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INTRODUCTION
In examining the experiences and 
practices of over 91,200 employers, the UK 
Commission’s Employer Skills Survey (ESS) 
is the definitive source of intelligence on 
the skills challenges employers across the 
UK are facing and their response in terms 
of investment in skills and training.

The survey was first conducted at UK wide level 
in 2011, and was developed from a series of 
surveys conducted in each of the countries of 
the UK during the 1990s and the 2000s. The 
UK survey has been conducted biennially, and 
the 2015 survey represents the third edition 
in the series. This period of time coincides 
with the UK economy leaving recession and 
experiencing relatively sustained economic 
growth. It explores the skills challenges that 
employers face both within their existing 
workforces and when recruiting, their use of 
the skills of their staff, the levels and nature 
of investment in training and development, 
and the relationship between skills challenges, 
training activity and business strategy. 

The study reports on the experiences 
of employers at the establishment level, 
rather than at the enterprise level. The 
survey covers establishments with at 
least two people on the payroll.

The survey 
coincides 
with the UK 
economy leaving 
recession and 
experiencing 
relatively 
sustained 
economic growth

The definitive source of 
intelligence on the skills 
challenges employers 
across the UK are facing
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There was substantial growth in the number 
of employers active in the recruitment market 
in 2015 compared to 2013: 19 per cent of 
establishments had at least one current 
vacancy at the time of ESS 2015 fieldwork, up 
from 15 per cent in 2013. Moreover, there were 
928,000 reported vacancies, almost 300,000 
more than two years previously (an increase of 
42 per cent). This strong growth in recruitment 
activity was evident in all the UK countries.

Within this buoyant labour market, skill-shortage 
vacancies presented a growing challenge for 
employers in filling their vacancies. Six per 
cent of all employers had at least one skill-
shortage vacancy at the time of the survey – a 
significant increase from the four per cent of 
employers reporting such vacancies in 2013.

Recruitment and 
skill–shortage 
vacancies

F I G U R E  1  —  I n c i d e n c e  a n d  d e n s i t y  o f  va c a n c i e s  b y  c o u n t r y  o v e r  t i m e

B a s e :  A l l  e s ta b l i s h m e n t s ,  b a s e s  va r y  b y  c o u n t r y  a n d  y e a r .

I n c i d e n c e  o f  va c a n i e s  ( % ) D e n s i t y  ( va c a n i e s  a s  %  o f  e m p l o y m e n t )
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THE NUMBER OF 
SKILL-SHORTAGE 
VACANCIES HAS 
GONE UP BY 43%
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F I G U R E  2  —  I n c i d e n c e  a n d  d e n s i t y  o f  s k i l l- s h o r ta g e  va c a n c i e s  b y  c o u n t r y  o v e r  t i m e

%  O F  E S TA B L I S H M E N T S  W I T H  VA C A N C I E S %  O F  E S TA B L I S H M E N T S  W I T H  S K I L L- S H O R TA G E  VA C A N I E S

S S V  D e n s i t y  ( S S V s  a s  %  o f  Va c a n c i e s )
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In volume terms, there were 209,000 reported 
skill-shortage vacancies which was an increase of 
43 per cent from the 146,000 reported in 2013. 
The increase in the number of skill-shortage 
vacancies was proportional to the increase in 
vacancies. Therefore, the density of skill-shortage 
vacancies (i.e. the proportion of vacancies that 
were hard to fill because of skill-shortages) was 
largely unchanged at 23 per cent compared 
with 22 per cent in 2013 at overall UK level.

There was variation by country, however. 
The density of skill-shortage vacancies 
remained at a similar level to 2013 in both 
England and Scotland, had increased in Wales 
but had decreased in Northern Ireland.

By occupation there had been a particularly 
marked increase in the density of skill-
shortage vacancies among Machine 
Operatives since 2013 (from 25 per cent of 
all vacancies to 33 per cent). Skilled Trades 
continued to be the occupation with the highest 
density of skill-shortage vacancies (43 per cent).

Although the number of skill shortage vacancies 
is relatively small, the impacts of skill-shortage 
vacancies continued to be significant for 
employers. Over two-thirds of employers that 
had difficulty filling their vacancies solely as 
a result of skill shortages had experienced 
a direct financial impact through either 
loss of business to competitors, increased 
operating costs, or having to outsource 
work, or some combination of the three.

Skill-shortage vacancies were caused by a 
number of people and personal skills and 
technical and practical skills lacking amongst 
applicants. Skills related to operational 
aspects of the role, as well as complex 
analytical skills, were the main technical 
and practical skills lacking. The main people 
and personal skills lacking pertained to 
time management, management and 
leadership, and sales and customer skills.

