young people and businesses to employment and training opportunities and raise awareness and understanding
of apprenticeships, vocational training and government training/re-skilling initiatives

•

An investment framework to ensure that no gaps emerge once ESF funded projects and programmes come to completion

•

A plan to connect graduates from our rural areas with employers and opportunities

•

A regional skills pledge with employers to strengthen their offer to employees

•

A Graduate Internship Programme to match graduates with employers in the region

•

A skills and employment portal along with targeted marketing campaigns and careers fairs to better connect people to employment and training
opportunities with a focus on tourism, hospitality & leisure and health and social care

•

Research to better understand local drivers of pay and conditions, particularly for the care, tourism and logistics sectors

•

Investigate scope for re-training people for careers in the housing, logistics and care sectors

•

A map of the skills requirements for the Green Economy and a strengthened evidence base

•

Enhanced prospectus for the North Wales Business Academy with emphasis on leadership & management, digital, and net zero skills

•

A framework to meet the skills needs of Growth Deal projects in key sectors

•

Marketing and signposting to digital skills courses

•

Developing the business case for the STEM Gogledd+ project
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APPENDIX 1 – STANDARD INDUSTRIAL
CLASSIFICATION (SIC) CODES
NORTH WALES SECTORS

Manufacturing (Page 14 )
Sub-sectors of significance in North Wales
Aerospace
Automotive
Defence
Engineering
Opto-electronics
Construction (Page 14)
Sub-sectors of significance in North Wales
Construction of buildings
Civil Engineering
Specialised construction activities
(demolition, trades, roofing etc)

Section C
SIC Codes 10-33
(Standard Industrial Classification)
30
29
30
28, 33
26.7, 26.8, 72
Section F
SIC Codes 41-43
(Standard Industrial Classification)
41
42
43

Creative & Digital (Page 27)
Sub-sectors
J: Information and Communication

M: Professional, scientific and technical activities
R: Arts, entertainment & recreation

Digital
J: Information and Communication

M: Other professional, scientific and technical activities
Food & Farming (Page 20)
Sub-sectors
A: Agriculture
C: Food Manufacturing

Sections A & C10
SIC Codes
(Standard Industrial Classification)
A:1-3
C:10

Tourism & Hospitality (Page 30)
Sub-sectors
N: Administrative and support Service Activities

Health & Social Care (Page23)
Sub-sectors
Human Health Activities
Residential Care Activities
Social work activities

Energy & Environment (Page 17)
Sub-sectors
A: Agricultural land maintenance in good agricultural and
environmental condition
D: Electricity, Gas, Steam & Air Conditioning
E: Water supply; sewerage, waste management and
remediation activities, including disposal of nuclear waste
F: Construction – various sub sections, e.g. Plumbing, heating
and air conditioning
M: Professional, scientific and technical activities

Section Q
Human Health & Social Work Activities
SIC Codes
(Standard Industrial Classification)
86
87
88

Does not have a dedicated section code
Cross cutting sections A, D, E, F, M
SIC Codes
A:01610
D: 35
E: 36-39
F:43
M:71, 72, 74

H: Transportation and storage

I: Accommodation and Food Service Activities

Does not have a dedicated section code
Cross cutting sections J, M, R
SIC Codes
(Standard Industrial Classification)
58 Publishing
59 Motion picture, video and television production, sound
recording and music publishing
60 Programming and broadcasting activities
74.2 Photographic Activities
73 Advertising and Market research
90 Creative, arts and entertainment
91 Libraries, archives, museums and cultural activities
93 Sports activities and amusement and recreation
J, M
61 Telecommunications
62 Computer Programming, consultancy and related services
63 Information Service activities
74 Specialised Design Activities

Does not have a dedicated section code
Cross cutting Sections N, H, I, P, R
SIC Codes
(Standard Industrial Classification)
79 Travel Agency, Tour Operator and other reservation
service and related activities
49 Land transport
50 Water transport
51 Air Transport
55 Accommodation
56 Food & Beverage service

P: Education
R: Arts, entertainment & recreation

85.5 Sports and recreation education activities
93 Sports activities and amusement and recreation

Financial & Professional Services (Page 33)

Does not have a dedicated section code
Cross cutting Sections K, L, M, N, P
SIC Codes
(Standard Industrial Classification)
64 Financial service activities, expert insurance and pension
funding
65 Insurance, reinsurance and pension funding
66 Activities auxiliary to financial and insurance activities
68
69 Legal and accounting activities
70 Activities of head offices and management consultancy
74 Other professionals, e.g. translation

Sub-sectors
K: Financial and Insurance Activities

L: Real Estate Activities
M: Professional, scientific and technical activities

N: Administrative and support service activities

P: Education

78 Employment Activities
82 Office Administrative, support and other
38
business support activities
85 Education

