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Skills funding should be used to change people’s chances in life. For me, the test is simple: does it help 
someone get into work, move into a better job, or progress in a sector where employers need talent? That 
principle underpins everything we do on skills in Cambridgeshire and Peterborough.

This refreshed Local Skills Improvement Plan sets out clearly and honestly where our skills system must 
change. The challenges are stark. A persistent north–south divide continues to shape opportunity across our 
region. Fenland remains the most education deprived local authority in England. Nearly 80,000 adults are 
economically inactive, with two thirds of them living in our northern districts. At the same time, too many 
employers tell us there is still a gap between the skills they need and the training the system provides.

But this Plan is not just about constraints – it is about opportunity. Cambridgeshire and Peterborough is home 
to globally competitive sectors and cutting edge innovation. Demand is growing rapidly in areas such as digital, 
artificial intelligence and green skills, and our priority sectors are creating high value jobs with real prospects 
for progression.

That is why we must focus relentlessly on training that leads directly to employment, higher wages and 
opportunity – particularly across the six priority sectors set out in our Local Growth Plan: life sciences; advanced 
manufacturing; digital technologies; defence; agri food and agri tech; and energy and clean technology.

This Local Skills Improvement Plan provides the framework to do exactly that: more apprenticeships, more 
employer led training, clearer routes from learning into work, and a skills system that serves every part of 
Cambridgeshire and Peterborough. Above all, it is a plan to narrow longstanding gaps in opportunity – in 
education, training and income – while supporting growth which reaches more people and places.

My ambition to grow and ultimately triple our economy means creating thousands of new jobs. This Plan is 
about ensuring local people have the skills to take advantage of those opportunities – so the benefits of our 
growth are more widely felt.

Foreword 

Paul Bristow

Paul Bristow
Mayor of Cambridgeshire and Peterborough

Cover Image Courtesy Of Paragraf
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Skills only create value when they respond to the real needs of employers and give people clear routes into 
sustainable, rewarding careers. That is why the employer voice sits at the heart of the Local Skills Improvement 
Plan. Businesses across Cambridgeshire and Peterborough have been clear about the challenges they face, the 
skills they require and the need for adaptability in a fast-paced world.

This refreshed LSIP reflects those realities directly. It is built from extensive engagement with employers, 
education and training providers, local government and key stakeholders across our region. It highlights where 
progress has been made, but also where more action is needed to ensure our skills system keeps pace with 
economic growth and changing workforce demands.

Cambridgeshire and Peterborough is home to some of the most innovative and ambitious businesses in the 
country. From life sciences and advanced manufacturing & materials, agri-food & tech to defence, digital, 
energy & clean tech, our growth sectors are creating new opportunities for growth and investment. It is also 
important to recognise the enabling sectors including construction, care, and education that are essential to 
our region’s progress. But growth can only be sustained if businesses can access the skilled workforce they 
need, and if local people can see clear pathways into those industries.

The Cambridgeshire Chamber of Commerce is proud to drive forward this programme in partnership with 
Cambridgeshire and Peterborough Combined Authority. The strength of the LSIP comes from collaboration: 
employers sharing insights into workforce needs, providers adapting and innovating their offer, and partners 
working together to create a more responsive and inclusive skills system.

This plan is not intended to sit on a shelf. It is a practical framework for action, focused on improving pathways 
into employment, strengthening technical and transferable skills, supporting workforce development, and 
helping businesses of all sizes engage more effectively with the education and training system. Nor is it a static 
document: it is key in a changeable world that we must adapt to the conditions around us.

As we look ahead, continued employer engagement will be essential. I would encourage businesses across the 
region to be proactive in their involvement, share their experiences and help shape the future skills provision 
that will support both economic growth and individual opportunity across Cambridgeshire and Peterborough.

Foreword 

Charlotte Horobin

Charlotte Horobin
CEO, Cambridgeshire Chamber of Commerce
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About our joint working

This Local Skills Improvement Plan is stewarded by Cambridgeshire Chamber of Commerce, as the designated 
Employer Representative Body, and the Cambridgeshire and Peterborough Combined Authority (CPCA). It reflects 
a shared commitment to placing employers at the heart of the skills system, while ensuring that skills investment, 
provision and delivery are aligned with the broader economic ambitions of the region.

The priorities set out in this plan are directly aligned to the Cambridgeshire and Peterborough Local Growth 
Plan, supporting its long term ambition to drive inclusive, sustainable growth across our identified priority 
sectors and the foundational economy. The LSIP translates those growth ambitions into clear, evidence 
led actions for the skills system—focusing on the workforce capabilities required to deliver productivity, 
participation and prosperity.

Cambridgeshire Chamber of Commerce has led the development of this LSIP on behalf of employers, drawing 
on extensive engagement, labour market intelligence and sector insight to articulate current and future skills 
needs. The Chamber’s role is to anchor the employer voice, support delivery through ongoing engagement and 
intelligence, and steward the LSIP as a living document that evolves with the economy.

Through close partnership working, shared governance and system leadership, the Chamber and CPCA are 
committed to ensuring this LSIP drives meaningful change – aligning public investment, provider delivery and 
employer action to meet the region’s most pressing skills challenges and unlock future growth.
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Introduction and purpose of the LSIP

What is the LSIP?
Local Skills Improvement Plans are employer-led strategies that set out the key changes needed in an area’s 
skills and training provision to better meet local labour market needs. It is addressed to education and training 
funders and providers, employers, and partners leading services to improve labour market outcomes across 
Cambridgeshire and Peterborough.  

LSIPs were established under the Skills and Post-16 Education Act 2022. This places a statutory duty on 
designated Employer Representative Bodies (ERBs) like Cambridgeshire Chamber of Commerce to develop and 
maintain an LSIP for their area in partnership with local stakeholders.

Skills England’s statutory guidance, updated in November 2025, sets out the official requirements of this LSIP.  
As a devolved area, Cambridgeshire and Peterborough’s plan must be developed jointly between the ERB 
and the Mayoral Combined Authority (CPCA) under a partnership arrangement. This is expressed formally in 
a Memorandum of Understanding between the Chamber and CPCA: it sets out our collaborative approach to 
the process, including how any disagreements will be managed, with escalation to the Boards of the Strategic 
Authority and the Chamber of Commerce if required.

But even if this were not a requirement, the Chamber and CPCA have an established and close working 
relationship on skills development: in gathering evidence of employer needs and intelligence on the broader 
labour market; and in designing and promoting initiatives, such as around youth employment.

LSIPs focus on the skills issues that matter most for local economic growth and inclusion. They are not 
comprehensive descriptions of every skills need in a fast-changing world. Instead, they identify the most critical 
gaps and priorities – those where the highest quality data and real-world feedback establish a need for action 
in strategically important areas of the economy. LSIPs set out the changes needed in the education and training 
system to address these needs. 

Crucially, LSIPs are living documents. They are designed to be reviewed, updated and refined over time 
as labour market conditions evolve, new evidence emerges, and priorities shift. Since the publication of 
Cambridgeshire and Peterborough’s first LSIP AI services have continued to transform areas of business 
practice, recruitment, and ways of learning. It has led to an unprecedented increase in demand for new 
commercial connections to energy and water supply with far-reaching implications for labour and skills needs. 
To keep on top of this and the many other ways that our region’s economy is changing, Cambridgeshire and 
Peterborough’s LSIP will be subject to an annual review and ongoing monitoring, drawing on the quarterly 
labour market intelligence programme and community of practice established since 2023. This ensures that the 
plan remains responsive and relevant throughout its three-year cycle.

Why refresh the LSIP now?
Our area’s first LSIP was developed by Cambridgeshire Chamber of Commerce in 2022–23 and covered the 
period to late 2025. This refreshed LSIP covers the period 2026 to 2029 and has been developed to meet the 
requirements for the new LSIP cycle set out in Skills England’s updated statutory guidance.

Significant changes in the national and local context make a considered refresh both timely and necessary:

•	 Shifts in the labour market: the labour market has cooled significantly. Job postings in Cambridgeshire 
and Peterborough fell to 17% below their long-term average in the second half of 2025. Health-related 
economic inactivity rose sharply following the COVID-19 pandemic, and persistent spatial disparities 
between Cambridge / South Cambridgeshire and the Fens / Peterborough continue to shape workforce 
outcomes. At the same time, the latest employment forecasts foresee a rise in qualification requirements 
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across our region’s economy, with a strong shift towards demand for Level 6 (i.e. higher qualifications at 
degree-level equivalent) and above.

•	 New funding and training frameworks: the Growth and Skills Levy replaced the Apprenticeship Levy 
from April 2026. It gives employers some new flexibilities in how they invest in workforce development, 
such as using Levy monies for shorter modular courses. But it also introduces new restrictions on the use 
of Levy funding for courses at Level 7 (master’s degree level equivalent) and above. The Lifelong Learning 
Entitlement (LLE) launching in January 2027, will for the first time give individuals in England a loan 
entitlement for modular higher education and training throughout their working lives.

•	 New local and national strategic context: CPCA’s Local Growth Plan (LGP) published in December 
2025 sets an ambition to double the size of the region’s economy by 2050 with a stretch target to treble 
it. It identifies six priority sectors for economic growth: Advanced Manufacturing & Materials; Digital 
Technology; Energy & Clean Tech; Agri-Food & Tech; Defence; and Life Sciences; while emphasising the 
necessary enabling role of the foundational economy and industries including health and social care, 
logistics and construction. The Get Cambridgeshire and Peterborough Working Plan targets an 80% 
employment rate and addresses economic inactivity, inclusion and progression. The UK Government’s 
Industrial Strategy, Clean Energy Mission, and labour market White Papers provide the national frameworks 
within which these local ambitions sit.

•	 Changing cost-of-employment and policy headwinds: employers have experienced a cumulative 
cost shock from the April 2025 increases to employer National Insurance contributions and the National 
Living Wage, and (for SMEs) business rates, with some reporting cancelled or deferred apprentice intakes. 
International developments, including the conflict in the Middle East from February 2026, have added 
to uncertainty around input costs and supply chains. The removal of UK government funding for Level 
7 apprenticeships is raised as a critical concern by the region’s employers - especially in life sciences, 
engineering and finance. Regulatory changes remain an important driver of demand for training – such as 
those relating to the installation of renewable energy technologies which create major near-term upskilling 
requirements for electricians.
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Executive summary

Core findings from the evidence base
This LSIP is built on an extensive evidence base combining labour market analysis, an employer survey of 341 
employer survey responses, 70 in-depth interviews with employers and stakeholders, feedback from employer 
events and focus groups, and thematic research from sector bodies and leading academic sources. The 
Technical Evidence Review and supporting documents can be viewed in full as appendices to the LSIP. Ten core 
findings emerge from this evidence.

1. Major differences in labour market outcomes divide the region’s geography  

Worker productivity in Fenland (GVA per hour) is 25% below the England average; Cambridge and South 
Cambridgeshire are both above it. Nearly 80,000 adults are economically inactive across our region, two-thirds 
in northern districts. Fenland is the most education-deprived local authority in England.

2. Replacement demand dominates future workforce need

86% of future workforce need is replacement demand, not new jobs. The region’s 65+ population is set to rise 
by 37% while our 16–24 cohort is projected to fall from 2031. Caring, elementary, agricultural and transport 
roles face the highest replacement pressure.

3. Labour productivity fell after the COVID pandemic following a period of strong growth

Over 2018-2023, growth in the region’s output per hour worked outstripped the national rate (4.2% vs 2.9% in 
real terms). But while growth was strong over the first part of this period (6.8% during 2018-2021) productivity 
fell back by 2.4% over 2021-2023 as the national measure increased. 

4. Recruitment activity is below trend and new jobs will demand higher level skills

Job postings are 17% below their long-term average. AI is enabling smaller teams, especially in tech, meaning 
growth in the region’s digital sector does not translate proportionately into employment. Employment forecasts 
see net growth concentrated at Levels 6 and 7, with demand for Levels 1–2 projected to fall.

5. Recruitment difficulties can be seen in the persistent shortages of workers in essential 
and technical roles 

Health workers, teachers, care workers, construction trades and engineers face the most entrenched 
recruitment difficulties. Engineering and manufacturing apprenticeship achievements have fallen 26% since 
2018/19. Mechanical engineers are among the hardest-to-recruit occupations in five of six LGP priority sectors.

6. There are spatial concentrations of weak labour demand and reduced participation in 
the labour market

Meeting the 80% employment target requires both supply-side support and sufficient local job demand, which 
does not currently exist at scale in Fenland. Early retirement is above average and rising; particularly in the 
rural Fens; in Peterborough, ill health is the primary driver of inactivity.
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7. Parts of the region see both low educational attainment and lower rates of youth 
participation in the labour market

Headline averages conceal extreme spatial inequality. Fenland ranks fifth lowest nationally on GCSE scores. The 
16–17 NEET rate has risen for the third consecutive year, with young people with learning difficulties or autism 
accounting for 70%+ of the increase. HE progression for disadvantaged youth is 19.7% in Cambridgeshire vs 
28.9% nationally.

8. Employer investment and physical access to FE are constraints on the uptake of 
education and training

The share of employees receiving work-related training within 13-weeks has fallen from 28.1% to 19.7% in four 
years. Only 33–34% of 16–19-year-olds in East and South Cambridgeshire are within 30 minutes of an FE provider. 
Few employers offer T-Level placements; Skills Boot Camps are identified as the most responsive mechanism. 
The LSIP employer survey reinforces this picture: only 11% of employers report using FE colleges and 9% 
universities for staff training, while 86% rely on on-the-job training and 34% on apprenticeships. Cost (46%) and 
staff time (46%) are the main barriers cited, with 19% reporting a lack of suitable local provision.

9. Demand for skills across Digital, Green, and AI is changing fast 

Our region has seen a nearly-50% turnover in the top 50 most-demanded skills between 2021 and 2025. Green 
skills postings are 33% above their long-term average. There is no credible local offer for practical AI skills in a 
commercial context. Teaching capacity is the binding constraint on green skills expansion.

10. Transferable skills are in high demand across every sector

The ten most requested skills across all job postings are all transferable skills. Communication is requested 
almost five times more than the leading specialised skill. Employers consistently cite shortages of 
communication, work ethic and basic work readiness among new entrants.
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Plan overview: priorities for action
This LSIP identifies eight priorities for action to meet our economic objectives, grow our key sectors, increase 
the productivity of our foundational economy (including health and social care, construction, education, and 
logistics), and increase labour market participation and inclusion.

Building higher-level and technical skills pipelines

Priority 1: Higher-level skills, HE progression and lifelong learning

Expand access to higher-level and modular HE provision beyond Cambridge, embed lifelong learning and 
degree-level apprenticeships, and continue to build a Level 6+ skills pipeline for growth sectors

Priority 2: Grow apprenticeships for young people

Reverse the decline in apprenticeships taken up by young people by simplifying employer engagement and using 
Skills Bootcamps, internships and promoting foundation apprenticeships as  routes into skilled technical careers

Priority 3: Fix leaky talent pipelines in engineering, electrical, construction trades and 
advanced manufacturing

Improve conversion from training to employment in engineering, electrical, construction trades and advanced 
manufacturing by piloting employer-led delivery models and addressing structural barriers between FE 
provision and workplace readiness

Strengthening foundational skills infrastructure

Priority 4: Strengthen skills for the foundational economy

Strengthen the foundational economy by prioritising foundational, vocational and employability skills in areas of 
greatest need, ensuring workforce capacity in care, construction, electrical engineering, logistics and education

Priority 5: Digital badging, transferable, and employability skills and high quality Careers 
Information Advice and Guidance

Embed transferable, digital and green skills within technical pathways through an expanded digital badging system 
and employer-recognised micro-credentials; strengthen high quality Careers Information, Advice and Guidance

Coordination and system responsiveness

Priority 6: High quality Careers Information Advice and Guidance 

Build a coordinated, employer-aligned CIAG offer embedding labour market intelligence, raising aspirations 
in areas with the highest concentration of NEETS, and closing the awareness gaps that leave in-demand 
occupations under-recruited and provision under-used

Priority 7: Major infrastructure projects and employment sites

Coordinate skills planning across major infrastructure and employment sites to align provision with future 
demand, reduce workforce competition, and maximise local employment benefits
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Priority 8: Systems leadership, coordination and employer support

Help employers navigate the new Growth and Skills Levy, the Employment Rights Bill, and evolving skills 
migration policy; expand the Teacher Industry Exchange Programme, strengthen careers information, advice 
and guidance and align skills capital investment to LSIP priorities.

