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Abstract
The majority of the workforce in the UK Construction Industry is nearing retirement age with 22% over 50 years old and 15% over 60 years, considering the UK’s state pension age currently at 65, a substantial proportion of skilled construction workers will be lost in the next decade (Henson and Asenievich, 2014). Similarly, the rate of retirement is increasing at a disproportionate level to the UK’s population growth.  Amid these constraints, the UK’s major infrastructure projects and housebuilding demand are not declining and will instead; demand a reciprocal of the decline in the active workforce.  In the wake of the looming Brexit, something must be in place to reduce the effect and counter measures should have begun over a decade ago.

This research adopts a Quantitative approach in analysing the effects of skills shortages in the UK Construction industry. Non-parametric statistical analyses are utilize to scrutinise the extent of the skills gap and its severity. Initiatives necessary to bridge the skills gap are proposed.  The study espouses a desire for a critical debate on a holistic approach to recruitment policy and government strategy to attract new entrants in all built environment fields as well as taking necessary steps in fortifying the apprenticeships programmes.
The study is expected to be of benefits to construction industry practitioners and the country as a whole in seeking avenues for improved productivity and the potential ripple effects on the UK economic growth.  
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Introduction
The Construction Industry is arguably the most important sector in the UK economy; it generates £90 billion annually (6.7% of GDP) and employs in excess of 2.93 million people, the equivalent of 10% of UK employment (Mohammed et al., 2017). The UK construction industry is suffering from skill shortages. With the government’s 2015 pledge to build 250,000 homes a year along with a plethora of large-scale infrastructure development (Lund, 2019), such as the HS2, Cross rail and Hinkley Point C. This makes one to ponder, how such a huge portfolio of work can be delivered in the wake of Britain’s exit from the European Union (Brexit). 
Apart from the poor image of the construction industry, which survey findings also revealed that young people have negative images of construction work (CITB, 1988). The work is perceived as being dirty, dangerous, having a low social status and poor career prospects (Agapiou, et. al., 1995). It has also be suggested, that one of the main reasons why young people do not like to work in construction is due to other available white collar and more glamourous jobs in other industry e.g. law, medicine or finance, and the stability and competitiveness of high wages. In 2015, the then Prime Minister (David Cameron), announced plans to increase the number of quality apprenticeships, with a pledge of 3 million apprenticeships created by 2020 in plans to deliver the next generation of skilled workers (Grenyer, 2015), whilst bridging the gap in skills. As a result, the Apprenticeship Levy was introduced in April 2017. The apprenticeship levy is a new tax. It started in April 2017 and applies to all employers, stating that if annual payroll is more than £3m, the employer will pay 0.5% into the apprenticeship levy each month (Apprenticeship-levy, 2016). This bill is used to fund apprenticeship-training programmes with emphasis on the skills and qualifications necessary for future generations. 
Estimate shows that 28% of workers in London comes from European Union countries and 7% from elsewhere (Strauss, 2018), that is more than one in three workers in construction. The UK population is continuing to rise, with major infrastructure projects and housebuilding required to support this increase proportionately, and coinciding in the wake of Brexit. There is the potential that the skills gap will increase even further due to the uncertainty of EU nationals working visa’s, post Brexit also their willingness to come to the UK considering the free movement of EU national to the UK (vis-a-vis) post Brexit. Presently, specific trades’ essential to house building such as bricklaying, carpentry, plastering and roofing are proving difficult to recruit with two-thirds of small and medium-sized construction firms struggling to hire and find professional technicians, e. g. plumbers and electricians- 48%, plasterers- 46% and floorers- 30% (Federation of Master Builders, 2018).
The main purpose of this paper is to examine the current status of the skill shortages in the UK construction industry, investigate the reasons for skill shortages and explore the initiatives which aims to bridge the gap, hence enable the research to recommend the actions the government and the industry should take to lessen the impact of the labour shortfall.

