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PREFACE

The Cross-Industry Construction Apprenticeship 

Task Force (CCATF) and NOCN Group (NOCN) 

have come together to create this document in 

consultation with CCATF’s membership.

With multiple connection points and linkages to 

the issues, both organisations have a direct interest 

in ensuring that the optimisation of any skills, 

training or apprenticeship related environment is 

maintained. 

The CCATF is a cross-industry initiative with the 

objective of increasing employer engagement in 

apprenticeship training.  The CCATF is a membership 

organisation representing the interest of its members, 

which consist of construction employers, both main 

contractor and sub-contractor level. Also, within 

the members community are training providers, 

colleges, universities, charitable and 3rd sector 

companies. 

With over 200 member organisations the CCATF, 

established under the then-named Department 

of Business, Innovation and Skills (BiS), was 

established in 2007. 

The CCATF’s mission is:

‘To champion the ethos and culture of training within 

the construction industry by working with industry 

peers and stakeholders; to encourage those not 

training to do so and those that train to do more 

by promoting the benefits and value that hiring an 

apprentice can bring’.   

NOCN Group is an educational charity whose core aim is to help learners reach their potential and 

organisations thrive. The group includes business units specialising in regulated UK and international 

qualifications, End Point Assessment, assured short courses, SMART job cards, assessment services, 

consultancy, and research. NOCN has been at the forefront of vocational skills development and 

apprenticeships for over 30 years, including the introduction of the Apprenticeship Levy in the UK. 

NOCN is the only awarding body in the UK which specialises in productivity and is focused on increasing 

the UK’s competitiveness globally. We are one of the UK’s largest awarding organisations in the construction 

sector, and we are committed to working for a better future for UK construction skills via qualifications, 

apprenticeships and our construction plant SMART card CPCS (Job Cards).
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We must recruit 
and upskill for 

the transition to 
green, digitised, 
safety-focused 
and productive 

construction jobs.

1. EXECUTIVE SUMMARY

The challenge
Competence is critical for the future of construction industry, 

with the implications of the Grenfell Tower tragedy, and the 

Building Safety Act 2022 (HM Government, 2022) still to be 

worked through.

However, recruitment of sufficient numbers of competent 

people has been a long-standing challenge in the sector, and 

with an aging workforce the skills gap is accelerating. 

In addition to recruitment, we must upskill the existing skilled 

operational workforce so that they can transition from the 

current set of traditional occupations and skills to the new 

green, digitised, and more productive competencies and jobs 

we need over the next decade.  This must be achieved through 

a new set of credentialled courses, and modularised learning 

for apprenticeships and qualifications, so that all employers 

can have confidence in the competencies, knowledge, skills, 

and behaviours of the people they are employing.  

The concept of modularisation of learning is not to move to a 

piecemeal delivery of apprenticeships or main qualifications 

as this would have a negative impact. Instead, it would create 

a learning structure which will allow two things to happen 

easily and efficiently:

• Individual Apprenticeship Standards and main 

qualifications to be quickly updated for changes in 

digital technologies, modern methods, new materials, 

new equipment and ‘green practices’ without revising the 

whole standard or qualification. This will allow continuous 

improvement to take place in response to changes in 

industry requirements; and

• The new modules for aspects such as digital technologies, 

modern methods, new materials, new equipment and 

‘green practices’ and then be used to upskill the existing 

workforce. 

On the demand side, more and more investment is urgently required in the built environment for housing, 

commercial premises and particularly infrastructure, such as power generation, transportation and water. 

If we are to deliver what the economy requires, we have got to resolve the skills gap challenges, particularly 

of the operational and first level of technical and supervisory employees (educational Level 3 and below) 

which account for 59% of the industry’s workforce, including:

• The Covid-19 pandemic and Brexit which have over the last few years resulted in a decline in the        

workforce of around 9%. 

• If we look at the industry churn and growth together, the numbers of new recruits required each year   

is 92,000, in addition to closing the Covid-19/Brexit gap of 9%.

• The historically poor image of the industry, which has impacted its ability to attract young people, 

linked with the issues of a lack of diversity.

• The structure and conditions of the industry, with its high level of sub-contracting arrangements and 

self-employment which also effects recruitment and upskilling.

https://www.gov.uk/guidance/the-building-safety-act
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"One size fits all" 
does not work for 
the construction 

sector.

• The relatively slow progress on productivity improvements and move to sustainable 

construction, utilising digitisation, off-site manufacturing and modern methods. 

• The decline in apprenticeship starts, from around 18-20,000 three years ago to less than 

11,000, for the operational workforce at Level 2, arising from the implementation of the 

government’s policy on new Apprenticeship Standards and the Levy.

• The added threat of further reductions in skills investment by the government at the 

operational (Level 2 and below) as it plans to reduce training and qualifications funding 

for this crucial set of skills. Reductions in funding have already started for this new academic 

year. 

• The mismatch between the government education and skills policies which are designed 

for all sectors and the specific complex needs of the construction and built environment 

industry.  

‘One size fits all’ does not work
We also need to recognise that the construction and built environment sector consists of a wide 

range of verticals such as house building, commercial property, building services (including 

electrical, building management systems, heating/air-conditioning, and plumbing), air, 

highways, power generation and supply, rail, waste management and recycling and water 

(which includes water supply, wastewater, flooding and pollution protection).  

Each of these verticals has very different skills requirements and a ‘one-size fits all’ model for 

the ‘construction and built environment’ sector will not work. We need a flexible technical, 

vocational education and training (TVET) system that can support all these diverse needs. 
Work has started.  Government recognises the main governance body for the industry as the Construction 

Leadership Council [CLC]. The industry and government agreed an ambitious partnership through the 

2018 Construction Sector Deal, which encompassed the findings of reports such as the Farmer report, 

‘Modernise or Die’ (Farmer, 2016).  CLC’s main connection to the Department for Education for skills is 

the CLC’s People and Skills group. This group has published several documents, including in April 2022, 

“Construction Skills Plan for 2022 – More growth, New challenges” (Construction Leadership Council, 

2022).

We all understand that progress is being made by industry, through the CLC People and Skills group, 

with government over the last five years. There has been the setting up of Talent View Construction and a 

redesign of many (but not all) of our apprenticeships, the introduction of occupational traineeships and the 

start of a programme of ‘bootcamps’, to help improve the supply of competent workers.  

Some leading companies have also started to introduce better terms and conditions, such as more flexible 

working and parental leave, as ways to make the workforce more diverse. 