Each of these priorities is set out in detail under LSIP priorities for 2026–2029 later in this document, with 
delivery actions, leads, partners and success measures consolidated in the Action plan summary in the 
Implementation, delivery and monitoring chapter.

What this means for…

Employers

Actively shaping LSIP delivery through the Skills Board and labour market intelligence; co delivering the talent 
pipeline via flexi apprenticeships, employer hosted training, Teacher Industry Exchange, work experience and 
degree apprenticeships; and investing more strategically using the Growth and Skills Levy, modular training and 
micro credentials to support workforce development and succession planning.

Education and training providers

Responding to the LSIP, in line with the statutory guidance set by Skills England and their accountability 
statements, by aligning provision and capital investment to the needs of the regional economy and LSIP priorities. 
Working to raise employer use of FE and training through more visible co-design alongside the LSIP’s priorities.

Cambridgeshire Chamber of Commerce

Anchoring the employer voice through continuous engagement and a regular intelligence programme; 
providing system leadership with CPCA by co‑chairing the Skills Board and stewarding the LSIP as a living 
document; supporting implementation by helping employers navigate policy change and brokering 
participation in flexi‑apprenticeships, Teacher Industry Exchange and employer‑led training pilots.

CPCA

Providing system leadership by aligning devolved adult skills funding and capital investment with the needs 
of the regional economy and the LSIP priorities; commissioning and coordinating provision at scale through 
Adult Skills Funding, Skills Bootcamps and Free Courses for Jobs (L3); enabling the system to work effectively by 
providing strong leadership and support to the skills ecosystem. 
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Strategic and economic context

The Cambridgeshire and Peterborough economy

Settlement patterns and accessibility
While Peterborough and Cambridge serve as the primary urban hubs, the region relies on 10 additional “built-
up areas” including St Neots, Wisbech, Ely, and Huntingdon. Beyond these is a sparsely populated hinterland of 
rural towns and villages. A significant portion of the population lacks easy access to major employment centres: 
the share able to do so within 30 minutes by walking, cycling, or car, are consistently below national averages, 
particularly in Fenland and East Cambridgeshire.

The same accessibility challenge applies to FE and HE provision: in East Cambridgeshire most adult FE provision 
is physically located outside the district (reflected in low Level 2 to 3 progression rates among young people). 
Recent and planned investment is starting to address this including the North Cambridgeshire Training Centre 
at Chatteris (operating under West Suffolk College in Fenland) and new West Suffolk College training centres 
planned for Ely (laboratory science and aseptic), Soham and St Neots. Some independent training providers are 
also using mobile / outreach delivery (including EV-based units) to reach rural communities.

Population growth: past and future
The region has seen rapid population growth over the last decade, outpacing national trends. Between 2014 
and 2024, the population grew by 11.3% (reaching 934,000), significantly higher than the UK rate of 7.8%. By 
2041, the population is expected to increase by 155,000 (+16.8%). While growth in the two main cities may slow 
slightly, South Cambridgeshire is projected to see accelerated growth, specifically in Waterbeach, Northstowe / 
Longstanton, and Girton. Other major expansions are slated for St Neots East, Hampton Vale, and Ely North.

Demographic divergence
There is a sharp demographic contrast between the younger urban centres and ageing rural districts. 
Cambridge (high student / young professional count) and Peterborough (high proportion of children and 
families) maintain a younger-than-average profile. Fenland, Huntingdonshire, and East Cambridgeshire have 
older populations. Over the last decade, these areas have seen a decline in 16–24-year-olds and stagnant 
growth in the 25–49 age bracket.

The challenge of an ageing workforce
By 2041 the 65+ age group will grow by 37% and the 16–24 age group is expected to shrink from 2031 onwards 
– more so in rural areas. This is now and will continue to be felt in the labour market. Between 2020 and 
2035, the region will require 295,700 additional workers: 86% of this demand (253,100 people) is replacement 
demand – needed simply to fill roles left by retirees, rather than for new job creation. Stakeholder engagement 
during the LSIP refresh identified manufacturing, engineering and social care as the sectors most exposed 
to this ageing-workforce dynamic, with employers in these areas reporting unusually long average tenures, 
retirement-driven succession crises and limited pipelines of new workers.
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Economic performance

Trends in economic output
In 2023, the region generated £31.4 billion in Gross Value Added (GVA) – roughly 1.6% of England’s total 
economic output, or £1 in every £62. The economy grew by 7.0% between 2018 and 2023 (1.4% p.a.). While this 
outperformed the national average (1.0% p.a.), it represents a significant slowdown from the 2013–2018 period 
(2.6% p.a.),reflecting the impact of global shocks like the COVID-19 pandemic and energy crises.

Despite the slowdown, sectors such as Scientific R&D, Motor Vehicle Manufacturing, and Residential Care have 
shown resilience and growth.

Productivity – the intra-regional divide
Across Cambridgeshire and Peterborough as a whole, GVA per hour worked (labour productivity) in 2023 
was 4.2% higher in real terms than in 2018. While productivity increased in a number of sectors, productivity 
declined in three of the region’s sector specialisms: Computer Programming, Architectural / Engineering 
Activities and Machinery Manufacturing.  Cambridge and South Cambridgeshire outperform national 
productivity with above average productivity growth over the past five years, but Peterborough and other 
districts lag behind. Worker productivity in Fenland is 25% below the England average.

Labour market conditions

Employment and commuting dynamics
At the time of the 2021 Census, Cambridgeshire and Peterborough was home to 437,000 employed residents 
while 453,400 people worked in the area: net in-commuting of 16,400 people. But there are stark differences 
in commuting trends playing out across the region. Cambridge has a high jobs density of 1.19 (more jobs than 
working-age residents), leading to a net in-flow of 22,300 people. East Cambridgeshire and Fenland suffer from 
a lack of local employment opportunities, with jobs densities as low as 0.70. Residents in these areas often 
commute to neighbouring counties. 

The occupation shift
Recent trends have shown a pivot in jobs growth by occupation:

•	 Significant growth: Transport and Mobile Machine Operatives (+17,800), Science, Engineering and Technology 
Professionals (+8,300) and Manufacturing Operatives (+6,200).

•	 Significant decline: Occupations vulnerable to Automation and AI – specifically Customer Service, 
Administrative, and Sales roles.

Recruitment and skill shortages
Recruitment difficulties have eased from a post-pandemic peak, but challenges remain. Project Management is 
the most requested skill, appearing in 1 in every 18 job postings.

•	 In-demand roles: health professionals, SEN teachers, and Engineers face the longest vacancy durations.

•	 Decline in tech demand: demand for traditional IT roles and skills (Java / SQL) has dropped as the surge in 
hiring during the pandemic unwinds globally. However, Artificial Intelligence is one of the specialised skills 
for which demand (as evidenced by job postings) is increasing most quickly (up +66% from 2021 to 2025).
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•	 Transferable skills: Communication, Leadership, Problem Solving are requested five times more often than 
specialised technical skills.

Labour market participation
The region currently has a record-low worklessness rate of 14.7% (lower than the 18.8% England average). 
However, beneath the surface, there are structural concerns. Around 80,000 residents are not in employment 
or education, with two-thirds located in the north of the region (Peterborough, Huntingdonshire, and Fenland). 
To reach the Get C&P Working Plan’s 80% employment target, the region needs to support almost 2,000 more 
people into work but there is insufficient demand in Fenland to achieve this rate locally.
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•	 Economic targets: double economic output 
by 2050 (core: £62.3bn); treble it (aspirational: 
£97.1bn)

•	 6 Priority sectors: Life Sciences, Advanced 
Manufacturing, Digital Technologies, Defence, 
Agri-Food & Tech, Energy & Clean-Tech

•	 Foundational economy: 72% of regional 
output, employing majority of workforce

•	 4 Opportunity Zones: Peterborough Fast 
Growth City, Global City Cambridge, North 
Hunts Growth Cluster, Fens Growth Triangle

•	 Infrastructure constraints: Water, energy, 
transport, housing

•	 Action Areas: Inclusive growth in 
Peterborough, Fenland, North Cambridge

•	 5-Pillar Skills Framework: (1) Inspire young 
people (2) Attract talent (3) Include NEETs 
& inactive adults (4) Support retraining (5) 
Understand industry needs

The local and national strategies that the 
LSIP is designed to deliver against

•	 IS-8 sectors: Advanced Manufacturing, Clean 
Energy, Digital & AI, Life Sciences, Defence, 
Creative Industries, Financial Services, 
Professional Services

•	 Skills reform: build strong IS-8 talent pipeline; 
enhance access to talent

•	 Places: investment in city regions and clusters; 
Oxford-Cambridge Growth Corridor

•	 Investment: £500m Local Innovation 
Partnerships Fund; £4bn via British Business 
Bank

•	 Innovation: £86bn R&D investment;  
AI Growth Zones

•	 Vision: 80% employment rate (current: 79.6%)

•	 Gap: around 2,000 additional people needed 
in work

•	 Economic inactivity: Tackle 15% rate of adults 
out of work or education

•	 Gender employment gap: Female 
employment 8.7pp below male (vs 6.1pp 
nationally)

•	 Spatial focus: Fenland (78.4%) and 
Peterborough (79.0%) are below 80% target

•	 Young people: Youth Guarantee for 
18-21-year-olds; NEETs focus

•	 Job quality: Tackling insecure, low-paying 
work; health and wellbeing at work

•	 Goal: clean energy superpower; net zero 
power grid by 2030

•	 Green skills: retrofit training, heat pump 
installation, EV maintenance

•	 C&P Relevance: Energy & Clean-Tech is one of 
6 LGP priority sectors

•	 Local delivery: Green Skills Centres, retrofit 
academies operational

•	 Construction: major uplift in workforce 
capacity and productivity needed for housing 
and infrastructure build-out

•	 Cross-sector: green skills needed across all 
sectors incl. foundational economy

C&P Local Growth Plan Get C&P Working Plan

UK Industrial Strategy Clean Energy Mission
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This LSIP’s approach to identifying 
priorities for action

1. Identify and quantify the human capital 
bottlenecks in the delivery of C&P’s 
strategic priorities

2. Inform choices across the skills system 
about how these barriers can be addressed 
and the actions that flow from them

•	 The rapid growth of LGP priority sectors

•	 The aspirational growth target for the C&P 
economy as a whole 

•	 The productivity of ‘everyday’ and ‘foundational’ 
activities across the economy

•	 Increasing labour market participation, reducing 
worklessness, and improving the quality of work 
experienced by employees

•	 Quantifying the skills and labour employers need 
to succeed 

•	 Quantifying the education and training provision 
that employers are likely to demand over the 
medium term 

•	 Informing career-seeker facing services about 
trends in job opportunities across the economy

The LSIP draws on the detailed evidence available from the Quarterly LMI reports for the last C&P LSIP cycle 
– detailed, 150+ page reports and suites of supporting documents that cover local employer sentiment, 
labour market participation, local jobs markets, workforce skills gaps and shortages, education and training 
outcomes, digital, green and transferable skills. It draws on the evidence base from the Get C&P Working Plan – 
information on inclusion, job quality and satisfaction, employee health, employment programmes. And it uses 
the evidence base for the Local Growth Plan, including labour market aggregates and forecasts by sector. The 
evidence base developed specifically for this plan extends our understanding of the region’s labour market 
along four important dimensions:

1. Employers 2. Revealed preferences 3. Needs assessment 4. Provision mapping

Upgrades our 
understanding of who 
our employers are 
across our priority 
sectors and areas of 
interest. We analysed 
their recruitment 
behaviour as sector 
cohorts and used this to 
ensure our engagement 
was well targeted.

Quantifies the revealed 
preferences of our 
employers – what they 
do over time in terms 
of recruitment (e.g. the 
skills, personal qualities, 
and qualifications they 
use to filter candidates), 
and employee training 
and development.

Maps the technical 
education and training 
requirements behind 
the most in-demand 
and hard-to-fill jobs, and 
those being generated 
by new technologies, 
business models and 
working practices.

Compares needs against 
existing and planned 
provision.
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How we did it

Quantitative research Qualitative research Thematic research

We drew on state-of-the-art 
databases on company location 
and activity (The Data City) 
and job postings (Lightcast), 
accredited education provision 
(Skills England and HESA), 
data from the Chamber, CPCA, 
and stakeholders such as on 
ITP provision, alongside more 
traditional sources of labour 
market information like the ONS.

We analysed inputs gathered 
from 70 in-depth interviews, focus 
groups, and 341 employer survey 
responses.

We tapped into the latest 
thematic labour market research 
from sector bodies and leading 
academic sources like IER.

Detailed evidence base materials are available as separate annexes to this document, including:

The evidence base

Document Purpose and content

Technical Evidence Review Main LSIP evidence base document

Synthesis of Stakeholder Feedback Supplementary evidence base document focused 
on analysis of interview, events and focus group 
transcripts

LSIP Employer Survey Analysis Supplementary evidence base document focused on 
the LSIP survey of employers

Policy Context Review This covers the local, regional, and national policy 
and strategy context for the LSIP; a review of LSIP 
development best practices; and themes emerging 
from the monitoring reports of the 2022-2025 LSIP

Priority Sectors Recruitment and Technical Education 
(spreadsheet) 

Analysis of job postings (2021-2025) by employers 
identified against each priority sector; technical 
education products and achievements for in-demand 
and hard-to-fill occupations

FE Providers Data (spreadsheet) Enrolments by education and training provider by 
subject area

Mapping of Existing LSIP Activities to Emerging 
Priorities

Mapping of existing LSIP activities (since 2023) onto 
LGP priority sectors, the foundational economy and 
cross-cutting themes
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Local skills needs:  
Advanced Manufacturing & Materials

Sector overview
Advanced Manufacturing and Materials (AM&M) is a cornerstone of the Cambridgeshire and Peterborough 
economy. It spans several high-value sub-sectors, including material science, robotics, life sciences 
manufacturing, electronics manufacturing, and additive manufacturing. In 2023, AM&M contributed £3.2 billion 
to the regional economy (10% of total output) making it the largest of the six LGP priority sectors by economic 
contribution. The LGP identifies opportunities in knowledge-intensive sub-sectors with strong academic links, 
the growing space sector, and a developing cluster of green manufacturing and engineering firms.

Key employers include Perkins Engines, Marshall of Cambridge, Domino Printing, Qualcomm, Bosch, Hexcel, 
JDR Cable Systems, Xaar, Michell Instruments and Hotpoint, with electronics manufacturing represented 
by employers such as Capital Systems, and graphene-based semiconductor manufacturing by Cambridge 
spin-out, Paragraf. Recruitment activity spans the manufacture of engines, industrial software, medical and 
laboratory equipment, semiconductors, communications equipment, composite materials, 3D printers and 
domestic appliances. The sector’s employment is distributed across the region, with significant concentrations 
in Peterborough (Perkins Engines), South Cambridgeshire and Huntingdonshire.

Skills demand and shortages

Rank
Top in-demand occupations  
by job postings volume

Hardest-to-fill occupations  
by job postings duration

Most requested skills  
by share of job postings

1
Programmers and Software 
Development Professionals

Managers in Transport and 
Distribution

Communication

2 Sales Related Occupations n.e.c. Production and Process 
Engineers, Plant and Machine 
Operatives n.e.c., Quality 
Control and Planning Engineers, 
Electronics Engineers, 
Engineering Technicians, 
Electrical Engineers, IT Managers

Management

3 Mechanical Engineers Problem Solving

4

Transport and Distribution 
Clerks and Assistants

Detail Oriented

5
IT Business Analysts, Architects 
and Systems Designers

Mechanical Engineers, Project 
Support Officers

Sales

Source: Lightcast (job postings 2021-2025)

Distinctive challenges
Automation is expected to cause significant net job losses, but a shortage of technical skills hinders adoption. 
Digitalisation boosts efficiency but requires advanced digital skills, while environmental sustainability fuels 
demand for expertise in resource efficiency and electric vehicle technologies. Skill shortages are driven by 
negative views of manufacturing careers, limited workforce diversity, reduced international recruitment post-
Brexit, and falling apprenticeship rates – engineering and manufacturing apprenticeship achievements in 
the region dropped 26% between 2018/19 and 2024/25, despite a rise of 26% in the number of completed 
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apprenticeships across all subject areas. Of those job postings that specify a need for qualifications, 81% are at 
Level 6+, well above the regional average. This discourages new entrants and contributes to fewer apprenticeships. 
Provider challenges include funding, resources, and outdated standards for training in AI and automation.