Literature Review
Shortage of Skilled Workforce
In 2015, the National Infrastructure Plan published its investment strategy consisting of 564 projects encompassing transport, infrastructure, communications, energy and environmental sectors at an investment cost of £411Billion. It is anticipated that this pipeline of projects in the UK, will create a demand for around 400,000 engineering and construction workers by the year 2020, hence driving the need to recruit and train nearly 100,000 additional workers & retrain and up-skill approximately 250,000 of the existing workforces (HM Treasury, 2015). Whilst these figures may seem incomprehensible, a report from Dutch engineering consultancy Arcadis, describes the shortfall in labour by using the following headline; Britain must recruit one worker every 77 seconds to meet construction needs (Arcadis, 2017). With figures like these, it is clearly apparent that the scarcity of the UK labour supply for an immense variety of skilled trades is a problem for the industry. In particular, the Arcadis report identifies a high demand for the following trades; Electricians and electrical fitters, Plumbing and heating and ventilations engineers, Carpenters and joiners & Construction and building trades. These trades alone make up over half of the annual recruitment of 407,495 necessary for Britain to fulfil and carry out its housebuilding and infrastructure projects between, 2016 to 2021. 
Additionally, the Farmer Report (2016), also highlights the disproportion between the pipeline of new workers entering the construction industry and those either retiring or leaving the industry altogether. Again, the 2011 Census data shows us that 30% of the workforce at the time are aged over 50yrs, hence looking forward to ten years (2026) will represent approximately 620,000 people based on the construction classification used, who will have retired from the industry (Farmer, 2016). The 620,000 workers referred to only relates to the house building sector which is extremely alarming as figure 1 leaves you questioning; how the UK can possibly meet the target of building one million homes by 2020 as the pledged by the Government, a target set back in 2015 which is intended to ease the UK’s growing housing crisis. 
Another commitment made by the UK Government as previously stated, is the target of 3 million apprentices by 2020. Whilst this pledge does not relate to the construction industry alone, its intention along with the apprenticeship levy was to increase training allowances for employers and increase apprenticeship enrolment in the industry, subsequently increase young people entering the industry whilst increasing the quality of their apprenticeship programmes. 
However, a critical look at figure 2, obtained from Construction Industry Training Board (CITB, 2016) indicates the decline of first year trainees/apprentices entering the industry since 2005. Perhaps, the main cause for the lack of new recruits is that; school leavers don’t choose construction as their career choice because of the negative image of the construction industry, described in the Arcadis’ report as a ‘4D industry’ – dirty, dangerous, demeaning and depressing (Arcadis, 2017). Furthermore, from a survey of US’s high school students about the attractiveness of different careers, Construction ranked 498 of 500 occupations, thus reflecting the poor industry image (Ho, 2015). There is also the argument, that the grant provided by the CITB is unlikely to cover the full costs to an organisation, taking a trainee through to becoming a skilled and productive worker (Green, 2015). The average overall net cost to the employer over the training period is £23,932, which increases to £26,074 once the costs of dropout are accounted for (Hogarth, et al., 2012).
With the construction industry being so unpredictably volatile and subject to mass unemployment during financial downturns e.g. the late 2000’s recession. This combined with the high costs to organisations for having to train up new entrants to the industry, and the further risk of not retaining that individual after training. These can potentially lead to organisations importing ‘job-ready’ migrant labour at the expense of training (Green, 2015) which will further increase the labour shortfall as young, unemployed UK nationals could have potentially filled these roles. With profit margins being so low amongst smaller to medium sized construction firms and uncertainty over their future workloads, it is not surprising that many do not take on apprentices or trainees and/or train up current staff due to the risks involved with training and potentially not retaining that investment upon completion of their structured training. 
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Figure 1: House Building Sector: Forecast Workforce vs Required Workforce 
Source: Farmer Report (2016)
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Figure 2: Numbers of Construction and Built Environ. 1st-Year Trainees 1990-2015 
Source: Construction Industry Training Board (CITB, 2016)


