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1 ONS jobs density (2016) 
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2 State of the Nation 2017 (Social Mobility Foundation, 2017) 



 

 

 

 

 

 



 

 

 

 



 

 

 



 

 

 



 

 

                                                           
3 Centre for Cities Outlook Report, 2017 



 

 

                                                           
4 Coast to Capital Strategic Economic Plan 2017 
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5 2018 data from the Annual Survey of Hours and Earnings 
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6 NESTA, national skills taxonomy: http://data-viz.nesta.org.uk/skills-taxonomy/index.html 

http://data-viz.nesta.org.uk/skills-taxonomy/index.html
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7 Centre for cities - The great British brain drain – an analysis of migration to and from Crawley, July 2017 

-160

-140

-120

-100

-80

-60

-40

-20

0

20

N
et

 f
lo

w
 o

f 
m

o
ve

rs

Lower qualifications

A-level qualification

Degree level qualification



 

 

 

 

                                                           
8 August 2018 figures from ONS based on the Labour Force Survey 
9 Based on Nomis employee numbers, Jul 2017 – Jun 2018 
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10 Source: Census 2011 
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11 Data from the National Employer Skills Survey, 2017 (table 17 and 18) combined with job numbers from 
nomis (2016) 
12 This calculation is based on the following assumptions: 1) Crawley’s GVA is approximately £5billion per year 
2) The number of employees in Crawley is approximately 93,800 3) the figure of 0.98% hard to fill vacancies 
can be applied to the number of employees as a whole 4) hard-to-fill vacancies are produced at approximately 
the same rate they are filled throughout the year 



 

 

                                                           
13 This is based on the weekly gross wage gap between residents and workers, and Nomis employment 
numbers 



 

 

 

o 

o 

 

o 

o 

o 



 

 

0 5 10 15 20 25 30 35 40 45

Different length courses

More affordable training

Other

Training at different times of day

Training that is geographically closer to our staff

More information on what is available locally

Training that is more relevant to our working context

If you feel your needs could be better met, what do you 
need?

% of respondents

0 10 20 30 40 50 60

Functional / core skills

Higher education qualifications

Professional qualifications

Short courses

Apprenticeships

What types of course would you like to work with the local 
college on?

% of businesses interested in working with the local college on courses



 

 



 

 



 

 

                                                           
14 Taylor Review of Modern Working Practices, 2017 



 

 

                                                           
15 OECD, Labour Market Mismatch and Labour Productivity: Evidence from PIAAC Data, April 2015 
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16 People Power: City & Guilds Group 2018 
17 Centre for Cities, 2017 – Brexit, trade and the economic impacts on UK cities 



 

 

 

                                                           
18 See for example CBI annual Future of Fintech conferences 
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19 PwC, UK Economic Outlook, July 2018 



 

 

                                                           
20 Nesta 



 

 

                                                           
21 NOTE: The ONS provides official statistics on economic activity, employment and unemployment 

through the Annual Population Survey (APS). But in a small borough like Crawley confidence 

intervals are wide when looking at subsets such as age bands and ethnicity and data is often 

suppressed. This limits the analysis that can be undertaken.  
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22 Fuller Working Lives Strategy – DWP, Feb 2017   



 

 

                                                           
23 University Challenge: How Higher Education can Advance Social Mobility, by the Independent Reviewer on 
Social Mobility and Child Poverty (October 2012) 
24 This score shows how many pupils made between expected progress between the end of key stage 2 and 
the end of key stage 4. This is based on results in up to 8 qualifications, which include English, maths, 3 English 
Baccalaureate qualifications including sciences, computer science, history, geography and languages, and 3 
other additional approved qualifications. 

https://www.gov.uk/government/publications/english-baccalaureate-ebacc/english-baccalaureate-ebacc
https://www.gov.uk/government/publications/english-baccalaureate-ebacc/english-baccalaureate-ebacc
https://www.gov.uk/government/publications/2018-performance-tables-discount-codes


 

 

                                                           
25 As a course this is equivalent, in the size and demand placed on students, to a GCSE short course. It is an 
inter-disciplinary course which covers aspects of careers, health, personal safety, employment opportunities, 
applying for jobs and personal finance. 



 

 

                                                           
26 Skills Commission: Still in Tune? The Skills System and the Changing Structures of Work (2015) 
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27 https://www.parliament.uk/business/committees/committees-a-z/commons-select/women-and-equalities-
committee/inquiries/parliament-2015/gender-pay-gap-15-16/ 
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28 West Sussex County Council Economic Growth Plan Evidence Base, 2018 
29 The Skills Commission: Skills in Tune, the changing structure of work 
30 https://publications.parliament.uk/pa/cm201719/cmselect/cmwomeq/359/35904.htm 
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PLAN OBJECTIVES: 
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CASE STUDY 8: London south bank BIDs - Employ SE1 

What is it? 