These pressures are compounded by an ageing-workforce and succession-planning challenge: employers in the 
sector report unusually long average tenures and a wave of retirements, with a limited pipeline of new entrants 
to replace departing skilled workers. National sector evidence (ECITB) suggests 30,000–40,000 engineering 
construction workers will need to be recruited or replaced across the UK by 2030.

Workforce skills gaps
Beyond recruitment shortages, existing workers require upskilling to keep pace with technological change. The 
transition to Industry 4.0 practices – integrating automation, data analytics and AI into production processes 
– demands continuous professional development across all levels. Process improvement skills (continuous 
improvement, lean manufacturing, Six Sigma) feature prominently in job postings, indicating that employers 
are seeking workers who can drive productivity gains as well as operate equipment. Management and 
leadership skills are a consistent gap: the sector needs managers who can lead digital transformation, manage 
hybrid teams and navigate supply chain complexity. Communication, the most requested skill and cited in 43% 
of AM&M postings, underscores the importance of transferable skills alongside technical expertise.

Training pipeline and provision
Local technical education offers good support for IT and sales roles, but engineering apprenticeship 
achievements remain low despite available provision, indicating issues with uptake and awareness rather 
than supply. There are gaps in provision for supply-chain occupations and limited training for quality control 
and planning engineers. Skills England recommends more flexible, modular courses to increase participation, 
aligning with employer feedback that current FE models do not fully serve manufacturers’ needs.

Across the engineering and green-skills components of the sector’s training pipeline, teaching capacity remains 
a binding constraint.

1. Reverse the decline in manufacturing and engineering apprenticeship take-up: provision 
exists locally for the engineering and technician roles the sector most needs but apprenticeship 
achievements have fallen by 26%. The priority is to increase take-up and awareness, address employer 
barriers, and pilot new delivery models (flexi-apprenticeships, employer-hosted training) that better suit 
manufacturing work patterns.

2. Close provision gaps for supply chain and electronics roles: transport and distribution roles are 
in high demand and hard to fill, with little or no local provision. Electronics manufacturing similarly 
has limited local technical education provision despite its scale within the region’s economy. New or 
expanded pathways are needed.

3. Raise the sector’s profile and widen the talent pool: manufacturing’s reputational deficit is 
deterring entrants and limiting diversity. Careers information and employer engagement must articulate 
the reality of modern advanced manufacturing as a high-skill, high-value career path requiring Level 6+ 
qualifications, digital fluency and multidisciplinary capability.

Summary of sector priorities  
for Advanced Manufacturing & Materials
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Local skills needs: Agri-Food & Tech

Sector overview
Cambridgeshire and Peterborough’s Agri-Food & Tech sector spans farming to food distribution, supported 
by leading agri-science research and innovation. In 2023 it contributed £1.2 billion to the regional economy 
(4% of total output). The region hosts growers, breeders, research centres, agrochemical firms, and major 
processors in Peterborough, Huntingdon, and the Fens. Scientific and technological integration –such as 
precision agriculture and automation – helps address climate challenges, rising costs, and food security. The 
LGP identifies growth opportunities in automation for supply chain efficiency, adoption of regenerative farming, 
and digitalisation to improve decision-making. Organisations such as Agri-TechE, NIAB, and the Cambridge Crop 
Science Centre support a strong innovation ecosystem, but the connection between this research excellence 
and the sector’s workforce skills base could be strengthened.

Sector stakeholders consistently report that agri-food and agri-tech are under-represented in regional skills 
planning relative to the sector’s strategic importance — primary agriculture (~£10bn UK GVA) underpins a 
~£150bn UK agri-food sector, agriculture is a dominant sector in Fenland, and food-supply resilience has gained 
renewed strategic significance.

Key employers include G’s Group, Produce Investments, Hutchinson Group, J.B. Shropshire and Sons, Hilton 
Foods, Hain Celestial, Fenmarc Produce, Kitchen Range Foods and Lamb Weston. Between 2021 and 2025, the 
sector advertised 7,170 job postings. Although postings have fallen in recent years in line with regional trends, 
they remained 80% above the long-term annual average in 2025. The median salary offered was £27,800, 10% 
below the regional average, reflecting the mix of operative and skilled technical roles.

Skills demand and shortages

Rank
Top in-demand occupations  
by job postings volume

Hardest-to-fill occupations  
by job postings duration

Most requested skills  
by share of job postings

1
Transport and Distribution 
Clerks and Assistants

IT Business Analysts, Architects 
and Systems Designers

Communication

2
Sales Related Occupations n.e.c. Quality Control and Planning 

Engineers
Detail Oriented

3
Plant and Machine Operatives 
n.e.c.

Mechanical Engineers Management

4
Assemblers and Routine 
Operatives n.e.c.

Other Researchers, Unspecified 
Discipline

Sales

5
Food, Drink and Tobacco 
Process Operatives

Social and Humanities Scientists Operations

Source: Lightcast (job postings 2021-2025)
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Distinctive challenges
Over the last five years, food manufacturing and crop production firms have led recruitment, but the sector also 
relies on skills in wholesaling and logistics. The most sought-after roles focus on moving products to market, such 
as transport and distribution clerks, while specialist skills in demand like continuous improvement, food safety, 
sanitation, and auditing reflect strong regulatory requirements. These demands are influenced by consumer 
expectations for traceability, hygiene, animal welfare, and technology integration. Many difficult-to-fill positions 
require Level 4+ qualifications, with 69% of postings that include  a qualification requirement ask for Level 6+, 
above the regional average. Agricultural and food production jobs face negative perceptions, with many job 
seekers unaware of their technological complexity and opportunities for career progression. The sector has 
traditionally depended on EU migrant labour for seasonal work and operative roles; post-Brexit immigration 
changes have reduced this supply, prompting adaptation in recruitment and training strategies.

Workforce skills gaps
The existing workforce faces significant upskilling demands as the sector transitions toward precision 
agriculture, automated food processing and data-driven decision-making. Farm managers and food production 
supervisors increasingly need digital literacy, data analysis and technology management skills alongside 
traditional agronomic or production expertise. Food safety and regulatory compliance requirements continue 
to intensify, requiring ongoing CPD at all levels. Leadership and management skills are a gap, particularly 
among SMEs in the food supply chain where succession planning is often informal and fragmented.

The sector’s median salary – 10% below the regional average – makes it difficult to attract and retain workers 
who have options in better-paying sectors. This is particularly acute for the engineering and IT roles that are 
hard to fill: the sector is competing for the same talent pool as advanced manufacturing, defence and digital 
technology, but offering lower median pay. Stakeholder engagement also surfaced cases where the local 
skills base has become a constraint on inward investment decisions, not only on workforce supply for existing 
operations — with at least one major employer reportedly delaying a planned new production facility because 
of doubts about whether the local skills and infrastructure could support it.

Training pipeline and provision
The local technical education landscape presents significant gaps for the Agri-Food & Tech sector. Transport and 
warehouse roles are the sector’s most in-demand occupations but there is no relevant local provision specific 
to these. Technical education for vital agricultural roles, including farm workers and land-based engineering 
technicians, are not provided locally but by specialist land-based colleges elsewhere in the country, presenting 
challenges of access. While general manufacturing and engineering provision is available locally, courses specific to 
food and drink manufacturing and engineering – such as the Food and Drink Process Operator and Food and Drink 
Engineer apprenticeships – are missing from the local offer. Where provision does exist – notably for mechanical 
engineers and sales-related roles – apprenticeship achievements have been low, suggesting that the issue is not 
solely one of provision but also of awareness, take-up and the sector’s attractiveness to potential learners. 
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1. Improve local access to provision for agricultural, food production and logistics roles:  
the sector’s most in-demand occupations have no or very limited local provision. New pathways are 
needed for transport and distribution, farm workers, and land-based engineering. Given the national 
nature of some land-based provision, this will involve brokering new partnerships with out-of-area 
specialist colleges as well as expanding local capacity. Food manufacturing employers report a 
preference for general engineering apprenticeships over highly bespoke food and drink engineering 
pathways, reflecting cohort viability concerns and the value of cross-sector agility; the LSIP supports 
general engineering routes as the primary employer-recognised pathway, with bespoke food and drink 
content embedded where employer demand justifies it.

2. Strengthen the engineering talent pipeline for the sector: mechanical engineers, IT analysts, 
and quality control and planning engineers are hard to recruit. The sector is competing for these roles 
with better-paying sectors. Targeted engagement, employer incentives and promotion of agri-tech as a 
technology-intensive career path are needed alongside improved take-up of existing provision.

3. Build the digital and data skills base within the existing workforce: the transition to precision 
agriculture, automated processing and data-driven farming requires a step-change in the digital 
capabilities of the current workforce. Modular, employer-led training formats – including through the 
digital badging scheme and micro-credentials – are more likely to achieve impact than institutional FE 
courses for a sector characterised by dispersed, SME-dominated employment.

Summary of sector priorities for Agri-Food & Tech
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Local skills needs: Defence 

Sector overview
Cambridge and Peterborough’s Defence suppliers drive high-value employment and innovation, drawing on 
core research and commercialisation strengths in artificial intelligence, cyber security, quantum computing, 
space, advanced materials, semiconductors, engineering biology and advanced connectivity technologies. 
Defence is now an active and growing driver of local skills demand with sector activity reinforced by recent 
investment, ramped-up production at major manufacturers, and a Midlands–Eastern defence-tech consortium 
working across cyber, drones, unmanned systems, naval, nuclear and aerospace. 

The Aviation cluster (Stansted, Duxford Zero-Carbon Aviation Tech cluster – around 1,200 jobs) overlaps 
strongly with Defence and with Advanced Manufacturing & Materials in its skills demands. The LGP identifies 
opportunities in harnessing advanced digital technologies, expanding advanced defence manufacturing in 
aerospace and unmanned systems, and strengthening collaboration between the region’s SMEs, the Armed 
Forces and intelligence services.

Key local employers include Marshall Group, the Ministry of Defence (including RAF stations and Alconbury 
Weald), Leidos, Babcock International, TTP Group / Awerian, Ultra Precision Control Systems, Thermo Fisher 
Scientific, PA Consulting, Cambridge Consultants and Mott MacDonald.  The MOD site at RAF Wyton, a key 
location of Cyber & Specialist Operations Command, alone has approximately 2,500 employees, with a further 
1,000 expected in the next 5-10 years as further capabilities locate to Wyton from elsewhere. Project FAIRFAX 
seeks to develop an Ecosystem for Defence in the area likely resulting in further job creation

Between 2021 and 2025, defence-related employers advertised 10,890 job postings with a median salary of 
£42,700 – 39% above the regional average. Although postings have fallen from their 2022 peak, they remained 
at their long-term average level in 2025 while the rest of the labour market was 12% below average. With 
government commitments to higher spending on defence, future growth is likely.

Skills demand and shortages

Rank
Top in-demand occupations  
by job postings volume

Hardest-to-fill occupations  
by job postings duration

Most requested skills  
by share of job postings

1
Programmers and Software 
Development Professionals

Other Registered Nursing 
Professionals, Quality Control 
and Planning Engineers

Communication

2
Project Support Officers Project Support Officers, 

Mechanical Engineers, Plant 
and Machine Operatives n.e.c., 
Production Managers and 
Directors in Manufacturing, 
Managers and Proprietors 
in Other Services n.e.c., CAD, 
Drawing and Architectural 
Technicians

Management

3
IT Business Analysts, Architects 
and Systems Designers

Project Management

4
Electronics Engineers Planning

5
Cyber Security Professionals IT Business Analysts, Architects 

and Systems Designers, Civil 
Engineers

Leadership

Source: Lightcast (job postings 2021-2025)
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Distinctive challenges
Security clearance requirements create a potential barrier to entry: many roles require at least a Security Check 
(SC) status and some the more extensive Developed Vetting (DV), which can limit the pool of immediately 
eligible candidates and extends recruitment timelines in order to gain the required clearance. 

The term ‘defence’ is widely misunderstood – often conflated with armed forces recruitment rather than 
the defence industry’s breadth of civilian, technology, manufacturing and consultancy roles. Furthermore, 
the analytical boundaries of the sector are inherently blurred: Defence overlaps significantly with advanced 
manufacturing, digital technology and life sciences. Many employer capabilities are dual-use, serving both 
civilian and military markets. 

Workforce skills gaps
The existing defence workforce faces rapid upskilling demands driven by the pace of technological change. 
Cyber security, AI and machine learning, data science, technical textiles, and rapid prototyping are all areas 
where the sector’s skills requirements are evolving faster than the education system can respond. Leadership 
and management skills are in strong demand and among the most requested skills in Defence job postings. 
The sector requires managers who can operate across the interface between technology, security requirements 
and complex procurement processes. Supply chain management skills are increasingly critical as the 
government’s emphasis on sovereign capability and buying from SMEs reshapes defence procurement. Beyond 
pure technical skills, employers are placing increasing weight on commercial acumen and an ‘adaptive mindset’ 
– the ability to combine technical capability with business understanding and to respond rapidly to changing 
requirements. Among postings specifying qualification requirements, 71% required Level 6+, significantly above 
the regional average of 64%.

Training pipeline and provision
The Air and Defence College at Peterborough College is a working pipeline model into the industry and the RAF, 
providing Level 3 study programmes for 16–19 learners across engineering, computing and uniformed services, 
developed in collaboration with the RAF, aerospace employers and FE colleges.

Local technical education follows similar trends as other sectors but has unique gaps. IT and project support 
roles are well-covered with training and apprenticeships, while engineering fields offer good provision but 
apprenticeship completions have declined since 2018/19. Supply chain jobs and production management 
positions lack local training options and are hard to fill. Skills England’s assessment for Defence notes issues 
including overly broad or narrow apprenticeship content, outdated standards, restrictive entry requirements, 
T Levels not accepted for Level 6 apprenticeships, and limited learning for Level 4/5 graduates. It also suggests 
drawing lessons from regions that have successfully developed Defence skills pipelines.
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1. Build a defence-specific careers narrative and talent pipeline: this sector is a new priority for 
economic development strategy in the region, widely misunderstood, and faces a perception barrier 
that may deter potential entrants. Stakeholder feedback emphasises that engagement and career-
attractiveness are fundamental issues for young people: without active engagement, training places 
remain unfilled. LSIP actions will support the development of a clear public-facing narrative about the 
breadth of civilian, technology and manufacturing careers in the defence sector, connected to targeted 
engagement with schools, colleges and career changers. 

2. Address the engineering skills shortage shared across defence, manufacturing and 
construction: mechanical engineers, electronics engineers, civil engineers and production engineers 
are in high demand and hard to fill across the defence sector, with provision available locally but 
apprenticeship achievements low relative to employer demand. The LSIP’s response to the engineering 
pipeline will explicitly encompass defence alongside other priority sectors.

3. Close gaps in provision for supply chain roles and learn from models elsewhere: procurement, 
and logistics are in demand with little local provision. The LSIP should broker learning from nuclear 
and other defence-adjacent supply chain development models (Hinkley Point, Sizewell, gigafactory 
developments) and explore how these approaches can be adapted for the Cambridgeshire and 
Peterborough defence sector.