Brexit
A further fundamental issue that could worsen the skill shortages in the UK, is the implementation of a ‘Hard-Brexit’ – (the UK’s exit from the European Union without a deal on immigration, border crossing and trade deals). Brexit was first billed for 29th of March 2019, now shifted to end of October 2019, but has been repeatedly delayed by Parliament in order to avoid a ‘No deal’ Brexit and/or a ‘Hard Brexit’, in order to reach a reasonable trade agreement with the EU. Again, The Farmer Review (2016) states that over half the workforce in London comprises migrant labour, without their input the construction industry labour workforce would not be able to deliver its required output. In addition, with no clear guarantee of EU nationals having the rights to remain in the UK post Brexit, the UK could see many of the EU nationals migrating back to their country of origins. This would also lead to a potential reduction in the influx of workers from European Union coming to the UK in search of work and would further have a devastating effect on construction productivity.
Currently in the UK there is a point’s-based system in place for non-EU nationals that wish to work in the UK (Mavroudi and Warren, 2013), this system is based on the Australian system and was launched in February 2008. It splits the applicants into 5 tiers, with each tier needing certain requirements, in order to achieve the sufficient number of points to gain a working visa for new entrants or to receive the rights to remain and work in the UK for current visa holders (Mavroudi and Warren, 2013). The points are based on the following criteria; age, English language ability, qualifications, earnings, UK experience & certificate of sponsorship, with the number of allocated points for each criterion-varying dependant on each of the tiers (Devitt, 2012). As it currently stands, this system highly favours entrepreneurs, investors and skilled workers applying for roles where there is an evident skills shortage in the UK. Post Brexit it is expected that this point’s-based system will be expanded to include EU nationals, depending on the outcome of Brexit. However, as it stands the Home Office have not established how they would deal with the new influx of EU nationals applying for visas. Further to this, at a time where you would expect the UK to welcome an influx of skilled labour migrants from the EU and elsewhere, by ensuring the application processes is simplified and not being used as an immigration deterrent. The government have increased application fees by 4 per cent in addition to the immigration skills surcharge, added to this, is a proposal to double the immigration health surcharge from £200 per year to £400, making the process very expensive (Meadows, 2018). Again, it appears that the UK government are changing the visa application process in a ‘preventive manner’ at a time the processes should be encouraging skilled visa applicants. Especially when there are other nations e.g. Australia, Canada etc. encouraging skilled migrant workers visa applications. This could lead to the United Kingdom losing potential skills to these other nations, if we do not adopt similar approach to their visa applications and processes.

Construction industries and Skilled labour Shortages in Other Civilized Nations
[bookmark: _GoBack]Hong Kong faces similar labour and skill shortages, with its construction industry almost replicating the downturn suffered in the UK due to the recession. The Hong Kong government executed plans to stimulate economic growth in the form of ten super infrastructural development projects; capital work expenditure in the public sector rose substantially from HK$21 billion in 2007-2008 to HK$62 billion in 2012-2013 and will increase to over HK$70 billion per year in the next few years (Ho, 2016). Construction in the private sector has also recently picked up due to the rising property price, hence as a result of this sustained high workload, the construction industry is facing the challenges of skill mismatches and an aging workforce (Ho, 2016), a similar situation to the UK. In order to combat this skill shortages, the Hong Kong equivalent of the Construction Industry Training Board (CITB), the Construction Industry Council (CIC) received additional funding from the Hong Kong Government and launched a number of initiatives to recruit skilled workers to work in Hong Kong’s construction industry, including the following; construction manpower training scheme which provides a training allowance to attract new entrants & the contractor cooperative training scheme which utilises contractors by using on-site training under the supervision of the CIC for new entrants (Ho, 2016). Nevertheless, the Hong Kong construction industry still, is struggling to recruit workers in several skilled roles.
Australia is another country which has similar issues with construction labour and skills shortages, the Building and Construction Industry Improvement Bill was implemented in 2003, to address the growing shortages of skilled labour identified in the Cole Royal Commission Report (Watson (2007). The report identified the following as causes, that contributed to Australia’s skills shortages; an ageing workforce and forthcoming retirement rates; changing skills required from various occupations; differences in demand and/or supply of skilled workers as a result of employment arrangements; poor educational qualifications translating into smaller and lower numbers of successful job applicants; inadequate apprenticeship rates and difficulties in attracting and retaining employees.
It appears the biggest issue Australia’s construction industry faces is its inability to ensure apprentices complete there structured training, with numerous drop outs (Eichhorst, et. al., 2015), unlike the UK whom similarly struggle with apprenticeships, but more on the recruitment of new apprentices. With a lack of young people enrolling onto apprenticeship programmes and with enrolment levels declining year on year, but the UK have a much better retention rates for apprenticeships than that of Australia’s (Gow, et. al., 2008). A key difference between the two industries is the infrastructure project portfolios with the UK’s workload greatly exceeding that of Australia’s which would explain the UK’s skills shortage as a result of high demand for such huge projects.
In Canada, there is also a deficit in the number of new entrants entering the industry and the number of workers whom are currently employed and are expected to retire over the next ten years. With more than 1.4 million people working in the construction industry, it is expected that 247,900 of these workers will retire over the next 10 years and only 215,700 new entrants will be available to fill the gap, creating a national deficit of 32,200 workers (Chad Chang et al, 2018).
Unlike the United Kingdom, Canada’s population growth is beginning to plateau and is slowing at a lesser rate The Build Force Canada (2018) report states, the results of this will  limit the long-term residential outlook translating into fewer new housing starts, but there will be a steady increase in demand for renovation and maintenance work, and an ongoing need for new skilled workers to replace those retiring (Build Force Canada, 2018). However, when comparing Canada’s shortfall of labour with the United Kingdom, it is clearly evident that the UK’s Construction Industry has a far greater shortfall required to be filled in order to execute and sustain the various infrastructure development plans and major projects planned for the furture. This is with the likelihood being that, if effective initiatives are not implemented swiftly enough to expanding the pool of skilled workers, whom are able to work on such projects, many projects could overun. This will be due to lack of labour availablility and budgets overrun due to the increase in wages for high demand labour roles which firms are struggling to recruit (these would mean, the forces of demand and supply at work).