Employer Skills Survey 2015

B a s e :  A l l  e s ta b l i s h m e n t s ,  b a s e s  va r y  b y  c o u n t r y  a n d  y e a r .

Skill-shortage 
vacancies 
continue to have 
a significant 
impact on 
business
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P E O P L E  A N D  P E R S O N A L  S K I L L S  T H A T  N E E D  I M P R O V I N G

A B I L I T Y  T O  M A N A G E  O W N  T I M E  A N D  P R I O R I T S E  TA S K S

C U S T O M E R  H A N D L I N G  S K I L L S

T E A M  W O R K I N G

M A N A G I N G  O W N  F E E L I N G S  /  H A N D L I N G  O F  O T H E R S

P E R S U A D I N G  O R  I N F L U E N C I N G  O T H E R S

M A N A G I N G  O R  M O T I VAT I N G  O T H E R  S TA F F

S A L E S  S K I L L S

I N S T R U C T I N G ,  T E A C H I N G  O R  T R A I N I N G  P E O P L E

S E T T I N G  O B J E C T I V E S  F O R  O T H E R S  /  P L A N N I N G  R E S O U R C E S

M A K I N G  S P E E C H E S  O R  P R E S E N TAT I O N S
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S O LV I N G  C O M P L E X  P R O B L E M S

K N O W L E D G E  O F  P R O D U C T S  A N D  S E R V I C E S  O F F E R E D

K N O W L E D G E  O F  H O W  T H E  O R G A N I S AT I O N  W O R K S

C O M P L E X  N U M E R I C A L  /  S TAT I S I T C A L  S K I L L S

R E A D I N G  /  U N D E R S TA N D I N G  I N S T R U C T I N G ,  R E P O R T S  E T C

W R I T I N G  I N S T R U C T I O N S ,  R E P O R T S  E T C

B A S I C  N U M E R I C A L  S K I L L S

C O M P U T E R  L I T E R A C Y  /  B A S I C  I T  S K I L L S

A D VA N C E D  O R  S P E C I A L I S T  I T  S K I L L S

A D A P T I N G  T O  N E W  E Q U I P M E N T  O R  M AT E R I A L S

M A N U A L  D E X T E R I T Y

C O M M U N I C AT I N G  I N  A  F O R E I G N  L A N G U A G E

N O N E  O F  T H E  A B O V E

T E C H N I C A L  /  P R A C T I C A L  S K I L L S  F O U N D  D I F F I C U LT  T O  O B T A I N  F R O M  A P P L I C A N T S

O P E R AT I O N A L

C O M P L E X  A N A LY T I C A L

M A N A G E M E N T  A N D
L E A D E R S H I P

S A L E S  A N D
C U S T O M E R  S K I L L S

F i g u r e  3  —  S k i l l s  t h at  w e r e  h a r d  t o  f i n d  a m o n g  a p p l i c a n t s

Employer Skills Survey 2015

B a s e :  A l l  e s ta b l i s h m e n t s  w i t h  s k i l l- s h o r ta g e  va c a n c i e s   -  u p  t o  2  o c c u p at i o n s  f o l l o w e d  u p  ( 3 , 2 4 4 )
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The vast majority of employers (86 per 
cent) reported that they had a fully 
proficient workforce. However, 14 per cent 
of employers reported skills gaps within 
their establishment, with approximately 1.4 
million staff lacking proficiency in their current 
role (five per cent of the UK workforce).

The proportion of employers with any skills gaps, 
and the proportion of the workforce affected, 
decreased gradually at UK level between the 2011 
and 2015 surveys. This varied by nation, however. 
The picture in England was relatively static, while 
the levels of skills gaps in Scotland and Wales fell 
between 2013 and 2015, when it aligned with 
the experience among employers in England. 
Employers in Northern Ireland were the least 
likely to report a lack of proficiency in their staff: 

Skills gaps in 
the workplace

The impact of 
skills gaps on 
businesses has 
increased

F i g u r e  4  —  I n c i d e n c e  a n d  d e n s i t y  o f  s k i l l s  g a p s  b y  c o u n t r y  o v e r  t i m e

I n c i d e n c e  o f  S K I L L S  G A P S  ( % ) D e n s i t y  ( %  o f  A L L  S TA F F  W I T H  A  S K I L L S  G A P )
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B a s e :  A l l  e s ta b l i s h m e n t s ,  b a s e s  va r y  b y  c o u n t r y  a n d  y e a r . 