Our starting point
There are a number of strategic challenges we face:

• Reducing the skills gap and improving competency levels across the sector;

• Improving productivity through digitisation, modern methods and a move to a greater use of off-site 

manufacturing capacity, with the creation of changed and new occupations; and

• Achieving a transition to a Net-Zero and more sustainable built environment, again with the creation 

of changed and new occupations.

https://www.cast-consultancy.com/wp-content/uploads/2021/03/Farmer-Review-1-1.pdf
https://www.constructionleadershipcouncil.co.uk/wp-content/uploads/2022/04/B07527_CITB_CLC-Skills-Plan-2022-23_v3.pdf
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Plan for the way forward
We must recognise that the provision of a skilled and competent workforce for the industry is determined 

by employers through the Construction Leadership Council (CLC) People and Skills group and, as 

importantly, government (central and local), through the education and skills training and accreditation 

(TVET system) as well as much of the skills funding (central and local); some of which comes through CITB 

and ECITB levies. 

Fundamental to achieving progress is that all the key players that is employers, central government, local 

government, sector skills councils, trade associations, materials and equipment suppliers, manufacturers, 

training providers and awarding organisations, need to work in a much deeper collaboration.  This will 

give us a strengthened governance structure to drive the skills and upskilling we must achieve to create the 

transition to the green, digitised modern, highly competent workforce we need for 2030. Recognising that 

coherent and integrated change should embrace the materials, equipment and manufacturing industries 

that supply the construction and built environment sector.

The starting point therefore is for the employers to formulate a proposition to take to government and 

agree a common way forward which moves away from the current ‘one-size fits all’ for all sectors to a 

more flexible approach which supports the diverse needs of all of the industry’s verticals, including the 

‘supply’ vertical. 

The whole of the industry, working with government (central and local), needs to collaborate, including 

CITB, ECITB and the various trade associations together with the training providers and awarding 

organisations that support it, to tackle this longstanding problem.

On the move towards changing the skills we need for a green, digitised future industry, we have seen 

initiatives such as modern digitised methods, off-site manufacturing, hydrogen fuel development, china 

clay products, CityZen and digital twins – to name but a few. 

Outside of industry, government is funding innovative ‘green’ programmes, such as solar panels in space 

and carbon capture usage and storage (CCUS) facilities. All of this needs new skills, not just managerial 

and technical competencies, but operational competencies. 

The changes the sector is bringing about are to be applauded, but much more is needed to develop the 

modern skill sets from the ‘few’ to the ‘many’. Despite all the progress we still have a skills system, and its 

funding, that is seen as being too complex and needing simplification. It takes too long to develop a new 

occupational standard and the process is too inflexible to achieve the transitional needs of the sector to 

move to changed and new occupations for 2030.

Our current skills policies have in effect prioritised Level 3 and above, with higher and degree 

apprenticeships, T Levels and HTQs. These are aimed at supporting the professional, technical, and 

managerial roles, not the operational workforce.  

The impact of not tackling the skills problem
If we do not tackle the skills gap, the industry simply will not be able to provide the built environment and 

infrastructure our country needs to be sustainable.  The consequences of not getting this right would be:

• Housing crisis which continues;

• Power supply which is not secure to provide the sustainable needs of the country;

• Transportation network which will not improve and will become more and more crowded;

• Flooding and droughts which will become commonplace;

• Continued pollution of our beaches and waterways; and

• An in-ability to achieve the Net-Zero targets that a sustainable climate demands. 
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Section 6 provides more detailed proposals within these workstreams.

6.

Building on what we have done to date, there are a 

number of workstreams we view as necessary:

1. Attract a sustainable and diverse workforce by 

improving the image of the industry, changing the 

structure, employment arrangements, terms and 

conditions and work based/on site facilities.

2. Improve productivity in the sector by embracing 

technology and training not only for new recruits, 

but a major programme of upskilling for all sector 

employees.

3. Align the industry to the sustainability and green 

skills needs of the economy for 2030 by clearly 

defining what we mean by ‘green’ in our sector and 

identifying key priorities for green skills.

4. Support this move by aligning, modifying, and 

modularising existing occupational standards and 

being clear about the new occupations needed. 

Improve industry’s collaboration with training 

providers so that they are clear about what is 

needed and are then fully supported by industry 

and government to be able to deliver the skills and 

competencies that are required.

5. Simplify and improve funding and enable access to 

Levy and other funding by self-employed operators, 

micro-businesses, and SMEs, to ensure that the whole 

industry can upskill.

Establish a flexible and proactive education and skills TVET system, with a set of supporting government 

policies, which will support the delivery of the skills that industry needs in 2030. This will require investment 

in the operational workforce (Level 2 and below) as well as the technical and professional workforce (Level 

3 and above). The TVET system needs to include occupational traineeships, bootcamps, accredited courses 

and modularised apprenticeships and qualifications, based upon the revised existing occupations and the 

new occupations recommended above. 

2. BACKGROUND
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“Construction and built environment” is a sector which embraces the capital and maintenance activities 

in relation to the built environment; such as house building, commercial building, civil engineering and 

infrastructure, encompassing roads, rail, airports, power stations and distribution, land drainage, coastal 

protection, water treatment and supply, as well as sewage treatment and sewerage. It is supported by an 

extensive number of materials, equipment, and supplies companies.

As is well documented, construction and built environment output in the UK reached £169.6 billion in 2021 

(2019 prices) (Construction Leadership Council, July 2022) , contributing c. 7% of GDP (Department for 

Business, Innovation & Skills, 2013).   An additional breakdown reveals approximately a quarter of all 

construction output is public sector and three-quarters is private sector.

The industry, including the materials, equipment and supply companies, accounts for approximately 10% 

of total UK employment and c. 3 million jobs in total.  (Department for Business, Innovation & Skills, 2013).

Through to the end of this decade the construction and built environment industry will see major changes 

in the requirements of government and its clients, and how it delivers its major role to the economy.  The 

industry will need to embrace modern methods, increased use of off-site manufacturing, digitisation, 

sustainability improvements and continue to progress towards Net-Zero targets.

In addition, recent events, such as the Grenfell Tower tragedy and subsequent  Building Safety Act 2022 

(HM Government, 2022), indicate that whilst many construction teams are competent, there is much room 

for improvement in today’s skill levels.

All this is set against a current backdrop of rising inflation and economic uncertainty; linked with a skills 

gap which many are referring to as “stagnation in skills”.  In the last 10 years we have also seen a 

reduction in real terms of both employer and government investment in skills.

The industry is buoyant with demand steadily growing, and with many companies having difficulties finding 

‘people’, often referred to as the ‘War on Talent’. Forecasts indicate that this steady increase in demand is 

likely to continue for the sector despite the wider risks of a recession in 2023.

However, it is widely recognised that the image, structure and working conditions of the industry means 

it has proved difficult to encourage a sufficient flow of new diverse recruits, particularly younger people, 

women, and those of varied ethnicity, into the sector.  The fragmented and peripatetic nature of the industry 

also makes it difficult to upskill, which presents a particular challenge when there is immense change 

necessary which will modify all existing occupations and create new ones for green skills, digitisation, and 

different methods of construction.