Research Methodology
The use of exploratory research is utilised in this paper along with secondary literature review, to explore comprehensively the skill gaps in the UK construction industry.  In order, to address and achieve the research aims and objectives, a qualitative approach of utilising construction industry bodies and endorsed institutions’ journals, articles and existing case studies was adopted.
Exploratory research is utilised as it purely explores the research question, allowing the gathering of multiple sources of literature, whilst allowing supplementary researches around the research question to give a more holistic view and understanding of the research topic. As the nature of exploratory research is to merely explore the research question and does not aim to reach conclusive solution to the research question (Stebbins, 2001), further quantitative research in the form of analysis of secondary data and the use of qualitative research, collating key industry views on the subject, backed up by data to support these views have jointly allowed for the analysis and discussions. Where possible attempt was made to use qualitative data from academic journals to maintain upmost validity with greater accuracy. Additionally, this research applied inductive reasoning in order, to allow for the use of existing literature and theory to articulate the research question to be explored in this paper. Inductive reasoning begins with observations that are specific and limited in scope, and proceeds to a generalized conclusion that is likely, but not certain, in light of accumulated evidence (butte.edu, n.d.). Whereas deductive research is concerned with developing a hypothesis (or hypotheses) based on existing theory, and then designing a research strategy to test the hypothesis (Dudovskiy, 2019), this research opted not to use deductive approach as many factors which contribute to the skills shortage are current and ongoing, e.g. the present political situation in the UK. 
Interviews and questionnaires were not exploited, reason being that skill shortages are current and ongoing; hence individual’s opinions and point of views may be subjective and based on political views, affiliations and influences because Brexit is presently a hot political debate. Instead the use of secondary data collection techniques has been adopted for the content analysis, with key focus on industry endorsed research by key industry players and data by recognized regulatory bodies’ specific to the construction industry which critique would could say is also subjective as firms might want to speak for their benefits. 

Findings and Analysis
Arguably, the most fundamental issue for the United Kingdom currently, is the political situation in the wake of Brexit:  what the outcome could be, the impact it will have on the UK’s economy in general. However, this paper is limited to investigating the skills gap shortages and the speculative effect this could have on construction productivity, in addition to the already existing skilled workforce shortages and the now disproportionate population growth ratio with the skilled labour workforces.
A sizeable bulk of the London and the South East’s labour force is from the EU, the negative connotations of Brexit will further constrain the skills deficit and may directly or indirectly create obstructions for increasing construction productivity in the years to come.

Figure 3; is a summarised and tabulated initiative, potential benefits to the Construction Industry and relevant sources.
	
	Initiatives
	Source of data
	Potential benefits to Industry

	1
	Central and local government in the UK should seek as public procurers and planning regulators, to secure from developers and construction businesses workable obligations to train and develop local people.
	CIOB (2015), CIOB Perspectives: An analysis on migration in the construction sector

	Expansion of the pool of workers to fill the skills deficit with a large proportion of unemployed young people in the UK through education or training, targeting these individuals by tailoring training to meet the skills required for the industry especially in technical trades with shortages as being experienced in the Construction Industry.