Employ SE1 is effectively a job brokerage acting on behalf of the 2000 or so members of 

the three BIDs that stretch London’s south bank. It is jointly funded by three BIDs and 

employs 2 members of staff who circulate to the different BID offices day by day, ensuring 

that the emphasis is fairly shared around and that good communication between employ 

SE1 personnel and the BIDs’ own staff teams is maintained. 

The impetus for the project initially came from businesses’ confusion and complaint about 

how many external agencies were approaching them for vacancies. Employ SE1 now 

offers to post every vacancy that businesses submit onto a single web portal accessible 

only by those employment agencies who are dealing with local job candidates from the 

Lambeth and Southwark area. 



 

 

….Employ SE1 will also run bulk vacancy recruitment for larger companies arranging 

venues and is now in its eighth year of operation. Hundreds of candidates have been 

place into jobs, but currently with the number of jobs notified growing steadily, concerns 

are around the tightening of the candidate supply.  



 

 

 

 

CASE STUDY 9: HS2 and the STEM Progression Pathway 

The impact of HS2 in the West Midlands region has been valued at £4.4 billion. This includes 

employment forecasts for Birmingham estimating an additional 29,000 jobs created by 2026, 

with more at the start of HS2. Many of these will be high-skilled STEM (science, technology, 

engineering and mathematics) jobs associated with the development of HS2 and other related 

industries.  

The National College for High Speed Rail, which has been established to train the future HS2 

workforce, is located across two campuses in Birmingham and Doncaster. Given the scale of this 

estimated impact, Birmingham City Council and the West Midlands Combined Authority have 

developed the Midlands HS2 Growth Strategy. At the heart of this is an ambition for inclusive 

growth. This aims to deliver an efficient, high-skilled economy in ways that reduce social and 

economic inequalities.  

 

Continued…



 

 

  

Continued… 

To actively manage this aim, a strategy was developed to enable the lowest-skilled and least-

advantaged residents in these areas to progress towards high-skill, high-value jobs. A STEM 

Progression Pathway project developed the following model:  

• Routes into the National College for High Speed Rail at all different starting points, from a Level 

2 feeder course to a diploma course at Level 5 leading to a postgraduate certificate.  

• A particular focus on entry into STEM for local people with the lowest levels of qualifications 

and skills, and the highest levels of disadvantage. Using a Citizens’ Curriculum approach, this is 

an adult skills offer which gives people a broad set of skills in employability more generally; with 

the inclusion of STEM skills.  

• Outreach and engagement activities targeted at specific groups under-represented in the 

industry, as well as those facing higher levels of exclusion from the workplace. This also includes 

people recently made redundant from the local manufacturing sector and public sector workers 

who are at risk of redundancy.  

• An interface with employers, including talks from local employers, work experience 

placements, ongoing careers guidance, action planning, and taster sessions to enable learners to 

gain an understanding of learning opportunities.
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31 Employment and Skills Workshop, 15th November 2018 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

CASE STUDY 11: Better Bankside – Events Academy 

What is it? 

The results from the Better Bankside 2016 attitudinal sampling of its membership caused 

some surprise by lifting Air Quality up to one of the major concerns for employers in the 

area. This level of concern has persisted but in the 2018 version the biggest increase 

was around the recruitment and retention of personnel. Better Bankside had anticipated 

that this was a growing concern which could only be accentuated by Brexit, and had 

developed two quite different remedies. One was of a scale that required partnership 

working (see Case Study: London south bank BIDs - Employ SE1) 

The other was much more manageable and relatively easy to get off the ground, and 

has just completed its seventh successful year. Christened the Events Academy the 

project, which runs for 6 weeks in the summer holidays, challenges a group of 8-10, 16-

20 year olds to organise and run an event for employers in the Bankside area through 

tapping into the skills and resources available through the local business community. 

The young people’s efforts are facilitated by a co-ordinator appointed for the period and 

supported by a mentor drawn from the previous year’s intake. The response from the 

business community has been varied and fulsome:- 

 Marketing companies supporting the design and delivery involve in promoting the 

event 

 PR companies running sessions on dealing with the press and public speaking 

 F&B outlets providing expertise on catering for events 

 Venues themselves training the participants on risk assessment and event 

logistics 

And so forth. The young people are encouraged to invite friends and family to the event 

itself, alongside the business attendees. The room on the night is at a heightened level 

of emotion as the young people shock themselves as much as others in the way they 

play their unaccustomed parts. Personal growth during those six weeks has to be seen 

to be believed. 

What are the beneifts? 
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The means: to change places for the better. 

 