An added complication is the industry is not a single homogeneous sector.  The construction and built 

environment sector consists of a wide range of verticals such as house building, commercial property, 

building services (including electrical, building management systems, heating/air-conditioning, and 

plumbing), air, highways, power generation and supply, rail, waste management and recycling and 

water (which includes water supply, wastewater, flooding, and pollution protection).  Each of these has 

very different skills and competency requirements and a ‘one-size fits all’ model for the ‘construction and 

built environment’ sector will not work. Some of these need a Level 3 operational workforce, or more 

people on Level 3, where-as other major verticals only need a Level 2 and below operational workforce. 

Occupations vary dramatically between these verticals as will the pace of change in occupations up to 

2030.

Government recognises the main governance body for the industry as the Construction Leadership Council 

[CLC]. The industry and government agreed an ambitious partnership through the 2018 Construction 

Sector Deal, which encompassed the findings of reports such as the Farmer report, ‘Modernise or Die’ 

(Farmer, 2016).  CLC’s main connection to the Department for Education for skills and competency is the 

CLC’s People and Skills group. This group has published several documents, including in April 2022, 

“Construction Skills Plan for 2022 – More growth, New challenges” (Construction Leadership Council, 

2022).

This skills plan focuses around four strategic priorities with a spotlight on creating the right culture change 

and broadening diversity.

1. Improving access to opportunities for all

2. Boosting all routes into industry

3. Ongoing collaboration to develop competence frameworks

4. Preparing for the future of construction

https://www.constructionleadershipcouncil.co.uk/wp-content/uploads/2022/07/Monthly-Construction-Update-July-2022.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/61152/Government-Construction-Strategy_0.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/61152/Government-Construction-Strategy_0.pdf
https://www.gov.uk/guidance/the-building-safety-act
https://www.cast-consultancy.com/wp-content/uploads/2021/03/Farmer-Review-1-1.pdf
https://www.constructionleadershipcouncil.co.uk/wp-content/uploads/2022/04/B07527_CITB_CLC-Skills-Plan-2022-23_v3.pdf
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The updated skills plan will ensure the construction 

sector can achieve joint goals by setting out 

clear commitments for industry, government, and 

employers. Industry can get behind the plan by 

supporting the initiatives, including Apprenticeships, 

T-Levels, Traineeships, Skills Bootcamps and Talent 

View Construction.

In respect of the skills gap, once again UK 

employers, training providers and a slew of other 

organisations are coming to terms with the impact 

of the most recent government ‘intervention’ within 

the skills arena. This includes the planned changes 

to “Level 2 and Below”.  

This is set against a government programme of 

changes in skills policies which has been on-going 

for almost 10 years and is still not complete. All of 

this in the wider context of major challenges such 

as economic slow-down, “Levelling Up” and Net-

Zero.

The approach being taken by the Department 

for Education, as the relevant department within 

government, is felt to have not understood the 

complexity of skills and competencies needed by 

the sector, both now and into the future.  It is felt 

that this arises from the Department using a ‘one-

size fits all’ model for all sectors. Where-as the 

construction and built environment, with its multi-

vertical structure, does not fit such an approach.

There must be a 
meaningful architecture 
underpinning skills and 

development that matches 
industry needs.

This paper focuses on the impact of these proposals for the construction and built environment sector.

There will be little pushback to the view that a structured, ubiquitous education, training and skills 

development infrastructure is the hallmark of a progressive, forward-looking society. 

Delivering robust, outcome focused learning allows businesses and industry to achieve its desired 
developmental and performance-based ambitions. Moreover, through appropriate upskilling of the 
workforce, the country can deliver against specific ambitions and be ideally placed to fulfil the “Levelling 
Up” agenda, which is being promoted by the government, creating sustainable growth for all.

While the above is true, there must also be a logical, balanced and, perhaps most importantly, a 

meaningful “architecture” underpinning skills development. An architecture that matches, or as a minimum 

is a reflection of, industry needs.

In light of the government’s recent consultation on post-16 qualifications ‘Level 2 and below’ funding as 

well as the challenges of Levelling Up and Net-Zero, this paper challenges the view that the proposed 

changes will accomplish success and highlights how it may, in reality, do the opposite.
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  *In addition, there are around 0.75 million people employed in materials, equipment and supplies companies that support the sector. 

28%

13%

3. THE CONSTRUCTION
WORKFORCE

The structure of the 
construction workforce, 

with high numbers of self-
employed workers and SMEs, 

increase the up-skilling and 
re-skilling challenge.

Present Position
Government central statistics show the construction workforce prior to Covid-19 and Brexit was around 

2.3  million*. Recent ONS statistics [published in October 2021] indicate a decline to 2.1 million, which 

creates a significant skills shortage.

Statistics also show us that a third (0.73 million) of these, predominantly in the operational workforce, 

are self-employed. (ONS, October 2021).  This high proportion of people in self-employment adds to 

the difficulty of upskilling the workforce to address the changes needed to create the workforce of 2030.  

Whilst there are many positive drivers of the trend towards self-employment, including tax benefits, 

freedom of working practice, and flexibility of workforce, the Joint Industry Board’s (JIB) report ‘Direct 

Employment – A study of Economic, Business and Social Outcomes’ highlights that there are many 

downsides.  These include a negative effect on health and safety, individual wellbeing, productivity, and 

resilience, as well as the loss of employer investment in apprenticeships and skills (Gospel, 2021).

As well as having a significant cohort of self-employed workers, the industry has a large number of 

employers, some 360,000 in 2021; many of which are small and medium-sized enterprises (SMEs).  It is 

this structure of the industry that makes even medium-term investment in skills difficult. Short-term reaction 

to skill shortages does not then facilitate a lasting solution.  

Using the government’s central ONS data the workforce composition (excluding the employees in the 

materials, equipment, and supplies companies) is:

Figure 2.1: Construction Workforce by Type of Occupation and Education Attainment 
[ONS Statistics]

https://www.jib.org.uk/documents/content/files/Direct%20Employment%20Report.pdf
https://www.jib.org.uk/documents/content/files/Direct%20Employment%20Report.pdf
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Construction, Planning and 
the Built Environment

2016/17 2017/18 2018/19 2019/20 2020/21 2021/22

Intermediate Apprenticeship 15,840 14,770 12,960 11,280 10,810 10,970

Advanced Apprenticeship 4,860 5,740 6,270 6,380 5,780 5,910

Higher Apprenticeship 510 2,150 3,310 4,260 3,370 3,650 

Total 21,210 22,660 22,530 21,920 19,960 20,530

Key points are:

• The operational workforce (Level 3 and below) accounts for 59% of the total, many of which are self-

employed as mentioned above;

• There are 41% of people with Level 2 or below qualifications, these being in the operational workforce;

• Within the operational workforce, 70% of people are at educational Level 2 or below and the 

remainder at Level 3. These Level 3 personnel are undertaking the more highly skilled occupations as 

well as first-line supervision and technical tasks;

• Different verticals in the sector need different skill levels e.g. highways operational workers are Level 

2 or below whilst electricians are Level 3; and

• Over the last 8 years the number of people at Level 2 and below has remained roughly static, Level 3 

declined marginally and Level 4 and above risen.