	2
	The industry needs to continue and enhance its outreach work in schools, ensuring the careers advice presents a fair representation of the huge opportunities available at both trade and professional levels within the construction industry.
	
	A greater proportion of young people will be willing to enter the industry if the image of the industry is improved. Currently most young people would see construction as an undesirable career path, but with many opportunities for progression and a vast range of roles available, there is a career path for anyone with aspiration to work in construction; this will further relieve the burden of skill shortages.


	3
	Securing the rights for
those currently working in British construction industry post Brexit
	Arcadis (2017), Talent Scale, The real extent of Britain’s construction labour crisis
	This is fundamental, the UK needs to retain its current EU workforce and look to attract new EU nationals whom may wish to migrate to the UK post Brexit. Government needs to show that the rights of EU nationals remain is a priority in order to attract more migrant workers to fill the skills gap.


	4
	Sourcing and Encouraging alternative work source/s e.g. new skilled migrants’ workforce, ethnic minorities and women.
	Ho (2016), Labour and skill shortages in Hong Kong’s construction industry, Engineering,
Construction and Architectural Management. Vol. 23 Issue: 4, pp.533-550 

	Expansion of the pool of potential workers whom can work in the industry, with particular focus on black and minority ethnic (BAME) backgrounds and women. This will enable more entrants into the construction industry to fill the deficit of skill shortages and hence will further relieve and alleviate the burden.


	5
	The Construction Industry Training Board (CITB) should be comprehensively reviewed and a reformed programme instituted
	Farmer (2016), The Farmer Review of the UK Construction Labour Model, Modernise or Die.
	More efficient distribution of levy investment required to support industry wide innovation and modernisation, whilst focussing on the longer-term needs of the government. Also, ensuring recruitment quotas for trades where there is a shortage are met and apprentices/trainees complete their respective programmes with greater retention rates post completion, further relieving the burden on skills shortages.


	6
	Adopt new construction technologies and techniques to enhance construction productivity
	Ho (2016), Labour and skill shortages in Hong Kong’s construction industry, Engineering,
Construction and Architectural Management, Vol. 23 Issue: 4, pp.533-550

	Innovation and technology in construction e.g. offsite construction needs to be re-emphasised, realised and implemented. Example, the use of precast concrete as opposed to in-situ concrete and other construction productivity enhancements reducing the labour numbers required on major projects and infrastructure developments. 


	7
	Training and retraining the unemployed and underemployed could be a significant benefit to an industry under significant pressure
	Arcadis (2017), Talent Scale, The real extent of Britain’s construction labour crisis
	Relieving current shortages and leading to a culture of improvement throughout industry with training incentives for employees to allow them to reach career aspirations