Summary of sector priorities for Defence
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Local skills needs: evidence and 
assessments – Digital Tech

Sector overview
Cambridgeshire and Peterborough is home to one of the most established and fast-growing digital sectors in the 
country. It encompasses businesses focused on the creation, development and application of digital hardware, 
software, tools and devices – from semiconductor and microchip manufacturing, software engineering and 
FinTech, to deep tech, game development, wireless technology, artificial intelligence, cyber security and photonics. 
The sector also operates as a cross-cutting facilitator of innovation and knowledge transfer across all other 
priority sectors, making its health fundamental to the wider regional economy. The LGP identifies substantial 
medium-term growth opportunities in AI, semiconductor chip design, quantum technology and cyber security.

In 2023, Digital Technologies contributed £2.1 billion to the regional economy (7% of total output) and 
employed around 35,000 people. Key employers include ARM, Frontier Developments, Darktrace, EVI 
Technologies, Aveva, Redgate Software, Jagex, Huawei, MathWorks and Featurespace. Between 2021 and 2025, 
the sector advertised 52,980 job postings – by far the highest volume of any priority sector – with a median 
salary of £50,100, 63% above the regional average.

Skills demand and shortages

Rank
Top in-demand occupations  
by job postings volume

Hardest-to-fill occupations  
by job postings duration

Most requested skills  
by share of job postings

1
Programmers and Software 
Development Professionals

Engineering Technicians Communication

2
IT Business Analysts, Architects 
and Systems Designers

Management Consultants and 
Business Analysts

Python

3 Mechanical Engineers Production and Process 
Engineers, Web Design 
Professionals, Electrical 
Engineers

Software Engineering

4 Electronics Engineers C++

5

Computer System and 
Equipment Installers and 
Servicers

Mechanical Engineers, Electronics 
Engineers, IT Quality and Testing 
Professionals, Project Support 
Officers, Other Researchers, 
Unspecified Discipline

Management, Problem Solving

Source: Lightcast (job postings 2021-2025)

Distinctive challenges
The sector is experiencing a significant and sustained contraction in recruitment. Job postings have fallen 
sharply since 2022 and in 2025 were at their lowest level for 11 years and 33% below the long-term annual 
average, compared to 11% below across the wider labour market. This reflects global trends: a post-pandemic 
correction after rapid digital transformation and over-hiring of tech workers, combined with AI automation 
beginning to eliminate some roles. The sector’s most distinctive challenge is the structural shift in demand 
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caused by AI. The rapid acceleration of generative AI is simultaneously creating new skills requirements (AI 
governance, prompt engineering, machine learning operations) and reducing demand for some established IT 
roles, particularly routine coding and software testing. 

Workforce skills gaps
AI is driving significant upskilling across the workforce, even for experienced software engineers who now need 
skills relating to AI/ML integration, responsible AI development, and data engineering. New leadership roles have 
emerged to oversee the implementation of new technology. Communication skills are highlighted in 29% of postings 
due to the interdisciplinary nature of digital positions, requiring technical staff to collaborate across organisations 
and explain complex concepts to non-technical audiences. Management and leadership abilities remain crucial 
for scaling tech companies and managing global teams, while agile methodology is still highly valued for its 
focus on delivery in uncertain environments. Across digital employers, the most consistently identified gap is 
in AI-literate practitioners with commercial acumen — the ability to combine technical capability with business 
understanding — and an ‘adaptive mindset’, ranked above specific technical knowledge by several employers. 
Engineering professionals and technicians account for half of the hardest-to-fill roles. Among job postings with 
qualifications specified, 90% require Level 6 or above indicating most positions follow higher education pathways.

Training pipeline and provision
Most IT roles are well supported locally with high apprenticeship rates, except for IT quality / testing and 
web design professionals, where gaps in provision persist. Engineering occupations critical to the sector – 
mechanical, electronics, electrical engineers, technicians, and process engineers – face low apprenticeship 
uptake despite local training options. This reflects the broader cross-sector challenge around the pipeline 
of engineering talent. Project support officers are well provided for, yet remain difficult to recruit due to 
competition from other sectors. Rapid AI-driven change risks outpacing the training system’s ability to keep 
curricula relevant: SMEs need shorter, flexible training options. The high qualification threshold (90% at Level 
6+ for posts that specify a level) also limits access through traditional FE channels.

1. Develop flexible, modular training pathways for AI and emerging digital skills: the pace of 
change in AI, machine learning, data science and cyber security outstrips the capacity of traditional 
qualification frameworks to keep up. The LSIP supports the expansion of modular, employer-led 
training – including through the digital badging scheme and micro-credentials – and advocate for AI 
apprenticeship standards accessible to SMEs.

2. Address the shared challenge of the engineering talent pipeline: mechanical and electronics 
engineers are high-demand, hard-to-fill occupations with good local provision but low apprenticeship 
achievements relative to demand. The sector’s response will be integrated with the LSIP’s broader 
engineering pipeline priority (Priority 3), recognising that the digital sector competes for the same 
hardware engineering talent as advanced manufacturing and defence.

3. Close gaps in provision for IT quality and testing and strengthen pathways from FE to the 
sector: vacancies for IT quality and testing professionals are hard to fill and in demand, with no local 
provision. Given the sector’s requirement for Level 6+ qualifications in many roles, the LSIP supports the 
development of clear progression routes from Level 3/4 into higher-level digital roles, including through 
degree apprenticeships and the Lifelong Learning Entitlement.

Summary of sector priorities for Digital Tech

Cambridgeshire & Peterborough Local Skills Improvement Plan 27



Local skills needs: evidence and 
assessments – Energy & Clean Tech 

Sector overview
With a turnover of £740m, employing 2,100, the Energy & Clean-Tech sector encompasses technologies that help 
mitigate climate change, reduce emissions, enhance resilience and foster sustainable development. The sector 
spans multiple industries and stages – from R&D to software, manufacturing, utilities, infrastructure services, 
waste management, recycling and smart technologies. Emerging activity in sustainable materials manufacturing, 
including substitution of carbon fibre with bio-based composites, is reinforcing the sector’s reach.

Key employers locally include Johnson Matthey, M Group Energy, Sweco, Midsummer Energy, Mott MacDonald, 
Levidian Nanosystems, AECOM, Cummins and Aliaxis. The LGP identifies economic opportunities in AI-driven 
design tools, digital twins and green construction materials for the built environment; sensor technologies for 
sustainable food systems and water management; digital platforms underpinning energy and water management; 
and innovation in waste processing, material reuse and circular product design. The region’s role in the Oxford–
Cambridge corridor provides additional impetus, with major infrastructure and clean energy projects in the pipeline.

Between 2021 and 2025, the sector advertised 5,790 job postings with a median salary of £34,000 – 10% above 
the regional average. It stands out as the priority sector with the strongest growth trajectory: job postings 
for Energy & Clean Tech grew to a record high in 2025, reaching 102% above the long-term annual average 
compared to 13% below average across the economy as a whole. This is the most emphatic demand signal of 
any priority sector and underscores the urgency of building the skills pipeline. 

Skills demand and shortages

Rank
Top in-demand occupations  
by job postings volume

Hardest-to-fill occupations  
by job postings duration

Most requested skills  
by share of job postings

1 Project Support Officers Biological Scientists Communication

2
Programmers and Software 
Development Professionals

Electronics Engineers, Energy 
Plant Operatives

Management

3
Civil Engineers Large Goods Vehicle Drivers, 

Management Consultants and 
Business Analysts

Project Management

4 Electrical Engineers Electrical Engineers, IT Managers, 
Buyers and Procurement Officers, 
Construction Project Managers 
and Related Professionals, 
Electricians and Electrical Fitters

Planning

5
Mechanical Engineers Operations

Source: Lightcast (job postings 2021-2025)

Distinctive challenges
The sector faces a major supply-demand gap: recruitment volumes are growing rapidly but teaching capacity 
limits the expansion of clean tech skills provision. Few trainers have both up-to-date industry experience and 
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teaching credentials in areas like heat pump installation, retrofitting, or emerging battery and hydrogen tech. 
FE college leaders report that planned investments in capacity are being held back by the teaching workforce 
shortage rather than by infrastructure or funding alone.

Skills England notes that high-hazard environments bar under-18s and some apprenticeship funding bands are 
inadequate. Clean tech careers, including environmental consultancy and smart infrastructure, are unfamiliar 
to many jobseekers, with limited career guidance compared to more established fields. The sector’s broad 
scope does not fit standard job classifications or education pathways, making it harder for providers and career 
services to guide learners towards it.

Workforce skills gaps
Transitioning to a low-carbon economy requires the reskilling of current employees and developing new 
abilities. Employees need green skills like retrofitting, renewables installation, and energy efficiency assessment, 
as well as advanced digital and project management expertise. Management roles are highly sought after, 
with sector managers required to handle regulatory issues and complex projects. Of those job postings that 
specify qualifications 72% require Level 6 or above. Shortages are driven by cross-sector competition, an ageing 
workforce, limited diversity, and low awareness among young people about career paths.

Training pipeline and provision
Local provision and apprenticeships meet needs for sales, project support, and programming roles. 
Engineering professionals and technicians – the sector’s core workforce – have good local provision available, 
but apprenticeship take-up has been consistently low, mirroring the pattern across other priority sectors. 
Procurement, buying, energy plant operations, biological sciences, and large goods vehicle driving face 
significant gaps in local education and low numbers of apprenticeship achievements. Electricians and fitters 
remain hard to recruit despite local training provision, likely due to competition for workers from other 
industries. The sector’s rapid growth risks being limited by slow expansion of training, especially for emerging 
green skills with no established curricula or few qualified instructors.

1. Build teaching capacity and provision for green and clean tech skills: the LSIP will prioritise 
expanding the pool of qualified trainers for heat pump installation, retrofit, renewable technologies and 
emerging clean tech specialisms, including through the Teacher Industry Exchange programme. 

2. Increase the take-up of engineering apprenticeships and attract skilled workers to the sector: 
Electrical engineers are both in high demand and hard to recruit, and the sector competes directly with 
construction for electricians and fitters. Engineering provision exists locally but achievements are low. 
The sector will be integrated into the LSIP’s broader Priority 3 for building the engineering pipeline, with 
specific attention given to improving pathways from engineering training into clean tech roles.

3. Close gaps in provision for energy plant operatives, biological scientists and supply chain roles: 
these hard-to-fill occupations have little or no local technical education provision. New pathways are 
needed, potentially including bespoke apprenticeships for energy plant operations, expanded science 
provision at Levels 4–6, and logistics and procurement qualifications relevant to the sector’s complex, 
project-based supply chains.

Summary of sector priorities for Energy & Clean Tech
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Local skills needs: evidence and 
assessments – Life Sciences

Sector overview
Cambridgeshire and Peterborough is home to one of the UK’s most mature and globally significant life 
science ecosystems. The region has produced groundbreaking research across life sciences and translational 
medicine, and today the sector is evolving to accelerate therapeutic discovery and provide data-driven 
healthcare solutions. Subsectors span pharmaceuticals, biotechnology, medical device and laboratory 
equipment manufacturing, genomics, diagnostics, clinical research and digital health. The LGP identifies growth 
opportunities in next-generation therapeutics using advanced technologies, diagnostic innovation for early 
detection and personalised treatment, and digital and data analytics to transform healthcare delivery.

In 2023, Life Sciences employed around 48,000 people in the region and contributed £2.0 billion of economic 
output (6% of the total). Key employers include AstraZeneca (the region’s largest private sector recruiter), 
Thermo Fisher Scientific, the Wellcome Sanger Institute, Illumina, CMR Surgical, Charles River Laboratories, 
Abcam, Amgen, SDI Group and Napp Pharmaceuticals. Between 2021 and 2025, the sector advertised 32,930 
job postings with a median salary of £36,500, 19% above the regional average.

Skills demand and shortages

Rank
Top in-demand occupations  
by job postings volume

Hardest-to-fill occupations  
by job postings duration

Most requested skills  
by share of job postings

1 Biological Scientists Medical and Dental Technicians Communication

2
Programmers and Software 
Development Professionals

Veterinary Nurses Research

3
Actuaries, Economists and 
Statisticians

Production and Process 
Engineers, Book-keepers, Payroll 
Managers and Wages Clerks

Management

4

Chemical Scientists Other Researchers Unspecified 
Discipline, Electronics Engineers, 
Business and Related Research 
Professionals

Leadership

5
Research and Development 
(R&D) Managers

Actuaries, Economists and 
Statisticians, Chemical Scientists, 
Mechanical Engineers

Pharmaceuticals, Detail 
Oriented

Source: Lightcast (job postings 2021-2025)
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Distinctive challenges
The sector is in a jobs downturn, with postings dropping steadily since 2022, reaching their lowest point 
since 2017: 21% below the long-term average. In 2025, the Association of the British Pharmaceutical 
Industry highlighted the UK’s struggle to attract foreign investment due to limited access to new medicines, 
inconsistent NHS pricing, and low government support. Several pharmaceutical companies have cancelled 
or paused the expansion of their UK facilities in recent years with investment partly redirected to the US. 
AstraZeneca’s earlier-paused Cambridge investment is now reported to be proceeding alongside investment 
at its Macclesfield site, and there are several major sites for the sector’s expansion across the region that 
will strengthen its presence here, including urban redevelopment projects like the Grafton Centre, which is 
supported by investments from ARU Cambridge (located nearby). But the volatility of the underlying investment 
environment remains a feature of the sector’s outlook. 

Life Sciences faces strong global competition for talent, with Cambridge rivalling hubs like Boston, Basel, 
Singapore, and San Francisco. Skills shortages are gaps in graduate training related to innovation and 
entrepreneurship, and a preference for academic qualifications over apprenticeships in a PhD-dominated field. 
Despite this, the removal of Levy funding eligibility for Level 7 apprenticeships has hit the supply of important 
skill sets in the sector: this is the primary apprenticeship route for bioinformatics, chemoinformatics and 
medical statistics. Some providers are withdrawing courses despite employer willingness to fund privately, 
putting at risk a route that had been working at the high end of the sector’s qualification requirements. This is 
structural risk to the region’s Life Sciences talent pipeline.

Many professionals work across both Life Sciences and the NHS, so skills development must align between 
commercial and public health sectors. There are broader synergies between Life Sciences and the health and 
social care workforce – each benefits from proximity to the other, but they compete for some of the same talent.

Workforce skills gaps
The existing workforce faces rapid upskilling demands as the sector transitions toward data-driven drug 
discovery, AI-assisted diagnostics, personalised medicine and digital health platforms. Scientists and 
researchers increasingly need advanced digital and data skills alongside their core scientific expertise. Skills 
England’s assessment highlights demand for shorter, more intensive training offers, particularly relating to 
emerging skills such as AI, which could be more frequently updated. Leadership and management skills are in 
strong demand, with management and leadership among the most requested transferable skills. The sector 
needs leaders who can navigate the interface between scientific research, commercial development, regulatory 
compliance and healthcare delivery.

Training pipeline and provision
Among job postings that specify qualifications, 92% require Level 6 and above, with strong demand for PhDs. The 
sector’s primary skills pipeline is through university research and postgraduate training, not FE or apprenticeships. 
Where apprenticeship provision does exist – for mechanical, electronics and production and process engineers 
– achievements have been low relative to demand, repeating the cross-sector engineering pipeline problem 
identified throughout this plan. Bookkeepers and statisticians are well-served with provision and achievements 
but remain hard to fill for the sector’s employers, suggesting difficulty attracting locally trained people into the 
sector. Medical technicians and veterinary nurses also have reasonable provision but are the sector’s hardest-
to-fill occupations, pointing to competition with the NHS and veterinary practice for a limited graduate pool.
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1. Strengthen progression pathways from FE into higher-level life sciences roles: the LSIP will 
support Access to HE courses in Life Sciences, promote degree-level apprenticeships in the sector 
(working with ARU Cambridge, the University of Cambridge and other providers), and engage with HE 
institutions to ensure graduate output aligns with employer needs – particularly in digital skills, data 
science and work-readiness.

2. Address the engineering skills shortage shared across all priority sectors: mechanical, electronics 
and production engineers are hard to fill in life sciences as in other priority sectors. Provision exists 
but take-up is low. The LSIP’s cross-sectoral engineering pipeline priority must encompass life sciences 
manufacturing and medical device engineering alongside the needs of other sectors.