just nine per cent of employers cited skills gaps 
within their establishment (down from 14 per 
cent in 2013) with these affecting 3.4 per cent of 
all employees (down from 5.2 per cent in 2013).
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P E O P L E  A N D  P E R S O N A L  S K I L L S  T H A T  N E E D  I M P R O V I N G

ABILIT Y TO MANAGE OWN TIME AND PRIORITSE TASKS

CUSTOMER HANDLING SKILLS

TEAM WORKING

MANAGING OWN FEELINGS / HANDLING OF OTHERS

PERSUADING OR INFLUENCING OTHERS

MANAGING OR MOTIVATING OTHER STAFF

SALES SKILLS

INSTRUCTING, TEACHING OR TRAINING PEOPLE

SET TING OBJECTIVES FOR OTHERS / PL ANNING RESOURCES

MAKING SPEECHES OR PRESENTATIONS

NONE OF THE ABOVE

SPECIALIST SKILLS OR KNOWLEDGE

4 6

41

3 9

3 0

2 8

2 3

1 7

1 2

5 5

4 6

5 9

3 9

4 8

3 7

3 6

3 2

3 0

2 9

2 7

2 4

2 2

2 0

1 4
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SOLVING COMPLEX PROBLEMS

KNOWLEDGE OF PRODUCTS AND SERVICES OFFERED

KNOWLEDGE OF HOW THE ORGANISATION WORKS

COMPLEX NUMERICAL / STATISITCAL SKILLS

READING / UNDERSTANDING INSTRUCTING, REPORTS ETC

WRITING INSTRUCTIONS, REPORTS ETC

BASIC NUMERICAL SKILLS

COMPUTER LITERACY / BASIC IT SKILLS

ADVANCED OR SPECIALIST IT SKILLS

ADAPTING TO NEW EQUIPMENT OR MATERIALS

MANUAL DEXTERIT Y

COMMUNICATING IN A FOREIGN L ANGUAGE

NONE OF THE ABOVE

T E C H N I C A L  /  P R A C T I C A L  S K I L L S  F O U N D  D I F F I C U LT  T O  O B T A I N  F R O M  A P P L I C A N T S

OPERATIONAL

COMPLEX ANALY TICAL

MANAGEMENT AND
LEADERSHIP

SALES AND
CUSTOMER SKILLS

F i g u r e  5  — S k i l l s  l a c k i n g  a m o n g  s ta f f  w h o  w e r e  n o t  f u l ly  p r o f i c i e n t

 
At an occupational level, skills gaps continued 
to be more prevalent in what are traditionally 
described as unskilled or semi-skilled 
occupations, with a notable increase from 2013 in 
the proportion of Machine Operatives not being 
fully proficient in their job role. This was also 
the occupation in which there was the greatest 
increase in the density of skill-shortage vacancies.

The most common skills deemed to be lacking 
among existing staff were people and personal 
skills relating to workload management and 
teamwork. Specialist, job-specific skills were 
also widely considered to be lacking, along 
with complex analytical skills, especially 
among those in high-skill occupations 
such as Managers and Professionals.

While the proportion of employers and 
staff affected by skills gaps decreased 
compared to 2013, the impact of skills gaps 
increased slightly, and appeared to impact 
on smaller businesses in particular.

B a s e :  A l l  e s ta b l i s h m e n t s  w i t h  s k i l l s  g a p s   -  u p  t o  2  o c c u p at i o n s  f o l l o w e d  u p  ( 9 , 1 1 9 )
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The survey explores two issues relating 
to existing staff: whether employers have 
difficulties in retaining staff and whether 
existing staff have skills or qualifications above 
the level required for their current role.

Eight per cent of establishments reported that 
there were specific jobs in which they had 
difficulties retaining staff, more commonly 
in larger establishments and those in the 
Hotel and Restaurants, Public Administration, 
Education and Health and Social Work sectors. 
A half of establishments in the Education sector 
reported difficulties retaining Professional staff 
(e.g. teachers); a slightly higher proportion 
(53 per cent) in Health and Social Work 
reported difficulties retaining Caring, Leisure 
and Other Services staff whilst in Hotels and 
Restaurants, retention difficulties were more 
evenly spread across the occupational groups, 
although 40 per cent reported difficulties 
retaining Skilled Trade occupations (e.g. 
chefs). This ‘talent loss’ can lead to increased 
recruitment costs as employers seek to 
continuously replace staff who leave, often 
due to characteristics of the job itself.

Some employers may experience a skills 
imbalance where they perceive that staff 
are being “under-utilised”, that is, the skills 
and qualifications that these staff hold are 
above those required for their current role. 
Three in ten employers reported that they 
had at least one employee who fits this 
description within their establishment (30 
per cent), with 2 million workers reported 
to be under-utilised in this way. 