It is worthwhile pointing out that the education ‘Level’ data is based on educational qualification levels. 

Many would argue that operatives in construction that are classed as Level 2 and below, on an educational 

scale, have real practical skills above that classification. However, we do not have a means of statistically 

measuring and reporting their real ‘practical’ abilities against a ‘practical’ scale instead of an ‘academic’ 

scale.

The minimum average annual replacement rate (churn) for the operational workforce is around 36,000 

per annum. However, the actual replacement is much higher than this as people leave the industry towards 

the latter part of their careers, and in recessions they leave and then do not return. Currently CITB estimate 

that growth in demand for sector by 2026, will mean that construction needs 266,000 more people by 

2026, i.e. some 53,200 per annum (CITB, June 2022). This is in addition to the replacement churn and 

extra gap of nearly 9% arising from Covid-19 and Brexit. 

If we look at the churn and growth together the numbers of new recruits required each 
year is 92,000, in addition to closing the Covid-19/Brexit gap.

Historically construction has attracted new people into the industry through training and reskilling as well 

as apprenticeships. In fact, the training and reskilling route has always been the largest source of recruits 

into the sector, accounting for over half of the new entrants. Notwithstanding this, apprenticeships also 

play a significant part in bringing people to the building part of construction, although less so historically 

into civil engineering and infrastructure. Both routes are essential.

Some ten years ago the number of operational construction apprentices coming into the industry 

was around 18-20,000 per annum (excluding allied construction trades such as Engineering and 

Manufacturing Technologies). Since the introduction of the Apprenticeship Levy the number of Level 2 

operational apprentices has dropped to just under 11,000, see Table 2.2.  In particular, it is reported that 

the number of apprentices being supported by SMEs has also seen a significant fall:

Table 2.2: Government Statistics on Apprenticeship Starts (England)

The introduction of the Apprenticeship Levy has resulted in a large increase of Level 4 and above 

apprenticeship starts, often for management training of existing staff, which mask the decline in the 

operational workforce if we just look at the total number of apprentices. 

Looking at achievements, since the Levy started in 2017 there have been 254,663 (Department for 

Education, 2022) people who have been certificated for one of the new Apprenticeship Standards across 

all sectors of the economy. 

In construction, there have only been 6,592, from 47,569 total achievements across both frameworks 

works and standards (Department for Education, 2022). This is a low and disappointing figure.   
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The most recent data picture (from 2019/2020 to 2021/2022 Q3) shows that of the 6,260 apprentices 

on programme, 3,610 were of Level 2, 2,310 were Level three, 180 were Level 4 and 160 were from 

degree apprenticeships.

Construction apprenticeships in this same period have seen an achievement rate slide to 58.5% in the last 

full years data (2020/21) (Department for Education (DfE), 2022)

We can draw the following conclusions when we look at the industry’s workforce data and hence demand 

for people and skills:

• A significant proportion of the operational workforce is at Level 2 and below and has been the case 

for decades. If we are to maintain a vibrant construction sector, we must be able to replace and 

upskill these people as they leave. Whilst applauding the policy ambition to significantly increase the 

numbers of people with Level 3 educational attainments, we have to be realistic about the practicality 

of doing that other than as a long term goal;

• New Apprenticeship Starts only account for around 11,000 entrants against an annual requirement 

of in excess of 92,000;

• Both new apprentice programmes and bolt-on qualifications for the existing workforce need to include 

the skills and competencies for new methods of construction, off-site manufacturing, digitisation and 

‘greening/Net Zero’ that will be necessary for 2030;

• Apprenticeship numbers need to increase, particularly for Level 2, and within this the numbers of 

apprentices in SME employers;  

• Programmes for training and reskilling are needed as well as apprenticeships, to provide the operational 

workforce required by the sector. We must recognise that training and reskilling has always been the 

main route for recruitment into the sector; and

• Re-skilling and training programmes for the existing workforce, predominantly short courses and/or 

small modular qualifications for modern methods, off-site manufacturing, digitisation, and ‘greening’, 

will be critical at all Levels.

Construction Achievements England

Year Achievements on 
Standards

Achievements on 
Frameworks

Total Achievements

2016/2017 0 11,979 11,979

2017/2018 332 12,088 12,420

2019/2020 420 9,050 9,470

2020/2021 2,890 6,100 8,990

2021/2022 (to Q3) 2,950 1,760 4,710

Total 6,592 40,977 47,569

Changes in workforce skills for 2030
If the industry is to tackle the challenges and increase productivity whilst moving to achieve the Net-

Zero targets for sustainability there will be significant changes in skills, which will vary vertical to vertical. 

Typically, we will see the workforce:

• Needing to be skilled to use new materials and equipment;

• Using digital technologies;

• Using new methods;

• Upskilling in their existing occupation;

• Moving to completely new occupations, e.g. on-site assembly, factory component manufacturing,         

windfarm maintenance, insultation and retrofit installation etc; and

• Steadily progressing more of the workforce towards Level 3 skill levels.

We all understand that progress is being made by industry, through the CLC over the last five years. There 

has been a redesign of many (but not all) of our apprenticeships, introduction of occupational traineeships 

and the start of a programme of ‘bootcamps’, all to help improve the flow of competent workers.  Some 

leading companies have started to introduce better terms and conditions such as more flexible working 

and parental leave. 

On the move towards changing the skills we need for a green, digitised future industry, we have seen 

initiatives such as modern digitised methods, off-site manufacturing, hydrogen fuel development, china 

clay products, CityZen and digital twins – to name but a few. Outside of industry, government is funding 

innovative ‘green’ programmes such as solar panels in space and carbon capture usage and storage 

(CCUS) facilities. All this needs new skills, not just at the managerial and technical level, but at the 

operational level as well. 

The changes the sector is bringing about are to be applauded, but much more is needed to develop the 

modern skill sets from the ‘few’ to the ‘many’.

Accordingly, we need to recognise the realities of where we are and where we need to get to when 

considering what skills policies and programmes we need to support the construction and built environment 

industry. 