3. Attract and retain talent in the face of international competition and sector headwinds: the 
downturn in UK pharmaceutical investment and intense global competition for scientific talent make it 
harder to fill specialist research and technical roles. The LSIP will support the development of careers 
information that articulates the breadth and value of the regional life sciences ecosystem.

Summary of sector priorities for Life Sciences
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Foundational and cross cutting skills needs 

Foundational economy
While the six LGP priority sectors sit at the heart of Cambridgeshire and Peterborough’s growth ambitions, 
they account for only around a quarter of the regional economy. The remainder includes the foundational 
economy and industries with crucial enabling roles, such as health and social care, education, construction, 
logistics, retail, hospitality and public services. These sectors are not simply a backdrop to the priority sectors; 
they are critical enablers of economic growth and represent the bulk of regional employment demand. Without 
sufficient care workers, construction trades, logistics capacity and teaching staff, the region’s growth ambitions 
cannot be realised. There are also important synergies between the knowledge and foundational economies. 
For example, Life Sciences benefits from proximity to a substantial health and social care workforce and vice 
versa, being physically co-located at sites like Addenbrookes Hospital and the Cambridge Biomedical Campus. 

Alongside sector-specific challenges, several cross-cutting skills themes affect every part of the labour market. 
Digital skills are becoming essential in virtually every role. Green skills are growing in demand as the economy 
decarbonises and transitions to higher standards on resource and energy efficiency. Transferable skills – 
communication, problem solving, teamwork, and leadership – remain the most requested skills in job postings 
and are becoming more important, not less, as technology reshapes the workplace. And gaps in leadership and 
management skills are identified by employers across all sectors.

Health and social care
Skills England formally recognises Adult Social Care as a foundation sector, due to its growing demand driven 
by an ageing population, and it has a central role in implementing the Government’s new health agenda. 
However, the sector faces crisis-level recruitment and retention challenges. Local data from Skills for Care 
shows that Cambridgeshire and Peterborough’s adult social care workforce had a vacancy rate of one-in-12 
in 2024/25; 30% of staff leave roles over the course of a year (far above the economy-wide average); almost 
a quarter of its employees are nearing retirement age; and workforce qualification rates are poor, with more 
than 60% of adult social care workers not having a recognised qualification and 40% of registered managers 
not having the recommended Level 5 qualification. Care workers are already the region’s most in-demand 
occupation in rural areas, particularly Fenland, and the third most in-demand occupation overall. Looking 
ahead, the region’s care workforce is expected to reach 34,000 workers by 2040  (28% growth) while Skills 
England projections suggest that Caring Personal Service Occupations have the highest forecast employment 
requirement of all occupational groups as a result of both strong job growth and high levels of replacement 
demand. Yet ASC apprenticeships have fallen by around 75% nationally since 2016 — a cliff edge in one of the 
sector’s main domestic training routes.

Stakeholder engagement for this LSIP — bringing together Skills for Care, DWP and adult social care educators 
and commissioners — points to four shifts that the regional skills response must reflect. First, the shift from 
international to domestic recruitment requires behaviour change among employers and a shift in job-seeker 
perceptions about adult social care as a career. Second, the Care Workforce Pathway and the Quality Assured 
Care Learning Service (QACLS) framework are emerging as the spine of a joined-up national training offer, 
against which the regional offer should be aligned. Third, gaps in skills related to the sector’s digital transition 
(analogue to digital records, remote monitoring) and leadership / management capacity are growing. Fourth, 
rural transport excludes potential domiciliary care workers from the workforce, not just from training — a 
workforce-supply issue, not only a learner-access issue.

The NHS is the region’s single largest employer, accounting for one in eighteen of all job postings over the past 
five years. Demand has been highest for registered nursing professionals, specialist medical practitioners and 
health care practice managers. The NHS’s 10-year health plan signals a major shift toward community-based, 
digitally enabled and preventive care, with significant workforce implications for the region.
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Construction
Skills England also formally recognises Construction as a foundation sector, due to its importance in meeting 
the UK Government’s housebuilding targets and substantial skills shortages in the sector. In Cambridgeshire 
and Peterborough, Construction workers and related trades were among the hardest to recruit occupations in 
the region over 2025-26, including civil engineers, electricians, plumbers, heating and ventilation installers, and 
air-conditioning and refrigeration specialists. The LGP’s ambition to increase housing supply by 15% by 2035 
and 54% by 2050, combined with major infrastructure projects including East West Rail, the Fens Reservoir 
and large-scale housing developments, will intensify demand further. Sector body CITB’s Industry Picture 
2026 highlights that too few people are entering the sector and too many experienced workers are leaving 
for the pipeline of work, while productivity is not improving at a sufficient rate to close the gap. FE college 
principals report severe difficulty recruiting construction trade teachers, with pay at the top of the college scale 
significantly below what an experienced tradesperson earns on site. CPCA’s new post-16 Construction Capital 
Fund will contribute to expanding college capacity for the training of construction trades. 

Logistics and transport
Demand for transport workers, particularly heavy goods vehicle (HGV) drivers, has increased strongly in recent 
years against the broader trend of declining job postings. Salaries offered for HGV driver vacancies increased 
by 56% over the past decade, signalling acute employer competition for a shrinking workforce. Across the 
East of England, driver numbers have fallen to 78% of 2016 levels. The Road Haulage Association estimates 
that the UK will need 40,000 new HGV drivers annually for five years. The shortage extends beyond drivers to 
encompass warehousing, distribution, buyers and procurement roles. Logistics is an example of a priority that 
emerged through the monitoring feedback loop established under the first LSIP – demonstrating the value of 
the living document approach.

Education and childcare
Teaching vacancies have been substantially higher since the pandemic, driven by increased workload pressures 
and below-market pay growth. The most recent School Workforce Census found that while the total regional 
teaching workforce grew modestly in 2024, primary school teacher numbers fell for the second consecutive 
year and the total number of teachers declined in North West Cambridgeshire and Huntingdonshire. The 
increase in demand is particularly notable for SEN specialists: 16–24-year-olds with learning difficulties or 
autism have accounted for over 70% of the increase in UK-wide NEET numbers over the past five years. Early 
education and childcare practitioners are among the hardest to recruit occupations across all six districts of the 
region, with median salaries offered 17% below the regional average. A strong childcare sector is a prerequisite 
for labour market participation, particularly for parents and carers.

Cross-cutting skills

Digital skills
Digital skills account for more than a fifth of the most requested specialised skills in job postings across 
Cambridgeshire and Peterborough. They are required in every sector, from manufacturing and professional 
services to health and education. The profile of demand is evolving rapidly: while demand for specialist coding 
and programming roles has fallen (reflecting a global post-pandemic correction and the impact of AI automation), 
demand for AI-related skills, data visualisation, basic digital literacy and accounting software has increased.
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Working digital skills — the digital capabilities people need to use technology effectively in any job – are now 
a baseline expectation across our labour market, with foundational digital literacy a prerequisite for many 
jobseekers (DWP highlights that a significant group require basic digital skills before any vocational training can 
begin). Working digital skills also have to reach re-entrants to the labour market (including post-justice cohorts), 
and AI literacy is increasingly part of this baseline. Development digital skills – the capabilities people need to 
build software, data systems and AI products – are concentrated in the digital tech sector and the IT functions 
of larger employers, with deeper specialist requirements at Level 6+. AI literacy is the bridging concept across 
both: it is being requested in working digital roles across all sectors, and it is reshaping development digital 
roles. AI is increasingly being integrated into training delivery itself.

The LSIP’s response is to emphasise modular, employer-led learning options that give SMEs a credible route 
into AI literacy and applied AI deployment, alongside the high-end specialist provision that the larger digital 
employers continue to require.

Green and net-zero skills
Almost two-fifths (37%) of all employment in Cambridgeshire and Peterborough is in occupations affected by 
the transition to a green economy, compared to 29% nationally. Demand for jobs requiring specialist green 
skills has outpaced the rest of the labour market since 2022: in the six months to January 2026, green skills 
job postings were 33% above their long-term average, compared to a 20% reduction in non-green postings. 
The most frequently requested green skills include waste management, wastewater and water treatment, 
environmental health and safety, ecology, electric vehicles and renewable energy. Engineering occupations 
feature strongly among those most likely to require green skills. Sustainable materials manufacturing (including 
bio-based composites) is an emerging area for the region, although still at a small scale.

Green skills are now needed across construction, manufacturing, engineering, facilities management and 
the foundational economy, and regulatory change is an important driver of demand. Teaching capacity is the 
binding constraint on green skills expansion: heat pump installation, retrofit techniques and new insulation 
standards are so recent that very few people hold both current industry experience and the teaching 
qualifications required.

Transferable and employability skills
Transferable skills are the most in-demand skills across the Cambridgeshire and Peterborough labour 
market. Over the past five years, the ten most requested skills in all job postings were all transferable skills: 
communication, management, customer service, attention to detail, sales, planning, leadership, problem 
solving, research and operations. Communication skills were requested almost five times as frequently as 
the most requested specialised skill (project management). Moreover, transferable skills are becoming more 
important: many have significantly increased their share of job postings, with communication rising from 25% 
to 35% of all postings over five years. The LSIP employer survey reinforces this picture: communication and 
teamwork were cited by 28% of employers as a skills gap five years ago, rising to 37% today, while problem-
solving skills gaps have risen from 26% to 34%. A lack of transferable skills has also consistently been cited as a 
key shortage by respondents to Cambridgeshire Chamber’s Quarterly Economic Surveys.

The distinction between transferable skills (sector-portable capabilities like problem solving, teamwork and 
initiative) and basic skills (literacy, numeracy and digital) is important and should not be conflated. Both are 
essential, but they require different interventions. As automation and AI reshape the workplace, transferable skills 
provide workers with the strongest advantage in the future job market, since they underpin the activities that 
machines are least capable of: managing people, applying expertise, communicating and exercising judgement.
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1. Address crisis-level shortages in health and social care

2. Expand the construction trades pipeline to meet growth ambitions

3. Rebuild the logistics and HGV driver workforce

4. Tackle workforce shortages in education and childcare

5. Close the digital skills gap at every level

6. Scale up green and net-zero skills provision

7. Embed transferable and employability skills across all pathways

8. Strengthen leadership and management capability

Summary of priorities for the foundational  
economy and cross-cutting skills

Leadership and management
Leadership and management skills represent a consistent gap identified through employer engagement across 
all sectors. They are critical both for organisational productivity and for the adoption of new technologies and 
working practices. Funding challenges following the transition from the Apprenticeship Levy to the Growth and 
Skills Levy have been noted, but local levers exist around awareness-raising, navigation support through the 
CPCA’s skills brokerage, and the digital badging scheme. In future these will need to work with new funding 
mechanisms, such as the Lifelong Learning Entitlement. Leadership and management skills also feature 
prominently among the transferable skills most in demand in job postings, with leadership requested in 11% of 
all postings (up from 7% five years ago).  
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How well our skills system meets local needs 

The education and training landscape

FE and Sixth Form Colleges
The region’s further education and sixth form provision is delivered by a small number of colleges that between 
them serve learners across both rural and urban districts. Cambridge Regional College is the largest single 
provider in Cambridgeshire, with around 8,000 students across its Cambridge and Huntingdon campuses, 
offering a broad curriculum from pre-entry and Level 1 vocational provision to Level 5 technical qualifications 
and Apprenticeships and Higher Education. Inspire Education Group (IEG), serves around 11,000 students 
across its Peterborough and Stamford campuses1. Long Road Sixth Form College and Hills Road Sixth Form 
College in Cambridge offer high-performing A-level provision. West Suffolk College operates a substantial 
footprint within the Cambridgeshire and Peterborough area, delivering specialist FE and adult provision 
through the North Cambridgeshire Training Centre in Chatteris with planned new training centres in Ely, Soham 
and St Neots forming part of the region’s emerging skills infrastructure. The College of West Anglia operates 
from a King’s Lynn base and serves Fenland learners at its Wisbech campus and has a unit at Milton.  The 
region also hosts specialist centres for sixth form learning like the Cambridge Maths School and Cambridge 
Academy for Science and Technology, and provision in school settings like Bishop Laney at Ely College.

Higher Education Institutions
The region hosts a distinctive concentration of higher education provision. The University of Cambridge is one 
of the world’s leading research universities. Anglia Ruskin University (ARU) is a multi-campus institution (34,370 
students) with a significant presence in Cambridge, Chelmsford, Writtle and London. It is one of the UK’s largest 
providers of degree apprenticeships, supporting employers in life sciences, digital, professional services and 
other priority sectors with co-designed Level 6 and Level 7 standards. Local awareness of the regional degree 
apprenticeship offer remains a recurring issue raised by employers and stakeholders, particularly among SMEs.

ARU’s Peterborough campus is a relatively new addition designed specifically to meet the employment needs 
of Peterborough and the surrounding region, established as a collaboration between CPCA, Peterborough 
City Council and ARU, with a strong employment focus and on a trajectory toward becoming the University of 
Peterborough. University Centre Peterborough (UCP) is a partnership institution serving around 700 students 
through HE provision validated by partner universities. Cranfield University at Silsoe (just south of the region) is 
a postgraduate-focused institution with strengths in agri-tech and engineering.

Adult learning
Adult learning provision in Cambridgeshire and Peterborough is delivered through the devolved adult skills 
fund, free courses for jobs, and Skills Bootcamps, and is commissioned by the CPCA. The CPCA uses a mix of 
plan-led grant funding agreements with FE Colleges and Local Authority Led Adult and Community Learning 
provision and contracts with independent training providers.. Provision spans skills for life provision; English, 
Mathematics and digital skills and English for Speakers of Other Languages (ESOL), employability, sector-
specific upskilling and a vocational training offer. ESOL is increasingly a strategic workforce enabler in addition 
to a promoter of social inclusion: in Peterborough in particular, ESOL is critical to maintaining workforce supply 
for logistics and the foundational economy, and CPCA’s existing workplace-ESOL commissioning model is 
evidence of practice-based delivery embedded within employer settings. Another strand of adult skills funding 

1 Provider student numbers in this section are reported on a total-FE-including-apprenticeships basis where available, to allow like-for-like 
comparison across providers. Numbers reflect the most recent annual reports and Education and Skills Funding Agency data available at the 
time of drafting (May 2025).
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supports inclusive growth across our regional communities, supporting those experiencing social isolation, 
long-term unemployment and significant barriers to employment. A strong offer of community based learning 
supports adults to be active citizens, support their children with their education and learning and improve their 
health and wellbeing through active participation in learning opportunities.

Independent training providers and apprenticeships
A diverse base of independent training providers (ITPs) delivers apprenticeships, Skills Bootcamps, Sector 
Based Work Academy and employability provision and adult vocational training across the region. ITPs are 
particularly significant in delivering agile employer-led provision and reaching dispersed rural workforces – 
including through mobile / outreach training units in some sub-sectors. 

Apprenticeship delivery is concentrated in the FE colleges, ARU and a number of national levy-funded ITPs.

How well provision meets local needs
All FE colleges and Sixth Form colleges in Cambridgeshire and Peterborough are rated Good or better by 
Ofsted, providing a strong baseline of quality from which the LSIP’s priorities can be delivered.

Across the providers profiled above, several patterns emerge from the LSIP’s evidence base on how well 
provision is meeting local needs:

•	 Strong general provision in established disciplines – engineering, IT, business administration, health and 
care, and construction trades – but with persistent gaps where qualifications have not kept pace with 
employer demand (electronics manufacturing, AI literacy, retrofit and clean tech, food and drink processing).

•	 Apprenticeship achievements have fallen significantly in engineering and manufacturing (down 26% since 
2018/19) despite continuing employer demand, indicating issues of take-up, awareness and the alignment of 
national standards with employer recruitment patterns rather than supply.

•	 Significant variation in geographic access: 33–34% of 16–19-year-olds in East and South Cambridgeshire 
are within 30 minutes of an FE provider, compared to substantially higher coverage in Peterborough and 
Cambridge. Although this is starting to be addressed through the FE Cold Spots Skills Capital programme 
offered by CPCA.

•	 Employer use of FE for staff training is low: only 11% of employers in the LSIP survey report using FE colleges, 
with the dominant training modes being on-the-job (86%) and apprenticeships (34%).