Conclusion and Recommendations
It is recommended in this paper, that the following initiatives to government and industry be adopted in helping to ameliorate and solve the skills gap in the UK construction industry.
There is the need to increase apprenticeship and trainee programme/s enrolment quotas and retention rates (Feng, 2015); as mentioned previously in this research (illustrated in figure 2), the number of persons enrolled onto apprenticeship and trainee programmes has dramatically fallen since 2005 (Eichhorst, et. al., 2015). As a bare minimum, the industry should recruit the same number of individuals anticipated to retire each year from the industry with apprenticeship or trainee programmes. Although this will not solve the skill shortages immediately, it will ensure that there is a pipeline of young skilled professionals entering the industry for years to come, which could help replace those leaving the industry due to retirement. This will also promote a more positive image of the construction industry as one, which develops individuals into skilled professionals with career pathway to work on major projects with transferrable skills and in construction around the world.
Ensuring that the UK have access to EU labour market post Brexit and retain current EU nationals working in industry (Sumption, 2017); it is vital that the UK government ensures that the deal reached with the EU in the Brexit negotiations will ensure current EU nationals working in the UK construction industry are giving the rights to remain as a priority. Additionally, the government should actively seek not to deter new applicants from the EU whom could fill key skilled roles by making the work visa application process as user friendly and reasonably priced as possible. With over a third of London’s construction workforce coming from Europe, it is vital we attract these individuals to stay and any new application process imposed on EU nationals should not act as a deterrent and should appeal to invite skilled individuals to fill key industry shortage roles.
Increase pool of talent which the recruitment of skilled construction labour can be drawn from; the industry should actively look to encourage the recruitment of diverse social groups, encourage and attract females to enrol onto programmes as well as tailoring training and apprenticeship programs for minority ethnic groups. Industry image can act as a deterrent, particularly to females as the industry is seen as macho and male dominated, this stereotype needs to be addressed, perhaps by using school engagement programs to attract females from young age to look at construction as a viable career path. The industry should encourage minority ethnic group’s enrolment onto training programs by employing native speakers to carry out tailored made training programs, to fill specific skills required in the construction industry with the aim to alleviate skill shortages. Another approach could be looking to attract ex-offenders onto training programmes, which provide a fast track route into employment, further promoting a positive outlook for the construction industry whilst expanding the pool of workers, which employers can draw from to fill key skill shortages.
Impose quotas on significant government contracts that require contractors and their subcontractors to ensure a proportion of their workforce are apprentices; this recommendation has already been implemented on large scale projects like the Thames Tideway project where contractors are being asked to ensure 1 in 50 places are filled by apprentices from London and the wider Thames Water region  (KLH Sustainability, 2019). This study acknowledges there is a great deal of room for improvement and quotas like this should be embedded into the government’s house building targets. Also, rooted in the heart of the infrastructure contracts to promote a client and contractor culture of employing apprenticeships and ensuring their development is imperative to securing high profile contracts that brings an abundance of work. This cultural change should promote the recruitment of apprentices and trainees to ensure firms keep growing whilst providing sustainable career paths for the young and unemployed.
These recommendations require complete change in the culture of the UK construction industry, and it is vital to address the issues of skills gap and shortages as discussed in this paper and ensure implementations as recommended.
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Housebuilding Sector: Forecast Workforce vs Required Workforce
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development plans and timings as the
financial markets then measure
success or failure by deviating from

such statements. The culture of ‘data

Literature Review (2000 words)

Figure | (Souros:The Famer Review of the UK construstion sbour madel)

“Thefollowingsection ofthis eportreviews and examines existingavailable lterature n the
form of academic journals, publishedarticles and reports andalsosome websites relatingto
skills shortages in UK construction and further appropriate similar constuction industies.

‘Skills gap in the UK Construdtionindusiry

102015 theNationa Infrastructure Plan published ifs investment strategy consisting o564
projects encompassing transport nfrastructure, communications, energy and environmental
sectors atan investmentcostofa £411 billon. This pipeline of rojectscreated a demand
for around 400,000 engineering and constructionworkers by he year 2020, “Drivinga need
torecruitand rain nearly 100,000 additional workers &retrain and up-skil around250,000
of he existing workforce” (HM Treasury, 2015).

Whilstthese figures seem incomprehensibl areport from Dutch engineering consulancy.
Arcadis describes the shortfalinlabour by usingthe following headiine“Britsin mustrecruit
‘one worker every 77 seconds to meet construction needs” (Arcadis, 2017) wit fgures lke
theseits clearly apparentthatthe scarcy ofthe UKIabour supplyfor aimmensevariety of
skilled radesis a problem for the industry. In partcular Arcadis reportidentifies a surplus
requirementforthe followingirades; Electricians and electricalfters, Plumbing and heating
‘and ventilations engineers; Carpentersand joiners & Constructionand building rades.
Thesetrades alone make up over halfofthe annual recruitmen requirement of 407 495
necessary for Britainto fulll and carry outits housebuilding and ifrastructure projects.
between the years 2016 t0 2021

With 400,000 consiructionand engneeringworkers required per annum by the UK to
‘complete plannedinfrastructure investment projects andin orcerto meetthe housebuilding
targets, itbegs the question; could the situation be any worse? And unfortunately for the UK.
constructionindusty there are additionalfactorswhichwill without doubt cause futher
issues tothe ever growing skils crisis.