This will also necessitate a much more diverse workforce than we have at present.  
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4. GOVERNMENT SKILLS POLICY REFORMS

The Goverment policy on skills has been undgoing 

reform for a decade. However, all the reform has 

been based on a centrally driven ‘one-size fits 

all’ methodology, across all sectors.  We must 

recognise that government plays a pivotal role in 

skills development for the construction and built 

environment sector. Where government funding 

goes training follows. 

This has become perhaps more important with the 

introduction of the Apprenticeship Levy, which is 

now controlled as government expenditure, and 

the corresponding decline in employers’ investment 

in training. 

The present proposed changes for the Level 2 

and below construction workforce are the latest 

part of a programme of policy reform which was 

kicked off in 2011 by Professor Alison Wolf’s report 

(Wolf, 2011). This was followed in 2012 by 6 

UKCES pilots of a new approach to designing and 

delivering apprenticeships; one of which was in 

civil engineering and linked to the Nuclear Power 

project at Hinkley Point, Somerset.

In 2013 we saw the start of the Trailblazer 

Apprenticeship programme which eventually led to 

the introduction of the Apprenticeship Levy and the 

formation of the Institute for Apprenticeships and 

Technical Education (IfATE). This new government 

body, under the Department for Education, has 

resulted in a revision to the roles in skills of Ofqual 

and the Education and Skills Funding Agency 

(ESFA).

Department for Education policy reforms have also included the:

• Introduction of T Levels as Level 3 technical alternatives for young people to taking A Levels. These 

are being brought in for all sectors including construction.  Other existing Level 3 programmes such as 

BTEC and RQF qualifications are now having their central government support and funding removed; 

and

• Introduction of new Level 4 and Level 5 Higher Technical Qualifications (HTQs), again in all sectors 

including construction. We can expect, as is happening at Level 3, funding for existing provision to be 

withdrawn.

In the wider current national skills policy context:

• The process of devolving funding to Combined Authorities and other local organisations will continue, 

as will the preparation of Local Skills Improvement Plans (LSIPs), which came into force with the Skills 

and Post-16 Education Act 2022 (H M Government, 2022);

• Loans which should become available in 2025 though the Lifetime Skills Guarantee (for Level 3) and 

Lifetime Loan Entitlement (levels 4 and 5);

• Recent revisions to Functional Skills which impact the English and maths requirements and have a 

particularly significant constraint for potential entrants to construction occupations in the operational 

workforce; and

• The Levelling Up agenda, should this continue under the new Prime Minister.

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/180504/DFE-00031-2011.pdf
https://www.legislation.gov.uk/ukpga/2022/21/pdfs/ukpga_20220021_en.pdf
https://www.legislation.gov.uk/ukpga/2022/21/pdfs/ukpga_20220021_en.pdf
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Let’s now turn to the possible changes in Level 2 and below, subject to any revision a new Cabinet might 

bring about in the autumn of 2022.

For context, below is an extract from the Department for Education website (Department of Education, 

2022) offering a view of the consultation in respect of Level 2 and below skills and hence occupations:

The aim of the post-16 qualifications review is to streamline the complex qualifications landscape, 
creating clear choices for young people and adults. We want to ensure that every qualification 
approved for public funding:
• is high quality
• has a distinct purpose
• supports progression to positive outcomes

In 2020 to 2021 we ran a call for evidence on post-16 level 2 and below study and qualifications in 
England. This explored what is working well and what more could be done to support students.
This consultation now sets out our detailed proposals to reform level 2 and below qualifications and 
seeks views on the groups of qualifications we propose should continue to receive public funding.

The Department for Education has deemed the current qualifications environment to be ‘confusing’. This 

appears to be based, largely, on the number of qualifications, there are around 8,000, currently offered. To 

address this, the government is planning to remove funding for up to 3,700 of those existing qualifications. 

Not everyone agrees with the Department’s hypotheses that the number of qualifications is too high. It 

is also a fact that the way the number as calculated overstates the real number of qualifications. This 

is because if say 5 awarding organisations deliver a single qualification then the count says there are 

5 qualifications not one. This could be clarified by a more consistent naming convention, which would 

confirm equivalence of qualifications and assist in their communication to employers and learners alike. 

There are also many in the construction industry who are not worried about the number of construction 

qualifications as they understand that there are a large and growing number of different occupations in 

the industry, many of which are not covered by the new Apprenticeship Standards, as well as a need for 

upskilling qualifications. 

In terms of additional rationale, the government also holds that many of these qualifications cover similar 

subjects, creating considerable overlap. Further, many of the targeted qualification set to be closed off are 

deemed ‘the smallest’, with the Department stating:

“The smallest qualifications, where they are unlikely to be able to provide a student with knowledge, 
skills and behaviours contained in a relevant employer-led standard, or to provide them with broad 
content relevant to an occupational route”

Whilst there is clearly a need to avoid ‘dumbed-down’, dead end qualifications, comments from within 

the sector include “devastating”, a “full-frontal assault on the very idea of lifelong learning” that clearly 

“fly in the face of the ambition to level up the country”.

The problem is that many of these, so called, “smaller qualifications” provide 

the best opportunity for key demographics within learners, particularly those 

disadvantaged, disaffected or socially less mobile young people that all too 

often are left behind. 

Within the significant figure being axed are, inevitably, a number of 

qualifications that have low take up and learner numbers. An example of 

this in the construction sector is that there are more than 650 building and 

construction qualifications at Level 2 and below.

Wall and Floor Tiling qualifications are a case in point.  ESFA funding 

approval was withdrawn from 1st August 2022 from the first tranche 

of qualifications with no and low public enrolments.  This included the 

qualifications for Wall and Floor Tiling from four main awarding organisations 

who offered it.  A relatively low number were taken per year from each 

awarding organisation, but without them, a key route into the tiling industry has 

been cut off for much-needed new entrants. 

https://www.gov.uk/government/consultations/post-16-study-at-level-2-and-below-call-for-evidence
https://www.gov.uk/government/consultations/post-16-study-at-level-2-and-below-call-for-evidence
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Estimates from its own analysis shown by the Department for Education indicate that 72% of ‘in-scope’ 

Level 2 qualifications (16-19 years), 61% of ‘in-scope’ qualifications for adults and 57% of in-scope Level 

1 and other entry level qualifications face being axed.

Worrying enough, yet according to FE Week in 2018/19, 21 per cent of 16-year-olds were studying at 

Level 2 and below. Meanwhile, 57 per cent of EFSA funding went to adults at Level 2 and below.

Whilst it is important not to encourage the proliferation of ‘dead-end’ qualifications, there is a strong view 

from within construction that such swingeing cuts will have a significant and deleterious effect on future 

skills development routes into the sector. 

At present the Level 2 and below consultation does not provide full detail or clarity around which 

qualifications are planned to have funding removed. It does, however, show new “groups” that 

qualifications will need to fit into in order to survive (see table below). 