Gaps and mismatches by level and place
Within this overall picture, the most significant gaps and mismatches by level and place are clear. Provision at 
Levels 4–6 remains limited outside Cambridge and Peterborough, constraining access to higher level technical 
and professional pathways. There are also persistent adult FE “cold spots” in East Cambridgeshire and Fenland, 
where participation and access have lagged behind need. Recent investment by the CPCA is beginning to 
address this, including the new West Suffolk College centres in Ely and Soham, alongside provision at the North 
Cambridgeshire Training Centre in Chatteris and Steadfast Training’s outreach activity.

Alongside these geographic gaps, the digital skills supply is weighted heavily towards higher level provision, 
leaving a shortage of accessible training that supports the baseline digital capability now required across much 
of the wider economy.

In Huntingdonshire, access to Level 4–6 provision is shaped not only by travel times to Cambridge and 
Peterborough, but also by the practical challenges faced by both adults and young people in combining higher 
level study with work and caring responsibilities. 
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System constraints and opportunities
Beyond the level- and place-specific gaps, the regional skills system faces several cross-cutting constraints and 
matching opportunities. Teaching capacity is the binding constraint on green-skills expansion and a major 
constraint on construction trades: pay differentials between FE and industry mean that experienced practitioners 
rarely move into teaching at the rate the system needs. Apprenticeship achievement rates have fallen 
disproportionately in the trades and engineering occupations the LGP priority sectors most depend on, despite 
available provision. Employer co-design of provision happens but is not systematic; co-design ‘on goodwill and in 
the margins’ is described by providers as a feature of the previous LSIP cycle. The Skills Bootcamps programme 
has been the most responsive vehicle for short-cycle, employer-led provision but faces a funding cliff edge after 
March 2026 pending the new commissioning model under devolved Skills Bootcamp funding.

Alongside these constraints, the system also has substantial opportunities. CPCA’s devolved Adult Skills Fund and 
the new Capital Fund provide targeted levers. The Lifelong Learning Entitlement, launching in January 2027, will, 
for the first time, give individuals a loan entitlement for modular HE and training across their working lives. The 
Growth and Skills Levy (replacing the Apprenticeship Levy from April 2026) introduces flexibility for employers to 
invest Levy monies in shorter modular courses, even as it withdraws funding for Level 7 apprenticeships.

Funding and policy levers

Adult Skills Fund (ASF) and Free Courses for Jobs Fund (FCFJF)
Cambridgeshire and Peterborough has a Mayoral Combined Authority with devolved responsibility for adult 
skills funding. This includes control over the Adult Skills Fund and commissioning of national entitlements such 
as Free Courses for Jobs. Devolution enables the Combined Authority to shape publicly funded adult education 
to reflect local labour market needs, align investment with economic priorities, and target provision on those 
individuals and communities where it can have the greatest impact. Through this role, the Authority works with 
employers, providers and partners to ensure adult skills funding supports progression into work, reskilling, and 
better-quality employment across the region.

Annually, CPCA receives ring-fenced grants of almost £12 million for adult education provision, including the 
adult skills fund and tailored learning, and allocates this to FE colleges, local authorities, and independent 
training providers. Total funding in the previous and current year comprised:

The Adult Skills Fund (ASF) aims to support adult learners (aged 19+) in gaining skills that will lead them to 
meaningful, sustained, and relevant employment or enable them to progress to further learning that will 
deliver that outcome. ASF funds accredited and non-accredited provision at Level 3 and below. This includes 
GCSEs, awards, certificates and diplomas in vocational and technical subjects, and skills for life qualifications in 
Mathematics, English and Digital. 

Within the ASF, further learning provision supports wider outcomes, such as improving health and well-being, 
equipping parents and carers to help their child’s learning, and developing stronger communities. There is 
flexibility within this funding to enable providers to use it for learning support, childcare costs for learners aged 
20+ and hardship payments.

The Free Courses for Jobs Fund (FCFJF) is a targeted Level 3 offer to support adults who meet the definition of 
being below the earnings threshold. The offer includes Level 3 qualifications that will support the development 
of new skills for adult learners and improve the prospects of eligible adults in the labour market. Eligible adults 
can access fully funded level 3 provision from the list of level 3 FCFJF qualifications available via the DfE list of 
qualifications approved for funding. 
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Total beneficiaries for Academic Year 2024/2025 for each fund were:

•	 ASF: 8,216 learners; 15,077 enrolments

•	 FCFJF: 507 learners; 516 enrolments

Skills Bootcamps
Skills Bootcamps are short, focused training programmes designed by employers to equip learners with 
industry-specific skills in around 16 weeks. They offer intensive, hands-on learning with a clear route to 
employment. Skills Bootcamps are open to anyone 19 or over and are often delivered online or part-time, 
making them flexible to fit around work, family, or other commitments. 

Funding for Skills Bootcamps will be fully devolved to the Cambridgeshire and Peterborough Combined 
Authority (CPCA) from the 2026/27 academic year, with an allocation of £2 million. From this point, Skills 
Bootcamps will operate on an academic year basis (August to July), moving away from the UK Government’s 
previous financial year model.

Devolution provides CPCA with the opportunity to strengthen what is already working well. Employers 
consistently report that Skills Bootcamps’ speed, flexibility and close alignment to real time demand are key 
to their success. CPCA will therefore work closely with providers and employers to review and refine the local 
funding rules, ensuring Bootcamps continue to deliver agile, employer responsive training while improving 
progression, consistency and impact across the wider skills system.

To ensure continuity during the transition, CPCA has put interim arrangements in place to cover delivery 
between April and August 2026, providing stability for learners, providers and employers as the new academic 
year framework comes into effect.

Beyond devolved funding, the Combined Authority also provides strategic oversight and systems leadership 
for the wider work, skills and employment system. Through the development and delivery of the Get 
Cambridgeshire & Peterborough Working Plan, CPCA brings together skills, employment, health and economic 
policy into a single, integrated framework focused on increasing participation, improving progression and 
achieving an 80% employment rate.

This role encompasses the leadership of major programmes and priorities, including the £15 million Connect 
to Work supported employment programme for people with health conditions and disabilities; the Youth 
Employment Strategy and Youth Guarantee, designed to reduce NEET rates and strengthen pathways 
from education into work; and the Skills Capital programme, which addresses longstanding infrastructure 
constraints and cold spots in further education provision. Alongside this, CPCA oversees careers services, 
employer engagement, apprenticeship growth, and the alignment of health and employment support through 
partnership with the Integrated Care Board and Jobcentre Plus.

CPCA will use the full range of its system levers – funding, commissioning, governance, partnerships, capital 
investment and convening power – to drive delivery of the Local Skills Improvement Plan. The LSIP will be 
implemented not in isolation, but as part of this wider, integrated approach, ensuring that skills investment is 
aligned with labour market demand, supports inclusive growth, and delivers better outcomes for residents, 
employers and the regional economy.
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LSIP priorities for 2026–2029
 
The LSIP identifies eight priorities for action across the period 2026–2029. These priorities are organised 
into three work-streams: building higher-level and technical skills pipelines (Priorities 1–3); strengthening 
foundational skills infrastructure (Priorities 4–5); and coordination and system responsiveness (Priorities 6–8). 
Each priority is set out below using a four-column structure: what’s the issue, why it matters, the evidence, and 
who needs to act. The corresponding delivery actions, leads, partners and success measures are consolidated 
in the action plan summary in the Implementation, delivery and monitoring chapter.

Priority 1: Higher-level skills, HE progression and lifelong learning 
Expand access to higher-level and modular HE provision beyond Cambridge, embed lifelong learning and 
degree-level apprenticeships, and continue to build a Level 6+ skills pipeline for growth sectors

What's the issue? Why does it matter? Evidence Who needs to act?

Demand for higher-level 
skills (Level 6+) is rising 
across the priority sectors 
and the foundational 
economy, but access to 
higher-level and modular 
provision is uneven across 
the region.

Modular HE and degree-
apprenticeship pathways 
need to be widened, 
including foundation years 
(extended degrees) as a 
recognised laddered route 
into Level 6+, and lifelong 
learning and re-skilling 
provision to reflect modern 
career patterns.

Without expanded 
higher-level and modular 
provision and stronger 
laddered pathways, 
the region risks under-
supplying the Level 6+ 
demand growth forecast 
across all priority sectors 
and entrenching the dual-
economy divide that limits 
inclusion in the knowledge 
economy.

Net employment growth 
concentrated at Levels 
6–7 (forecast); 19.7% 
HE progression for 
disadvantaged youth in 
Cambridgeshire vs 28.9% 
nationally; ARU is one of 
the UK’s largest providers 
of degree apprenticeships, 
with co-design models 
for sector-specific 
Level 6/7 standards, 
but local awareness 
– particularly among 
SMEs – remains low. 

Consultation feedback 
identifies foundation 
years and bursary 
support – including travel 
bursaries – as critical 
levers for learners from 
Fenland and other areas 
with limited HE access.

ARU, the University of 
Cambridge, FE colleges, 
ITPs, Skills Board, CPCA, 
Cambridgeshire Chamber, 
Employers and Skills 
England.
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Priority 2: Grow apprenticeships for young people
Reverse the decline in apprenticeships taken up by young people by simplifying employer engagement  
and using Skills Bootcamps, internships and promoting foundation apprenticeships as routes into skilled 
technical careers

What's the issue? Why does it matter? Evidence Who needs to act?

Youth (16-18) 
apprenticeship take-up is 
in decline, particularly in 
the trades and engineering 
sub-sectors that the LGP 
priority sectors depend on.

Apprenticeship costs 
(time and investment) 
present significant barriers 
for SMEs; supply-chain 
leverage from anchor 
employers is an under-used 
route to boost take-up; 
and SMEs navigating the 
apprenticeship system 
describe a ‘navigability gap’ 
that depresses uptake. 
Young people need the 
offer of Pre-apprenticeship 
provision that adequately 
prepares them for entering 
into an apprenticeship 
and to increase their 
chances of success. 

The decline threatens 
the employer pipeline for 
engineering, electrical, 
construction and 
manufacturing trades on 
which the priority sectors 
and major infrastructure 
projects depend; without 
action, employer reliance 
on Level 6+ recruitment 
will increase the cost and 
inequality of access to 
skilled work in the region. 

Engineering and 
manufacturing 
apprenticeship 
achievements down 
26% since 2018/19; 
LSIP survey shows only 
34% of employers use 
apprenticeships and 
86% rely on on-the-job 
training; ECA estimates 
the four-year electrical 
apprenticeship has 
a negative ROI for 
employers. 

Stakeholder feedback 
identifies supplier clauses 
on anchor projects as a 
feasible LSIP / Skills Board 
lever (linking to Priority 
7) and SME navigation 
support as a recurring ask.

Cambridgeshire Chamber, 
Apprenticeship providers, 
FE colleges, independent 
training providers, CPCA, 
anchor Growth & Skills 
Levy sponsors, Skills 
Board, Skills England.
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Priority 3: Fix leaky talent pipelines in engineering, electrical, construction trades and advanced 
manufacturing
Improve conversion from training to employment in engineering, electrical, construction trades and advanced 
manufacturing by piloting employer-led delivery models and addressing structural barriers between FE 
provision and workplace readiness

What's the issue? Why does it matter? Evidence Who needs to act?

Engineering, electrical, 
construction trades, 
advanced manufacturing 
and electronics pipelines 
lose too many learners 
between training and 
employment, and existing 
trades workers are ageing 
out faster than they are 
being replaced. SME trades 
workforces (electricians, 
plumbers, HVAC engineers) 
sit outside the priority 
sectors by SIC code but 
their customer base is 
largely within them, and 
they must not be lost in 
prioritisation.

A succession-planning 
challenge runs across the 
engineering and trades 
pipeline, with employers 
reporting unusually long 
average tenures and 
a wave of retirements 
in manufacturing, 
engineering and parts of 
the agri-food sector.

Without fixes to conversion 
and succession, regional 
employer demand 
for skilled trades and 
engineering will be met 
increasingly from outside 
the area or not at all, 
raising costs for the 
priority sectors and major 
projects and driving spatial 
inequality of opportunity.

Mechanical are engineers 
among the hardest-to-
recruit occupations in 
five of six LGP priority 
sectors; limited local 
provision in electronics 
despite electronics being 
one of the region’s largest 
manufacturing sub-sectors 
by employment; ECITB 
national projection of 
30,000–40,000 engineering 
construction workers 
required by 2030; CITB 
Industry Picture 2026 
highlights insufficient 
new entrants relative to 
retirement-driven exits.

FE colleges, independent 
training providers, 
employer industry bodies 
(e.g. CITB, ECITB), CPCA, 
Skills Board, Skills England.
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Priority 4: Strengthen skills for the foundational economy

Strengthen the foundational economy by prioritising foundational, vocational and employability skills in areas 
of greatest need, ensuring workforce capacity in care, construction, electrical engineering, logistics  
and education

What's the issue? Why does it matter? Evidence Who needs to act?

Foundational economy 
skills demand — care, 
construction trades, 
logistics, education and 
childcare — is high and 
rising, but is concentrated 
in areas of greatest spatial 
disadvantage. The evidence 
shows a strong weighting 
of current funding 
towards these areas 
and occupations within 
ASF, but this will need to 
continue and develop with 
the projected growth in 
demand for workers.

Mid-career upskilling, 
supervisory training and 
management development 
for those already in 
foundational and supply-
chain roles also need 
strengthening.

These sectors employ 
the bulk of the regional 
workforce, are critical 
to enabling the priority 
sectors’ growth, and to the 
Get Cambridgeshire and 
Peterborough Working 
Plan’s 80% employment 
target. Without investment 
in foundational and 
vocational skills in Fenland 
and Peterborough 
specifically, persistent 
spatial disparities 
will deepen.

ASF commissioning data 
shows that 42% of the 
total fund is deployed in 
Peterborough; 40% of 
ASF spend goes to health 
and social care courses. 

Fenland sits at the 
bottom of the IoD 
education and skills 
domain despite previous 
Opportunity Area status.

CPCA, FE colleges 
(including IEG, CRC, 
West Suffolk College 
and Cambridgeshire 
Skills), independent 
training providers, 
employers, Skills Board.
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Priority 5: Digital badging, transferable, and employability skills and high quality Careers Information 
Advice and Guidance 

Embed transferable, digital and green skills within technical pathways through an expanded digital badging 
system and employer-recognised micro-credentials; strengthen high quality Careers Information, Advice  
and Guidance

What's the issue? Why does it matter? Evidence Who needs to act?

Transferable, digital and 
green skills need to be 
embedded across all 
technical pathways and 
supported by an expanded 
digital badging system 
and employer-recognised 
micro-credentials and 
through providers offering 
accredited provision. 
The LSIP’s priorities sit 
alongside, not in place 
of, wider FE provision: 
learners whose ambitions 
sit outside the priority 
sectors must continue to 
be supported.

High quality careers 
information, advice and 
guidance (CIAG) is critical 
to ensuring people can 
make informed decisions 
about learning and work, 
and can see clear, credible 
pathways into employment 
and progression.

Without embedded 
transferable and 
employability skills, 
technical training will 
not deliver work-ready 
entrants for employers; 
without digital badging 
visibility, or offer of 
accredited training, the 
modular and short-cycle 
provision the system 
is shifting towards will 
not be recognised by 
employers; and without a 
clear acknowledgement 
that LSIP priorities run 
alongside the wider FE 
offer, there is a risk of 
learners drifting into NEET 
status if their aspirations 
sit outside the priority 
sectors. 

When CIAG is aligned to 
the local economy, it helps 
residents understand 
where opportunities exist, 
what skills employers 
value, and how different 
routes—academic, 
technical and vocational—
lead to real jobs. This 
alignment is essential for 
tackling skills shortages, 
improving progression and 
inclusion, and ensuring 
that education and training 
choices support both 
individual aspiration and 
the long term needs of the 
region’s economy.

LSIP survey: 
communication and 
teamwork cited as a skills 
gap by 28% of employers 
five years ago and 37% 
today; problem-solving 
26% to 34%. The 16–17 
NEET rate has risen for 
three consecutive years.