Employer perceptions 
of retention and 
under-use of skills 
and qualifications

There are a number of different reasons given 
by employers for the under-use of skills. 
A quarter (26 per cent) of employers who 
reported under-use of skills said the reason was 
staff not being interested in taking on a higher 
level role; 15 per cent reported that the working 
hours suited them better. These would seem 
to indicate a personal choice being made by 
the individual because these job roles better 
suit their needs and circumstances. However, 
other reasons given by employers related to 
what could be considered to be a shortfall in 
the volume of jobs available that would use 
their skills, i.e. a lack of demand for their skills in 
the labour market. For example, 11 per cent of 
employers reporting under-utilisation said the 
reason was a lack of jobs in the desired higher 
level role and 10 per cent reported that they 
were gaining experience for a higher level role.

Under-utilisation represents not only a waste 
of individuals’ talent but also potentially a 
missed opportunity for employers to increase 
performance and productivity, improve job 
satisfaction and employee well-being, and 
stimulate investment, enterprise and innovation.

'Talent loss' can 
lead to increased 
recruitment costs
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2 6THEY ARE NOT INTERESTED IN
TAKING ON A HIGHER LEVEL ROLE

WORKING HOURS SUIT THEM BET TER

L ACK OF JOBS IN DESIRED HIGHER LEVEL ROLE

TO GAIN EXPERIENCE / CURRENT ROLE IS LOWER
LEVEL IN SAME INDUSTRY AS DESIRED HIGHER

THEY OWN THE BUSINESS
/ ARE A PARTNER IN THE BUSINESS

TEMPORARY ROLE / STOP GAP

AT TRACTIVE CONDITIONS OF EMPLOYMENT

COMPETITION FOR HIGHER LEVEL ROLES
/ STRUGGLING TO GET HIGHER LEVEL JOB

ACTIVELY SEEK STAFF WITH QUALS
/ SKILLS BEYOND NEEDS

FAMILY-RUN BUSINESS

QUALIFICATIONS / SKILLS NOT
RELEVANT TO JOB ROLE

THEY HAVE MORE THAN ONE JOB

NO PARTICUL AR REASON / IT JUST HAPPENED

F i g u r e  6  —  R e a s o n s  b e h i n d  u n d e r - u s e  o f  s k i l l s  a n d  q u a l i f i c at i o n s

B a s e :  A l l  e s ta b l i s h m e n t s  w i t h  u n d e r - u t i l i s e d  s ta f f  ( 2 8 , 1 5 9 )
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There was little change in the headline 
training measures between 2015 and 
the 2013 survey, which in turn reported 
little change compared to 2011.

It remained the case that two-thirds of 
employers (66 per cent) had funded or 
arranged training or development for their 
staff over the previous 12 months, with 
around half providing any off-the-job training 
(49 per cent) or on-the-job training (53 per 
cent). The proportion of staff being trained in 
2015 was also in line with 2013 (63 per cent 
compared to 62 per cent) as was the average 
number of days training per trainee over the 
period (6.8 days, compared to 6.7 days in 
2013). Similarly, the proportion of employers 
that had provided any training intended to 
lead to nationally recognised qualifications 
remained unchanged at 31 per cent.

There was, however, an increase in the 
volume of training, measured in terms 
of the total number of training days 
provided in the previous 12 months. This 
rose to 118m days in 2015, compared 
to 113m in 2013 and 115m in 2011.

This increase in the volume of training 
largely reflected a combination of 
increased levels of employment and 
increased recruitment activity.

Training and
staff development

While the proportion of the workforce 
receiving training and the average number 
of training days they each received remained 
unchanged between 2013 and 2015, the size of 
the workforce increased, meaning that there 
was a four per cent increase in the number of 
employees trained (from 16.8m to 17.4m). 

The evidence also suggests that the increase 
in training days may be related to increased 
recruitment activity, and a consequent increase 
in induction training. The proportion of 
training employers that provided any induction 
training rose considerably (from 58 per cent 
of employers that trained in 2013 to 68 per 
cent in 2015), as did the proportion of training 
employers for whom induction or health and 
safety training accounted for at least half their 
training (from 27 per cent to 32 per cent).
Total employer expenditure on training 
increased by six per cent between 2013 and 
2015, from £43.0bn to £45.4bn, more than 
reversing the decrease recorded between 2013 
and 2011 (when the figure stood at £43.8bn).