The Department for Education said it expects the process for deciding which Level 2 and below 

qualifications will be phased from 2024 to 2027, starting with reform of qualifications in the construction 

route at Level 2, followed by other Level 2 qualifications and finally, in 2027, Level 1, Entry Level, ESOL 

and PSE qualifications.

(Department of Education, 2022)

In a recent paper, EDSK, an education and skills think tank (www.edsk.org) called for the creation of a 

new role of ‘Minister for skills and youth employment’ in its ‘Finding a NEET solution’ (EDSK, May 2022). 

Working across both the DfE and the Department of Work and Pensions (DWP) EDSK consider this to be 

a role that would materially help the Not in Employment, Education or Training (NEET) community.

Included within the report was a candid assessment by Tom Richmond, Director at EDSK, who commented 

“After two decades of failing to make any notable progress in reducing the number of young people 
who become NEET after leaving school or college, it is time for government to look again at why 
thousands of students are still leaving our education system every year with poor academic results and 
low self-esteem,”  

Richmond went onto to suggest the “failure” to engage many young people is needlessly driving some of 

them out of the education and training system by undermining their motivation, aspirations, and confidence 

over the course of several years. 

When considered in isolation this view is damaging enough, yet when the removal of Level 2 funding 
for potentially thousands of qualifications is factored in it really does bring the notion of the ‘perfect 
storm’ into sharp relief. 

The time for action is now. Right now. The measures being introduced in this latest intervention do nothing 

to enhance job opportunities or career prospects for a significant swathe of younger people. 

With NEETS and socially disadvantaged or disaffected young people already finding opportunities 

difficult to access. With a core education system that consistently creates barriers to entry and makes 

it significantly harder than it needs to be to access opportunity.  With a further education system that is 

fundamentally predicated on fiscal model of ‘throughput’, and with a government undertaking measures 

that will do nothing but exacerbate the problem, worrying times lay ahead.

Nobody expected ‘Levelling Up’ to be easy. The potential Level 2 and below reforms make it very much 

harder. 

https://www.edsk.org
https://www.edsk.org/publications/finding-a-neet-solution/
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As a result of current 
reforms there will be 
very significant gaps 

in the training and 
skills provision needed 

by the construction 
industry.

There is an acknowledgment in industry that the image of the sector as well as the structure (including the 

level of sub-contracting) makes recruitment of people and upskilling for productivity improvements and 

sustainability difficult. These are well documented, and we have built these elements into our proposals in 

section 6.

Industry’s concerns are that the potential government policy changes are coming at a time when the 

sector is forecasting that by 2026, it will need an additional 266,000 new workers to be recruited, above 

the pre-Covid-19 level, just in order to meet projected demand  (CITB, June 2022). In parallel with this 

the industry needs to start reskilling large parts of the existing workforce for modern methods, off-site 

manufacturing, digitisation and ‘greening’; whilst ensuring that the new entrants have the relevant skills 

through revised apprenticeship and occupational standards. Productivity increases need to be embedded 

into this programme of reskilling.

There are also significant concerns that the policy changes already 

made, such as apprenticeships and some of the construction T Levels, 

are not working effectively for the sector’s operational needs and that the 

Skills and Post-16 Education Act 2022 (H M Government, 2022) will not 

contribute significant benefits for construction. 

As a result of the current reforms there will still be very significant gaps 

in terms of the training and skills provision the industry needs.  Industry 

would prefer policy effort be focused on fixing the current issues before 

any more reform is undertaken.

The rationalisation of qualifications, in and of itself, is not the main problem. 

The challenge for the sector is the reality that any loss of learning options 

which use the current BTECs and RQF qualifications will immediately 

impact upon those people looking to take up skills development, either as desperately needed new 

entrants or as existing workers that need to be reskilled. 

Aspiring, as the government does, to ‘uplift’ skills and work and ‘Levelling Up’ the UK as a whole, is 

completely laudable. However, the removal of funding for a whole tranche of Level 2 qualifications at best 

reduces, and may ultimately remove, access to a significant demographic of the UK Plc workforce and 

their learning and skills pathways. 

It is particularly concerning when we consider that at present apprenticeships only contribute around 12% 

of the demand for new entrants for the operational workforce which is predominantly Level 2. Without the 

Level 2 qualification route industry will be starved of operational people.

5. INDUSTRY CONCERNS

Widespread concern exists, within all parts of the industry, including principal contractors, sub-contractors, 

learning providers, awarding organisations and other stakeholder groups, that the proposed changes and 

elimination of funding streams at Level 2 and below actually increase the challenge of getting less well 

educated, disadvantaged or socially challenged young people trained and into either structured learning 

programmes or jobs.

This may well be considered to be a ‘perfect storm’ scenario, coming as it does at a time when those 

very young people that the industry needs to engage, to address the shortages described above, are 

effectively excluded from accessing opportunities due to the range and scale of qualifications being 

offered and funded.

It is in light of these concerns, and to detail the scale and nature of the challenge, that the signatories to this 

white paper have come together to create and publish their collective view. 

The implementation of the proposed reduction in numbers of Level 2 qualifications cannot, indeed must 

not, be allowed to take place without at least meaningful dialogue concerning which qualifications are 

being considered for removal of funding.
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Any change that does not take into account the requirements of the construction sector will 

create unnecessary and unwanted challenges at a time when any additional, negative 

outcomes would be disastrous.

Issues and concerns with these reforms from within the sector are manifest and manifold. 

Many contributions from within the CCATF Membership  have been received. 

They include:

• The skills system, and its funding, being complex and needing simplification. It takes too 

long to develop a new occupational standard and the process is inflexible to achieve the 

transitional needs of the sector to move to changed and new occupations for 2030;

• Decline in number of learners having the opportunity to convert to apprenticeships and 

the decline in apprentices at Level 2 and employed by SMEs. The English and maths 

requirements are one of the constraints but not the only one. Financial support for trainees 

and apprenticeships is also an issue;

• The rule on the expiry of Apprenticeship Levy funds, with money going back to the Treasury, contributes 

to employers shifting starts from Level 2 to higher Levels. These funds would be better deployed to 

support wages for Off the Job training, occupational traineeships, critical additional small courses and 

practical support to apprentices such as travel expenses;

• Deliver more financial support to construction employers, particularly those employing early careers 

Level 2 skill apprenticeships. Financial support should only be paid on L2 completions to encourage 

quality outcomes. This will reduce the main barrier to employing early careers in construction 

(affordability in a low margin industry) where an apprentice’s productivity can be low especially if a 

pipeline of appropriate work cannot always be guaranteed.