All providers of education, 
employment and skills; 
including Schools and 
Job Centres, employers, 
industry trade bodies, Skills 
England, CPCA, Chambers 
of Commerce
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Priority 6: High quality Careers Information Advice and Guidance 

Build a coordinated, employer-aligned CIAG offer embedding labour market intelligence, raising aspirations 
in areas with the highest concentration of NEETS, and closing the awareness gaps that leave in-demand 
occupations under-recruited and provision under-used

What's the issue? Why does it matter? Evidence Who needs to act?

High quality careers 
information, advice and 
guidance (CIAG) is critical 
to ensuring people can 
make informed decisions 
about learning and work, 
and see clear, credible 
pathways into employment 
and progression. In 
Cambridgeshire and 
Peterborough the CIAG 
offer is fragmented 
across multiple agencies, 
schools, colleges and 
online resources, with 
no single accessible 
platform connecting 
residents to the full range 
of local opportunity. 
The LSIP’s consultation 
identified the absence of 
a comprehensive, joined-
up careers information 
platform as an explicit 
gap, with interviewees 
calling for a ‘one-stop shop’ 
linking job opportunities, 
training pathways and local 
employment services.

The aspiration deficit 
is most acute where it 
coincides with geographical 
disadvantage. In Fenland, 
Peterborough and parts 
of East Cambridgeshire, 
limited exposure to the 
breadth of local economic 
opportunity, compounded 
by challenges of transport 
connectivity, means many 
young people cannot 
see how education 
connects to real, local 
work in the sectors the 
economy depends on.

When CIAG is aligned to 
the local economy, it helps 
residents to understand 
where opportunities exist, 
the skills employers value, 
and how different routes 
– academic, technical 
and vocational – lead to 
real jobs. This alignment 
is essential for tackling 
skills shortages, improving 
progression and inclusion, 
and ensuring that public 
investment in the skills 
system translates into local 
employment outcomes. 
Without a coordinated, 
employer-aligned offer, 
the employment benefits 
of major infrastructure 
investments will be 
lessened for the 
communities across the 
region that most need 
them.

Employer interviews for 
the LSIP’s development 
independently identified 
the absence of a 
coordinated careers 
information platform as 
a specific gap; awareness 
failures are a recurring 
driver of low take-up in 
priority-sector occupations 
where local provision 
already exists. Based on 
the LSIP survey, 64% of 
employers engage with 
local schools, colleges 
or training providers 
but 36% do not.

CPCA, Cambridgeshire 
Chamber, Careers Hub, 
FE colleges, universities, 
independent training 
providers, schools, Job 
Centre Plus, specialist 
trade associations, and 
employers.

Cambridgeshire & Peterborough Local Skills Improvement Plan 46



Priority 7: Major infrastructure projects and employment sites

Coordinate skills planning across major projects— e.g. Universal Studios, East West Rail, the Fens Reservoir, 
defence sites, and large-scale housing—to align provision with future demand and maximise local 
employment benefits

What's the issue? Why does it matter? Evidence Who needs to act?

Major infrastructure 
projects and employment 
sites – including Universal 
Studios, East West Rail, the 
Fens Reservoir, defence 
sites such as RAF Wyton 
(and Project Fairfax / 
Vantor), Alconbury Weald, 
large-scale housing growth 
and the LGP’s Opportunity 
Zones (including the North 
Hunts Growth Cluster) 
– will place significant 
additional demand on 
regional skills supply, while 
also creating opportunities 
for employer-led skills 
development through 
procurement and Section 
106 mechanisms.

Local plans and the role of 
district planning authorities 
form an important part of 
the strategic coordination 
framework.

Without coordinated skills 
planning across these 
projects and an explicit 
alignment with LGP 
priority sectors, regional 
employer demand will 
be met increasingly by 
neighbouring economies 
and the local employment 
benefit of major 
investment will be diluted.

LGP investment pipeline; 
CITB Industry Picture 
2026 highlighting eastern 
England as one of two 
priority areas in the 
Construction Skills Mission 
Board context; stakeholder 
evidence on procurement-
model misalignment (e.g. 
New Hospital Programme).

CPCA, Cambridgeshire 
Chamber, district planning 
authorities, anchor-project 
sponsors, FE colleges, 
Universities, Sixth Form 
Colleges, ITPs, Job Centres, 
Schools, employer 
industry bodies (e.g. CITB), 
Construction Skills Mission 
Board, Skills Board.
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Priority 8: Systems leadership, coordination and employer support

Help employers navigate the new Growth and Skills Levy, the Employment Rights Bill, and evolving skills 
migration policy; expand the Teacher Industry Exchange Programme, strengthen careers information, advice 
and guidance and align skills capital investment to LSIP priorities

What's the issue? Why does it matter? Evidence Who needs to act?

Employers – particularly 
SMEs – need practical, 
hands-on support to 
navigate the Growth 
and Skills Levy, the 
Employment Rights Bill, 
modular training and 
apprenticeship reforms; 
careers information and 
guidance (CIAG) needs to 
cover all sectors (priority 
and foundational/enabling) 
and reflect new structures 
such as the Care Workforce 
Pathway; and there is a 
fundamental engagement 
and ‘attractiveness of 
the career’ challenge in 
priority sectors with known 
perception barriers. At 
the same time, providers 
face a shared challenge 
in improving engagement 
and the attractiveness of 
careers in sectors with 
known perception barriers, 
where clearer pathways 
and stronger employer 
narratives are essential to 
sustaining learner demand.

Without practical, hands-
on employer navigation 
support – and a stronger 
engagement narrative for 
sectors where young people 
lack visibility of careers – 
the system risks unfilled 
training places, low SME 
participation, and continued 
reliance on a small number 
of large employers carrying 
the apprenticeship 
and engagement load. 
Without a Care Workforce 
Pathway-aware careers 
offer, the foundational 
economy will not see the 
take-up the LSIP needs.

For skills providers, this 
is not an abstract issue. 
Without practical, hands 
on employer navigation 
support – and a stronger, 
more coherent engagement 
narrative for sectors 
where young people have 
limited visibility of career 
opportunities – the system 
risks unfilled training places, 
low SME participation, 
and an over reliance on 
a small number of large 
employers to carry the 
apprenticeship, placement 
and engagement burden. 
Likewise, without careers 
information and guidance 
that is explicitly aligned to 
recognised pathways such 
as the Care Workforce 
Pathway, the foundational 
economy will continue 
to be under represented 
in learner demand, 
undermining delivery of 
the LSIP’s priorities.

LSIP survey: 11% FE-use 
rate; 86% on-the-job 
training; 46% cite cost 
and 46% staff time as the 
principal employer training 
barriers. Employer Skills 
Survey: Employer training 
at a record low, with 60% 
providing training for staff 
in 2024, from 73% in 2013.

Cambridgeshire Chamber, 
CPCA, Careers Hubs,  FE 
colleges, Universities, ITPs, 
Sixth Form Colleges, Job 
Centres, Schools, specialist 
trade associations (as 
equal partners), Skills 
Board, Skills England.
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Implementation, delivery and monitoring
 
This chapter sets out the action plan that consolidates the eight priorities into delivery actions, leads, partners 
and success measures; describes how the priorities translate into curriculum planning, apprenticeships, adult 
upskilling and careers and progression activity; defines roles and responsibilities; and sets out arrangements 
for monitoring, review and intelligence-sharing with Skills England. It’s important to note that this is a live 
document that will see clarity regarding roles and responsibility as the plans move into action. As an example 
the LSIP will continue to attempt to engage with the Trade Unions.

Action plan
Priority Action Lead(s) Partners Timescale Success measure

Building higher-level and technical skills pipelines

Priority 1

Higher-level 
skills, HE 
progression and 
lifelong learning

Expand access 
to higher-level 
and modular HE 
provision beyond 
Cambridge, embed 
lifelong learning 
and degree-level 
apprenticeships, 
and continue to 
build a Level 6+ 
skills pipeline for 
growth sectors

Support laddered pathways 
into Level 6+ – including 
Access to HE courses, 
foundation years (extended 
degrees) and degree 
apprenticeships – across 
LGP priority sectors and the 
foundational economy.

CPCA ARU, ARU 
Peterborough, 
University of 
Cambridge, FE 
colleges, Adult 
Skills providers, 
Skills Board

Years 1–3 Increased Level 6+ 
enrolments by LGP 
priority sector; year-
on-year growth in 
foundation-year and 
degree-apprenticeship 
enrolment volumes.

Strengthen bursary support 
proposals – including travel 
bursaries – to address 
learner-support barriers, 
particularly for learners 
from Fenland and other 
areas with limited HE access.

CPCA ARU, ARU 
Peterborough, 
FE colleges, Adult 
Skills providers, 
district authorities, 
Skills Board

Years 1–2 Bursary scheme 
identified and 
strengthened, designed 
and live by the end of 
Year 2; bursary uptake 
reported annually with 
breakdown by district of 
residence.

Promote the Lifelong 
Learning Entitlement and 
modular HE programmes 
to employers and residents, 
in advance of January 2027 
launch.

CPCA / 
Cambridgeshire 
Chamber

HE providers,  
FE colleges, adult 
skills providers, 
employers, Job 
Centre Plus

Year 1 LLE-readiness campaign 
reach and engagement 
metrics published; 
baseline LLE take-up 
reported once national 
data flows are available.

Grow degree 
apprenticeships in priority 
sectors through employer–
provider co-design, building 
on regional strengths 
in Level 6 and Level 7 
standards.

CPCA / 
Cambridgeshire 
Chamber

Apprenticeship 
providers, 
industry bodies, 
employers, Job 
Centre Plus

Years 1–3 Annual increase in 
degree apprenticeship 
starts in priority sectors; 
increased employer 
awareness of degree 
apprenticeships 
captured in Quarterly 
Economic Survey data.

Expand modular HE 
provision across LGP 
Opportunity Zones, working 
with ARU, the University of 
Cambridge and partner HE / 
FE providers.

CPCA HE and FE 
providers, 
industry bodies, 
employers

Years 2–3 New modular HE 
provision offered  in at 
least two Opportunity 
Zones outside 
Cambridge city by end of 
Year 3.
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Priority Action Lead(s) Partners Timescale Success measure

Priority 2

Grow 
apprenticeships 
for young 
people

Reverse the 
decline in 
apprenticeships 
taken up by 
young people 
by simplifying 
employer 
engagement 
and using Skills 
Bootcamps, 
internships 
and promoting 
foundation 
apprenticeships as  
routes into skilled 
technical careers

Use pre-apprenticeship 
study programmes, 
employability provision 
and Skills Bootcamps 
as stepping stones into 
apprenticeships and skilled 
work for 16–24-year-
olds, subject to the new 
commissioning model under 
devolved Skills Bootcamp 
funding.

CPCA Apprenticeship 
providers, 
FE colleges, 
independent 
training 
providers, Skills 
Board

Year 1 Year-on-year increase 
in apprenticeship starts 
among under-25s 
progressing from Skills 
Bootcamps.

Engage anchor-project 
employers to embed 
apprenticeship clauses 
in supply-chain and 
procurement arrangements 
(cross-references Priority 6).

CPCA / 
Cambridgeshire 
Chamber

Anchor-project 
sponsors, 
district planning 
authorities, 
industry bodies, 
Skills Board

Years 1–2 Apprenticeship-clause 
template adopted on 
at least two anchor 
projects; apprenticeship 
starts attributable to 
anchor-project supply 
chains tracked and 
reported.

Provide practical, hands-
on navigation support 
for SMEs entering the 
apprenticeship system — 
covering reformed Levy use, 
apprenticeship reforms and 
modular training options.

Cambridgeshire 
Chamber/CPCA

Apprenticeship 
providers, 
FE colleges, 
independent 
training 
providers, sector 
bodies

Years 1–3 Year-on-year increase 
in SME apprenticeship 
participation rate; 
SME satisfaction with 
navigation support 
measured through 
annual employer survey.

Introduce foundation 
apprenticeships aligned 
with national policy shift, 
providing a recognised 
on-ramp into Level 2/3 
apprenticeships in priority 
sectors.

CPCA / Skills 
Board

Apprenticeship 
providers, 
FE colleges, 
awarding bodies, 
employers

Years 1–2 Foundation 
apprenticeship starts 
established in the 
region by end of Year 
2 across at least three 
priority sectors.
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Priority Action Lead(s) Partners Timescale Success measure

Priority 3

Fix leaky talent 
pipelines in 
engineering, 
electrical, 
construction 
trades and 
advanced 
manufacturing

Improve 
conversion 
from training 
to employment 
in engineering, 
electrical, 
construction 
trades and 
advanced 
manufacturing 
by piloting 
employer-led 
delivery models 
and addressing 
structural 
barriers between 
FE provision 
and workplace 
readiness between 
FE provision 
and workplace 
readiness

Analyse Individualised 
Learner Record (ILR) 
destination data to identify 
where and why learners 
drop out of priority-sector 
pathways.

CPCA / 
Cambridgeshire 
Chamber

FE colleges, ITPs, 
Apprenticeship 
providers, sector 
trade bodies, 
Skills Board

Year 1 Destination analysis 
completed for 
engineering, electrical, 
construction 
trades, advanced 
manufacturing and 
electronics by end 
of Year 1; findings 
reported to Skills Board 
and action plan created

Address SME employer 
barriers to apprenticeship 
take-up (admin burden, 
productivity concerns, cost 
fears) through targeted 
support, myth-busting and 
case studies in construction 
trades and engineering.

Cambridgeshire 
Chamber / CPCA

Sector bodies, 
employers, 
FE colleges, 
Apprenticeship 
providers, ITPs

Years 1–3 Increase in SME 
apprenticeship take-
up in construction 
trades and engineering 
reported in annual 
analysis.

Engage SME trades 
workforce (electricians, 
plumbers, HVAC engineers) 
on succession planning, 
recognising the 'invisible 
workforce' role of trades in 
priority-sector delivery.

Cambridgeshire 
Chamber/CPCA

ECA, BESA, CITB, 
other trade 
associations, FE 
colleges, ITPS, 
Apprenticeship 
providers

Years 1–3 Trades-occupation 
succession-planning 
tool co-designed with 
trade associations and 
made available to SMEs 
by end of Year 2; uptake 
reported annually.
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Priority Action Lead(s) Partners Timescale Success measure

Strengthening foundational skills infrastructure

Priority 4

Strengthen 
skills for the 
foundational 
economy

Strengthen the 
foundational 
economy by 
prioritising 
foundational, 
vocational and 
employability 
skills in areas 
of greatest 
need, ensuring 
workforce 
capacity in care, 
construction, 
electrical 
engineering, 
logistics and 
education

Prioritise ASF investment 
in foundational, vocational 
and employability skills in 
Fenland and Peterborough, 

CPCA FE colleges , ITPs Years 1–3 ASF allocation 
profile reflects LSIP 
priorities; share of ASF 
deployed in Fenland 
and Peterborough 
maintained; 
foundational-economy 
enrolment and 
completion volumes 
reported by district.

Maintain workplace-ESOL 
commissioning, building 
on the existing CPCA 
model, treating ESOL as a 
workforce enabler alongside 
its inclusion role.

CPCA Cambridgeshire 
Skills, IEG, ITPs, 
employers 
(especially 
logistics and 
foundational-
economy SMEs)

Years 1–2 Workplace-ESOL 
participation and 
achievement tracked 
and monitored 

Develop mid-career 
upskilling, supervisory 
training and management 
development pathways 
across foundational and 
supply-chain occupations, 
cross-referenced to 
the Lifelong Learning 
Entitlement and the digital 
badging scheme.

CPCA FE colleges, 
ITPs, employer 
industry bodies, 
Cambridgeshire 
Chamber

Years 2–3 Mid-career upskilling 
pathway suite live 
by end of Year 2; 
enrolments and 
completions reported 
annually.
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Priority Action Lead(s) Partners Timescale Success measure

Priority 5

Digital badging, 
transferable, 
and 
employability 
skills

Embed 
transferable, 
digital and green 
skills within 
technical pathways 
through an 
expanded digital 
badging system 
and employer-
recognised micro-
credentials. 