“The Farmer Report highlightsthe dispropotion between new workers enteringthe
‘constructionindustry andthose sther reiring orleavingthe incustry altogether. The report
States “The 2011 Census data shows us 30% of theworkforce atthefime aged over 50
thereforeifwe lookto ten years from nowin2026 this repres ents around 620,000 people.
based on e constructon dassificaon used, who il have rered from e industry.”
(Farmer, 201) The 620,000 workers referred to only reate to fhe house bulding secior
whichis extremely alarming

BREXT

Housebuikding Sector: Forecast Workforce vs Required Workforce
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Chart 1 — Numbers of first-year trainees 1990-2015 (Great Britain: All occupations) B
" terature Review (2000 words)
) B Thefollowingsectonof his reportreviewsand examines exisingavailabie iteture nthe BREXT
(000's) E form of cademic oumat,pubished sricies andepar and 0 s0me webS e reating o
B Skilsshortages n UK consiruction andiurther appropriatesimilarconstaucton ndusties
50 - g Skill gapin the UK Construction ndustry
Figure 1 (Suece: Th Famer Reviewofthe UK constacton sbour model)
45 | H 02015 the NationalInfrastructure Plan published its nvestment srategy corsisting of 564 Housebuilding Sector: Forecast Workforce vs Required Workforce.
Ei projects encompassing ransport, infrasiructure, communications, energy and envirormental
B sectors atan investment cost ofa£411 billon. This pipeline o projectscreated a demand 400,000
g foraround 400,000 engineering and consiructonworkers by the year 2020, Drivinga need 350,000
40 - B o recrutandtrain nearly 100,000 additionalworkers & relain and up-illaround 250,000 £ 300000
g of e existing worklorce” (H Treasury, 2015). 250,000
R 200,000
35 - B Whilstthese figures seem incomprehensibe  eportirom Dutch enginceing consultancy 150000
B Acadis describes the shortfalinlabour by usingthe following headine Brtain mustrecruit 100000
, e S HHan
30 4 B theseitis clearly apparentthatthe scarciy ofthe UK labour supplyfora immense varity of 3
g skilled radesis a roblem for theindusty. I partcular Arcadis reportiderifes a surplus 2016 2017 2015 2019 2020 2021 2022 2023 2024 2025
B requirementfor he followingrades; Elecrcians and electrica fiters, Plumbing andheating R
25 4 | ‘and ventilations engineers; Carpenters and joiners & Construction and buildingrades.
B Thesetrades slone make up over halfofthe annual recruitmentrequirementof 407,495
E necessaryfor Brtainto fulf and carry outits housebulding and nfrastructure rofects
] B between the years 2016 to 2021
20 B
B With 490,000 construcionand enginesringworkers required per anmum by he UK 0
B ‘complete plamnedinfrastructureinvesiment projects andin orcerto meet he housebuldng
15 B targets, itbegs the question; could the situationbe any worse? And unfortunately for the UK
B constructonindusty there are additionalfactorswhichvwillwithout doubt cause urther ALook into simiar ingustres
M issues to the ever growing kil criss. alectniosmaridues
10 B Here cantouch on HongKongand Australia..
The Farmer Reporthighlghts the disproporton between the pipeine of newworkers
2 entering the construction indusiry and those eiher retring o eaving the industry altogether.
5 R Thereportstates The 2011 Census data shows us 30% of the workforce tthe ime aged
B ‘over 50 herefore fwe look o ten years from nowin 2026 his represents around620,000
H people based onih constructon lassifcation usec wno wilhave retred romine roblems aced Overseas
0 B Industry” (Farmer, 2016) The 620,000 workers refemed o ony rlate to hehotse buiding
T B sectorwhichis extremely alarmingas Figure 1 Ieaves you questioning how the UK can
5 possibly meetthe targetofbulding one million homes by 2020 as the Governmentpledged,
q" é" q’* q“‘ q" o %“’ %‘3 QQ 0"’ & 65 e“‘ 0“ S @’ @ o " "” '\P‘ N | oo divasdivt sathraii-bhoiay At
PP PP I S TS E S :
H Another commitment made by Governmentwas thetargetof 3 millionapprertices by 2020,
B his pledge does notrelateto the consirudionindusty alone,butis intentionalong viththe
H ‘apprenticeshi levy was to increase trainingallowances and apprentceship nrolmentinthe. ——
& industry.
Notes: Due to changes made to data collection during 2004/2005, the total first-year intake displayed in the chart for years 2
1999 onwards does not include trainees undertaking a mechanical engineering course. 3
Since 2010 some additional clarification instructions were added to the questionnaire in an effort to ensure that training =
undertaken by the existing workforce (such as upskilling via Train to Gain) is excluded from this survey. |
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