• Critical reliance on Level 2 and below qualifications as the new Apprenticeship Standards do not 

cover all the needs of the industry, made worse by the fact that apprenticeship numbers are low and 

declining;

• Lack of current clarity on what ‘digitisation’, Net-Zero, Levelling Up and ‘green’ skills mean in practical 

reality for the sector. We have not fully defined what changes are required to existing occupations and 

what new occupations we need;

Change without 
considering industry 
requirements creates 

unnecessary and 
unwanted challenges.

• The list of Occupational Standards and Apprenticeships does not fully match the industry’s needs now 

or into the future. The classification of roles for each vertical needs clarifying, to highlight the variation 

within the sector, and each career pathway.  The time taken to develop Apprenticeship Standards and 

then review and update them exacerbates the problem;

• Linked with this, limited number of smaller qualifications and accredited programmes for up-skilling the 

existing workforce, as well as funding for this type of investment;

• Better professional recognition for competent operatives at each Level to establish skill levels and 

encourage upskilling.

• Ensuring consistency of quality from training providers;

• Developing and up-dating the skills and knowledge of tutors 

and assessors to be able to train and assess people for the 

requirements of the workforce needed by the end of this 

decade e.g. Net-Zero, Levelling Up, digitisation, off-site manufacturing etc.;

• Principal contractors do not directly employ all their operational labour so we must have a system 

which supports the upskilling of SMEs and the self-employed. Both these groups find the government’s 

system too complex, with funding inaccessible, and therefore engagement by them is low;

• Mandates relating to the uptake of apprentices are not audited; 

• Continual difficulty in recruitment of suitable employees;

• Perceived lack of interest from some colleges in moving students onto apprenticeships;

• Provision of easily communicated, clear career pathways from Level 2 up to Level 7, explaining the 

role of traineeships, bootcamps, apprenticeships and qualifications;

• Major concerns around existing provision and the deleterious effect if Level 2 and below training is 

restricted and/or reduced;

• The negative impact on workforce numbers if funding from the current qualifications at Level 2 and 

below is withdrawn;

• The Skills and Post-16 Education Act and the T Levels will not address the critical challenges facing the 

decline in the operational workforce. Although it is acknowledged that T Levels will support increases 

in the professional and technical workforce;

• Removal of social value principles; 

• Concerns around End Point Assessment (EPA) provision, particularly the ability to recruit, retain and 

skiLl up the assessors in the current pay climate; 

• Concerns about retention of tutors as pay for training is not keeping pace with industry or inflation, 

and retention and replacement is becoming increasingly more difficult; and

• Concerns about attracting trainees and apprentices on pay rates which are now becoming less and less 

attractive compared to those being offering in other sectors, for example warehousing and logistics.
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The above represent concerns from within the sector and, whilst representative, should not be considered 

exhaustive.

There is an added issue that also arises in this discussion and that is the drop-out rate during training and 

apprenticeships. Statistics indicate that for every 100 young people starting a training programme or 

apprenticeship only 28 enter the industry (CITB, June 2017).This represents a significant lost opportunity 

to increase the numbers of people in the operational workforce.

We are also seeing a significant drop off in the number of apprentices that start in construction and then 

eventually get to EPA and complete – over 40% of construction apprentices overall fail to reach EPA, a 

similar proportion to apprentices as a whole. (National Statistics, 2022)

A lack of clarity on the government’s programme for Levelling Up ,  how central government funded 

programmes fit with locally funded programmes through the Combined Authorities and LEPs, and the 

difference between the powers and funding levels of parts of England, all adds to the complexity from 

an employer’s perspective. Potential government and cabinet changes in the autumn are adding to the 

uncertainty.

Compounding this lack of clarity, a recent freedom of information request by the London Progression 

Collaboration reveals more than £3.3 Billion of Levy has been returned to the Treasury in the last 3 years 

under the ‘use-it-or-lose-it’ rules (IPPR, 2022).  As such businesses are losing out on £1.1 Billion per 

annum or a rather staggering £95 Million per month. 

For construction there is an added complication in respect of how CITB Levy funding is co-ordinated with 

central and locally devolved skills funding.

A further long-standing challenge which employers recognise is around careers advice and the ‘image’ of 

the industry to attract young people in employment in the sector. Linked to this are rates of pay for trainees 

and apprentices, which in some cases are not competitive with opportunities in other potentially more 

attractive sectors.  This despite the fact that there are great career opportunities in construction and very 

well-paid jobs for people who complete training and apprenticeship to become fully competent.

There are similar overall concerns expressed about the Department for Educations skills reforms in the 

NAO’s recent report “Developing workforce skills for a strong economy” (National Audit Office, July 

2022).

6. DETAILED PROPOSALS

We must recognise that the provision of a skilled and competent workforce for the industry is determined by 

employers through the Construction Leadership Council (CLC) People and Skills group and as importantly 

government (central and local) as it controls education and skills training and accreditation (TVET system) 

as well as much of the skills funding (central and local); some of which comes through CITB and ECITB 

levies.

Fundamental to achieving progress is that all the key players, that is employers, central government, local 

government, sector skills councils, trade associations, materials and equipment suppliers, manufacturers, 

training providers and awarding organisations need to work in a much deeper collaboration.  This will 

give us a strengthened governance structure which can drive the skills and upskilling we must achieve. 

This needs to be aimed at achieving the transition to the green, digitised modern, highly competent 

workforce we need for 2030. Recognising that coherent and integrated change needs to embrace the 

materials, equipment and manufacturing industries that supply the construction and built environment 

sector.

The starting point therefore is for the employers to formulate a proposition to take to government and 

agree a common way forward, which moves away from the current ‘one-size fits all’ for all sectors to a 

more flexible approach which supports the diverse needs of all of the industry’s verticals, including the 

‘supply’ vertical. 

The whole of the industry, working with government (central and local), needs to collaborate, including 

CITB, ECITB and the various trade associations together with the training providers and awarding 

organisations that support it, to tackle this longstanding problem.

Building on what we have done to date, there are a number of workstreams we think are needed:

1. Attract a sustainable and diverse workforce
• Industry needs to build upon the current initiatives to improve the image of the industry and make 

it more attractive. It is inevitable that this means providing competitive remuneration for trainees/

apprentices.

• Industry needs to encourage a more diverse workforce and provide working facilities to support this.

• Industry needs to move to a structure which supports a higher proportion of full-time permanent 

employees.

• Industry needs to build upon the programmes being developed by some companies and improve 

terms and conditions, including more flexible working and changed workplace facilities.

• Industry needs to work with government (central and local), Trade Unions and pay organisations 

to ensure expenses and pay for trainees and apprentices is competitive, to attract people into the 

industry.
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• Government (central and local), working with 

industry, needs to focus careers advice in 

schools and colleges to support the sector and 

to do more to raise awareness of the positive 

benefits of a career in construction, through 

apprenticeships, including more effective 

enforcement of the Baker Clause. We need 

to win the hearts and minds of teachers by 

showing that construction is a great career 

option for many young people.