Expand the digital badging 
scheme to embed 
transferable, digital and 
green micro-credentials 
within technical pathways, 
with employer recognition 
as a core design feature.

CPCA Badge providers, 
employers, FE 
colleges, ITPs

Years 1–2 Suite of badges live 
across at least four 
sector / cross-cutting 
domains; employer 
recognition and learner 
uptake tracked.

For built-environment roles, 
design any expansion of 
micro-credentials and digital 
badging to complement (not 
replace) CSCS, competent 
person schemes and 
broader trade competence.

CPCA ECA, BESA, CITB, 
CSCS, FE colleges

Years 1-2 Built-environment 
digital badging design 
principles agreed with 
industry by end of 
Year 2 and published 
alongside the badging 
scheme.

Deliver digital work-
experience modules 
through the Youth 
Guarantee (via Youth 
Employment UK), targeting 
priority sectors and 
foundational-economy 
occupations.

CPCA Youth 
Employment UK, 
schools, Careers 
Hub, JCP

Year 1 Modules live for at least 
four priority sectors; 
learner engagement 
figures reported 
quarterly.

Embed transferable/
employability skills within 
technical training pathways 
rather than as standalone 
provision, mapped 
against employer-cited 
skills gaps from the LSIP 
survey (communication 
and teamwork; problem-
solving).

CPCA FE colleges,  
Sixth Forms, ITPs, 
Apprenticeship 
providers, 
Universities, 
trade bodies and 
employers

Years 2–3 Curriculum mapping 
shows transferable-skills 
integration across all 
priority-sector courses 
by end of Year 3.
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Priority Action Lead(s) Partners Timescale Success measure

Coordination and system responsiveness

Priority 6

High quality 
Careers 
Information 
Advice and 
Guidance

Build a 
coordinated, 
employer-
aligned CIAG 
offer embedding 
labour market 
intelligence, 
raising aspirations 
in areas with 
the highest 
concentration of 
NEETS, and closing 
the awareness 
gaps that leave 
in-demand 
occupations 
under-recruited 
and provision 
under-used

Establish a coordinated, 
employer aligned careers 
information, advice and 
guidance offer that reflects 
the full local economy. 
This will integrate labour 
market intelligence, priority 
and foundational sector 
pathways, and recognised 
frameworks (such as the 
Care Workforce Pathway) 
into careers education, 
provider outreach and adult 
guidance. Delivery will be 
led by the Careers Hub and 
coordinated with employers 
and providers to ensure 
routes into work, retraining 
and progression are clear, 
credible and visible to 
learners of all ages.

CPCA / 
Cambridgeshire 
Chamber / Skills 
Board Careers 
Hub /

FE colleges, ITPs, 
Universities, 
Job Centre 
Plus,  schools, 
trade bodies, 
employers

Years 1–3 Increased uptake and 
progression into LSIP 
aligned pathways, 
with improved SME 
participation and clearer 
learner destinations, 
evidenced through 
destination data, 
participation metrics 
and user feedback.

Update careers resources 
for all sectors (priority and 
foundational / enabling)

CPCA / 
Cambridgeshire 
Chamber / Skills 
Board Careers 
Hub /

FE colleges, ITPs, 
Universities, 
Job Centre 
Plus,  schools, 
trade bodies, 
employers

Years 1–2 Careers resources 
updated for all sectors 
by end of Year 2; 
practitioner satisfaction 
improves; IAG reach 
(employer-facing and 
learner-facing) reported 
annually.

Develop and implement a 
coordinated, system-wide 
approach that supports 
schools, colleges and 
training providers to meet 
their statutory duties 
for CIAG, aligned to the 
Gatsby Benchmarks. This 
will include strengthened 
employer engagement, 
integration of local labour 
market intelligence, 
and consistent access 
to high-quality careers 
provision across all settings. 
Delivery will be led by 
the CPCA Careers Hub, 
working collaboratively 
with education providers, 
employers and stakeholders 
to ensure compliance, 
improve quality and drive 
meaningful encounters 
that raise aspirations and 
support progression into 
LSIP priority sectors.

CPCA Careers 
Hub

Chamber, 
Skills Board, FE 
colleges, ITPs, 
Universities, 
Job Centre 
Plus,  schools, 
trade bodies, 
employers

Years 1 - 3 Improved compliance 
with statutory careers 
requirements and 
Gatsby Benchmarks 
across the system; 
increased employer 
engagement in careers 
education; enhanced 
quality and consistency 
of CIAG provision; 
and measurable 
improvements in 
learner awareness, 
aspiration and 
progression into priority 
sectors.
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Priority Action Lead(s) Partners Timescale Success measure

Priority 7

Major 
infrastructure 
projects and 
employment 
sites

Coordinate skills 
planning across 
major projects— 
e.g. Universal 
Studios, East 
West Rail, the 
Fens Reservoir, 
defence sites, 
and large-scale 
housing—to align 
provision with 
future demand 
and maximise 
local employment 
benefits

Map the major projects 
pipeline across 
Cambridgeshire and 
Peterborough (Universal 
Studios, East West Rail, the 
Fens Reservoir, defence 
sites including RAF Wyton 
and Project Fairfax / Vantor, 
Alconbury Weald, large-scale 
housing, LGP Opportunity 
Zones including the North 
Hunts Growth Cluster) and 
the status of associated 
workforce skills plans.

CPCA / 
Cambridgeshire 
Chamber

District planning 
authorities, 
developers, 
anchor-project 
sponsors

Years 1-3 Infrastructure skills 
map produced and 
published; updated 
annually.

Establish a strategic 
coordination mechanism 
for skills and employment 
planning linked to Section 
106 / planning conditions, 
designed to engage tier 
2/3 contractors and sub-
contractors (the actual 
employing companies) 
rather than only tier 1 
contractors.

CPCA Planning 
authorities, 
developers, 
tier 1/2/3 
contractors, FE 
colleges

Years 1–2 Coordination framework 
in place; CPCA consulted 
on major planning 
applications; tier 2/3 
contractor participation 
rates tracked.

Engage with the 
Construction Skills 
Mission Board, the 
Sizewell supply-chain 
work, the New Hospital 
Programme and other 
anchor-project models, 
and confirm inter-regional 
coordination references 
via Skills Board liaison.

CPCA / 
Cambridgeshire 
Chamber

Construction 
Skills Mission 
Board, Skills 
Board, sector 
bodies

Years 1–2 Two-way reporting line 
with the Construction 
Skills Mission 
Board established; 
Eastern-England 
priorities reflected 
in regional plans.

Develop a local workforce 
skills plan template, 
drawing on learning from 
a wide range of projects 
and geographies (e.g. new 
nuclear sites, gigafactories), 
and apply to at least two of 
the region's major projects.

CPCA / 
Cambridgeshire 
Chamber

Skills Board, 
sector bodies, 
anchor-project 
sponsors

Years 2–3 Workforce skills plan 
template adopted; 
applied to at least two 
major projects by end  
of Year 3.
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Priority 8

Systems 
leadership, 
coordination 
and employer 
support

Help employers 
navigate the 
new Growth and 
Skills Levy, the 
Employment 
Rights Bill, 
and evolving 
skills migration 
policy; expand 
the Teacher 
Industry Exchange 
Programme, 
strengthen careers 
information, 
advice and 
guidance and 
align skills capital 
investment to LSIP 
priorities.

Help employers — 
particularly SMEs — 
navigate the Growth and 
Skills Levy, the Employment 
Rights Bill, modular training, 
apprenticeship reforms and 
skills migration policy.

Cambridgeshire 
Chamber / CPCA

Sector bodies, 
Skills Board

Year 1 Employer guidance 
produced; events 
delivered; employer 
satisfaction measured 
through Quarterly 
Economic Survey.

Expand the Teacher 
Industry Exchange 
programme Subject to the 
success of the initial pilot 
(2026)

CPCA West Suffolk 
College 
(CE-Tech), 
employers, 
sector bodies, 
specialist trade 
associations

Years 1–2 Programme expanded 
by end of Year 2; 
placement and 
incentive volumes 
reported annually.

Engage specialist trade 
associations (e.g. ECA, 
BESA) as partners 
alongside CPCA and the 
Chamber, promoting 
assets such as BESA's 
train-the-trainer initiative 
for building services.

Cambridgeshire 
Chamber / CPCA

ECA, BESA, 
other 
specialist trade 
associations, FE 
colleges, Skills 
Board

Years 1–3 Active partnership 
agreements with at 
least three specialist 
trade associations by 
end of Year 1; train-
the-trainer cohorts 
running by end of 
Year 2.

Align skills capital 
investment to LSIP 
priorities, and publish 
capital investment plans 
that explicitly reference 
LSIP priorities alongside 
the requirement to 
address post 16 capacity

CPCA FE colleges, 
Sixth Form 
Colleges, 

Years 2–3 Capital investment 
plan references 
LSIP priorities;  And 
addresses post 16 
capacity challenges.

Cross-cutting Year 1 partner 
engagement workstream 
anchored on the Skills 
Board as the multi-
stakeholder governance 
vehicle, mapping partner 
roles against the eight 
priorities and brokering 
documented delivery 
commitments where these 
are not already agreed or 
in train.

CPCA / 
Cambridgeshire 
Chamber (joint)

Skills Board 
members; FE 
colleges; HE 
providers; 
specialist trade 
associations; 
employer 
industry bodies

Year 1 Partner-engagement 
plan agreed and live 
by end of Year 1; 
documented partner 
commitments mapped 
to the eight priorities 
and reported to the 
Skills Board.
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Turning priorities into action
 
The eight LSIP priorities translate into four lines of activity that span CPCA’s commissioning levers, the FE and 
HE provider base, employer engagement and careers and progression.

Curriculum planning
Curriculum planning across FE and HE will be aligned with LSIP priorities through joint commissioning between 
CPCA and providers. Modular HE, foundation years and degree apprenticeships will be expanded across LGP 
Opportunity Zones, with bespoke provision developed where employer demand is strong (electronics, AI, retrofit, 
construction trades). Provider co-design with employers will be made systematic through Skills Board working 
groups rather than relying on goodwill at the margins.

Apprenticeships
Apprenticeship action focuses on reversing the decline in youth take-up, fixing leaky pipelines for trades and 
engineering, and using anchor-employer supply-chain leverage to expand SME apprenticeship participation. 
Skills Bootcamps and pre-apprenticeship programmes will be used as on-ramps into apprenticeships subject to 
the new commissioning rules under devolved Skills Bootcamp funding. SME navigation support will be delivered 
hands-on by Cambridgeshire Chamber and CPCA’s skills brokerage.

Adult upskilling
Adult upskilling will be commissioned through ASF in priority districts (Action Areas) and against priority skills 
needs (with workplace-ESOL maintained, mid-career upskilling pathways, and use of the Lifelong Learning 
Entitlement and the digital badging scheme to increase modular short-cycle participation. 

Careers and progression
Careers and progression action centres on the Priority 7 IAG workstream, covering both employer-facing IAG (Levy 
navigation, apprenticeship reforms, modular training) and learner-facing IAG (career pathways across all sectors, 
including foundational and enabling sectors and the Care Workforce Pathway). Engagement narrative work will be 
sustained with sectors where perception barriers depress youth take-up.

Roles and responsibilities

Employers
Employers are central to LSIP delivery as both the source of demand evidence and as co-designers and co-
deliverers of the talent pipeline. The LSIP looks to employers to shape delivery through the Skills Board and the 
Quarterly Economic Survey programme; to invest strategically through the Growth and Skills Levy in modular 
training, degree apprenticeships and the Teacher Industry Exchange; and to engage actively in supply-chain 
mechanisms on major projects.

Education and training providers
The region’s FE providers have a duty to set out in their accountability statements to DfE how their activities, 
provision, and capital investments contribute to LSIP priorities. For the 2026-2029 plan this will include 

Cambridgeshire & Peterborough Local Skills Improvement Plan 57



supporting broader access to higher-level learning at Level 6+; innovating in delivery through modular HE, 
flexi-apprenticeships and embedded transferable skills; more visible co-design alongside the LSIP’s priorities.; 
delivering more foundational and employability skills and ESOL in areas of greater need; and addressing 
teacher shortages via an expanded Teacher Industry Exchange programme and targeted interventions. 
Providers also face the challenge – surfaced by the LSIP survey – of raising employer use of FE in a market 
where only one in nine employers currently use FE colleges for staff training,

CPCA and local authorities
CPCA provides system leadership by aligning devolved funding (ASF, capital, devolved Skills Bootcamps), 
commissioning and coordinating provision at scale, co-chairing the Skills Board and through the development 
and implementation of the Get Cambridgeshire and Peterborough Working Plan. this is reflected in the action 
plan’s Year 1 / Years 1–2 / Years 2–3 phasing, allowing curriculum, capital and workforce decisions to be made 
on a horizon longer than a single funding year.

The LSIP sits alongside, and is reinforced by, place-based strategies developed by planning authorities (District 
and Unitary councils) including local plans, strategic employment site allocations and growth corridors. 
Planning authorities have an important role in Priority 6, both as planners of the major employment sites and 
infrastructure that will drive future skills demand and as part of the Section 106 mechanism through which 
procurement-led skills outcomes are secured. The LSIP commits to an explicit and ongoing dialogue between 
CPCA, planning authorities and the Skills Board to keep skills planning and place-based planning in sync.

Cambridgeshire Chamber of Commerce
As the designated Employer Representative Body, Cambridgeshire Chamber anchors the employer voice through 
continuous engagement and the Quarterly Economic Survey programme; co-stewards the LSIP as a living 
document with CPCA; and supports implementation by helping employers navigate policy change and brokering 
participation in flexi-apprenticeships, the Teacher Industry Exchange and employer-led training pilots.

Other partners (careers services, health, third sector)
A wider partner ecosystem supports LSIP delivery. Specialist trade associations such as ECA and BESA have 
system-level roles that complement rather than compete with the ERB and Combined Authority — BESA’s train-
the-trainer initiative for building services is one example of trade-association assets that should be named and 
built into the construction and engineering pipeline. Skills England, sector skills bodies (CITB, ECITB), employer 
industry groups, schools and the third sector all contribute to the system around the LSIP.

The Skills Board is the LSIP’s principal multi-stakeholder governance vehicle, bringing together employers, 
providers, CPCA and partner bodies and Job Centre Plus. Its role is to (i) review evidence and intelligence on 
regional skills demand and supply; (ii) review and steer LSIP delivery against the eight priorities; (iii) broker 
partner commitments where joint delivery is required; and (iv) provide a single point of escalation between the 
LSIP and Skills England. The LSIP’s Year 1 partner engagement workstream maps partner roles against priorities 
and brokers documented delivery commitments through the Skills Board.

LSIP priorities sit alongside, not in place of, wider FE provision. The LSIP’s focus on priority and foundational 
sectors is a focus of additional effort and investment: FE providers retain responsibility for the breadth of their 
curriculum, and learners whose ambitions sit outside the LSIP priorities will continue to be supported.
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Monitoring and review
The LSIP is a living document. It will be subject to an annual review and continuous monitoring across its three-
year cycle. Monitoring draws on the Quarterly Economic Survey, the LSIP employer survey, the labour market 
intelligence programme operated by CPCA and Cambridgeshire Chamber, and the Skills Board’s review of 
action plan delivery against success measures.

Annual review will assess progress against each priority’s success measures, refresh the evidence base in light 
of new survey, interview and labour market intelligence, and propose any necessary adjustments to actions, 
partners or timescales. Material changes will be agreed through the Skills Board and reported to Skills England 
under the partnership arrangement set out in the Memorandum of Understanding between Cambridgeshire 
Chamber and CPCA.

Sharing local intelligence with Skills England
Under the partnership arrangement, the LSIP’s evidence base, action plan progress and any material changes 
will be shared with Skills England through the tripartite arrangement covering the ERB, the Combined Authority 
and Skills England. Local intelligence on skills demand, system constraints and emerging issues — including the 
impact of national policy changes such as the Growth and Skills Levy, the Lifelong Learning Entitlement, Level 
7 apprenticeship funding and Skills Boot Camp commissioning — will be shared on a rolling basis to support 
Skills England’s national skills function.
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