• Government (central and local), the industry 

and the training providers need to undertake 

research to understand why some young 

people who embark on a construction training 

course, or an apprenticeship, do not eventually 

enter the industry, in order that a programme of 

mitigation can be designed and implemented.

2.  Improve productivity in the sector
• Industry should develop and articulate a clear 

set of occupational requirements for modern 

methods, off-site manufacturing and digitisation 

which will support increases in productivity. 

This will include consideration of the changes 

needed for materials and equipment suppliers 

and well as manufacturers that support the 

sector. 

3.  Align the industry to the 
sustainability and green skills 
needs of the economy in 2030

• Industry should develop and articulate a clear 

set of occupational requirements for green 

skills/Net-Zero to support the countries targets 

for sustainability. This will include consideration 

of the changes needed for materials and 

equipment suppliers as well as manufacturers 

that support the sector.

• Industry needs to take the output from Workstreams 2. and 3. and redesign existing occupations as 

well as new occupations, so it is clear how we will transition to the new and changed occupations for 

2030.

• Industry needs to build upon its present commitment to competencies and skills and take more ownership 

of the problem; hence being clear on the occupations needed and encouraging more work-experience 

and work-placements for programmes such as traineeships, bootcamps and apprenticeships.

• Industry needs to ensure that occupations and their career pathways are clear and communicated 

and that the various steps in these, such as occupational traineeships, bootcamps, apprenticeships, 

accredited courses and formal education programmes, fit together coherently. Then industry should 

work with government and CITB, ECITB and trade organisations to ensure that the provision matches 

the industry’s needs.

4.   Industry collaboration with training providers
• Industry, with CITB, ECITB and trade associations, needs to work in a collaborative and joint way 

with colleges and training providers to ensure a better match of provision to industry’s ever-changing 

requirements.

• Employers and CITB, ECITB and trade associations to work together to train existing skilled people, 

particularly in specialist areas, to become trainer/assessors and release them for periods of time to 

pass on those skills.

• Industry, with CITB, ECITB and trade associations, needs to formulate a programme for providing, 

on a part-time basis, personnel with the ‘new’ skills, that are at the forefront of delivery, to support 

up-dating the skills and knowledge of the teaching and assessor workforce, perhaps through training 

courses as well as focused delivery.

• Industry to work with training providers and other stakeholders to improve consistency of quality.
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Establish a flexible 
and proactive TVET 
system to support 

the skills needed for 
Industry 2030.

5.  Simplify and improve funding 
• Simplify funding and facilitate access to the Levy by self-employed operators, micro-businesses and 

SMEs, to ensure that the whole industry can upskill. 

• Industry needs to work with CITB, ECITB and trade organisations to ensure the Levy grant arrangements 

and priorities are designed to fill in the gaps in central and local regional government funding.

• Government, working with industry, needs to simplify the processes for government funded 

programmes and apprenticeship design arrangements that support SMEs and also provide for the 

large proportion of self-employed workers. This needs to include flexibilities in the Levy and for local 

regional variations as well as specific employer variations. Levy flexibilities should include support to 

occupational traineeships, critical additional small courses and practical support to apprentices such 

as travel expenses.

• Government, working with industry, needs to ensure funding rates are adequate to deliver high quality 

training and assessment and address the pressure 

created by inflation. These new rates need to allow for 

paying tutors and assessors competitive pay rates.

• Government, working with industry, needs to ensure 

that funding arrangements and spending strategies 

for the DfE central budgets, local devolved Combined 

Authorities and Local Enterprise Partnership funding 

and CITB Levy spend are simplified and co-ordinated 

to ensure industry has coherent and complete skills 

funding in place to match its needs.

6.  Establish a flexible and proactive education and skills TVET system and set of 
supporting Government policies which will support the delivery of the skills that 
industry needs in 2030.

• Industry needs to develop occupational standards (for now and the future) and a supportive framework 

for how skills development can work in the context of the complex structure of the sector, with its 

high level of self-employment, and work with government to ensure publicly funded provision for 

construction is set up and delivered to match the framework.

• Industry to work with the SMEs in the supply chain to support them to develop the skills for the sector.

• Government to work with CITB, ECITB and trade associations and the regional/local organisations 

to put in place support for SMEs.

• Government, working with industry, needs to ensure it keeps the current Level 3, Level 2 and below 

training and RQF qualifications provision to support Levelling Up as well as the large proportion of 

people who do not take up an apprenticeship nor do a T Level – remembering that the majority of 

people do not follow either of these routes. This provision needs to include ‘Net-Zero’ provision as well 

as employability skills, English, maths and basic digital skills.

• IfATE, working with industry, should modularise all Apprenticeship Standards, T Levels and HTQs 

and any other qualifications they take responsibility for, to facilitate a structured approach to small/

short qualifications and accredited programmes to support up-skilling/Levelling Up, along with 

the new skills needed for 2030 such as off-site, Net-Zero and digitisation. All qualifications and 

Apprenticeship Standards need a degree of flexibility for local and regional differences as well 

as permitting employers to include their specific companies’ requirements. To prevent short-cutting 

the full Apprenticeship programme, some funding could be dependent on the completion of the full  

apprenticeship.
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APPENDICES

Apendix 1: CCATF Member Contributions 
A full draft of this report was circulated amongst the full membership of the CCATF for comments and contributions.  

The CCATF members who have explicitly contributed to this report include;

A full list of CCATF members can be found on the CCATF website: 

https://www.ccatf.org.uk/membership/member-listing

British Association of Construction Heads (BACH)

Balfour Beatty

Builders Merchants Federation (BMF)

Brathay

Breyer Group

Built Environment Skills In Schools (BESS)

Carney Consultancy

Civil Engineering Contractors Association (CECA)

Class of Your Own (COYO)

CONSTRUCT

Construction & Built Environment Education (CBEE)

Construction Skills Certification Scheme (CSCS)

Dudley College

Federation of Master Builders (FMB)

Finishes and Interiors Sector (FIS)

Flannery Plant

Galldris Group

Greater Manchester Combined Authority (GMCA)

Home Builders Federation (HBF)

JBT Training

Juniper Training

Leeds College of Building

London Legacy Development Corporation (LLDC)

Mace Group

McGee

National House Building Council (NHBC)

National Federation of Builders (NFB)

O’Halloran & O’Brien (OHOB)

Persimmon Homes

Seddon

Taylor Wimpey

The Skills Centre

Unite the Union

VGC Group

West Midlands Combined Authority (WMCA)

Youthbuild UK

YouthBuild Ventures UK

https://www.ccatf.org.uk/membership/member-listing
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