While total expenditure on training 
was greater, investment per person 
trained and per employee remained 
similar in 2015 to 2013 and 2011.
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An increase in 
training days 
provided reflects 
increased 
recruitment 
activity

Number of staff 
trained increased 
from 16.8m in 2013 
to 17.4m in 2015

Employer Skills Survey 2015

UK F IGURE S

% OF EMPLOY ERS T H AT T R A IN

% OF EMPLOY ERS T H AT T R A IN  OFF-T HE-JOB

% T H AT ONLY T R A IN  ON-T HE-JOB

% OF S TA FF T R A INED OV ER T HE L AS T 12  MON T HS

DAYS T R A INING PER PERSON T R A INED

2011

65%

47%

19%

55%

7.8

2013

66%

4 9%

17%

62%

6.7

2015

66%

4 9%

17%

63%

6.8

T O TA L T R A INING DAYS PROV IDED (MIL L ION ) 115 113  118

F i g u r e  7  —  S u m m a r y  o f  e m p l o y e r  t r a i n i n g  a n d  w o r k f o r c e  d e v e l o p m e n t 

B a s e  ( 2 0 1 1 / 2 0 1 3 / 2 0 1 5 ) :  A l l  e s ta b l i s h m e n t s  ( 8 6 , 5 2 2  /  9 1 , 2 7 9  /  9 1 , 2 1 0 )
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Use of online training or e-learning and of 
other self-learning was common among 
training employers (45 per cent and 38 
per cent respectively), and generally 
increasing, particularly for online training 
and e-learning (39 per cent of those using 
this method at all in the last two years 
reporting an increase over the last 12 months, 
compared with 18 per cent using it less).

Variation in training levels appear to be driven 
largely by employer size. The survey showed 
that the smallest establishments provided 
twice as many training days per person trained 
and spend, on average, three and a half times 
more per person trained than the largest 
establishments. Reflecting these patterns, 
businesses in Construction and Agriculture 
spend more per person trained than sectors 
dominated by larger establishments, such as 
Public Administration and Health and Social 
Work. This suggests that smaller businesses 
are less likely to benefit from economies of 
scale in the planning and implementation of 
training than their larger counterparts. This is 
particularly true of small, single site businesses: 
small establishments that are part of a larger 
organisation appear able to draw on the larger 
organisation for support in training functions.

Close to a half of employers that trained (46 
per cent) wanted to provide more training 
than they had been able to do, with the main 
barriers being a lack of time and a lack of funds 
for further training. These reasons suggest that 
for some businesses, there is a ‘ceiling’ to the 
value they place on training, beyond which the 
training does not provide an adequate return to 
their investment, or at least is not perceived to.

1 UKCES (2014) Grow t h t hrough p eop l e

Total investment 
in training has 
increased to 
£45.4bn in 2015

That training levels have broadly remained 
consistent is positive given the constraints 
businesses have faced in recent years, but it 
does also pose a challenge to UK businesses. 
Around 90 per cent of the current labour force 
have the potential to be active in the labour 
market a decade from now . Therefore, the 
economy cannot rely on initial education 
alone to ensure people have the continuously 
changing skills that are needed: the workplace 
is a vital location to develop these skills. 
Given the importance of skilled people as a 
global currency, the survey poses questions 
about whether these levels and the types of 
training businesses are investing significant 
resources in are adequate to enable the UK 
economy to take advantage of opportunities, 
capitalise on innovation and secure growth 
in performance and productivity.
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Skills is a derived demand. Employers do 
not simply provide training or seek to recruit 
skilled people as an end in itself, the level and 
nature of the skills they require is derived 
from the business strategy they pursue and 
from the way they organise their work. As 
these factors drive employers demand for 
skills, so too it impacts on their experience 
of skill challenges and the practices they 
implement to address those challenges.

Businesses that adopt high performance 
working practices (HPW) and those that 
pursue “very high product market strategies” 
(PMS, i.e. who lead the way within their 
industry, offer premium products and 
services with a high degree of customisation 
and whose competitive success is not at all 
price dependent) tend to be more active 
in the labour market and consequently to 
have a more frequent experience of skill 
shortages: however, they also find it easier to 
fill their vacancies in the sense that a smaller 
proportion of their vacancies are hard to fill.

HPW and high PMS employers are 
more likely to train their staff (in higher 
proportions than other employers).

Overall, the signs are that both sets of 
employers are viewed more favourably by 
job-applicants as a place to work. This is 
further reinforced by the fact that they are 
more likely to have under-utilised staff.

High performance 
working practices 
and product market 
strategies

H P W N O N - H P W

2011 2013 2015 2011 2013 2015

4 0

1 4

2 7 %

2 0 %

2 3 %

3 4 %

1 6

6
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11

%  H AV E  VA C A N C I E S

S S V s  a s  %  o f  va c a n c i e s

%  H AV E  S S V s

h t f v s  a s  %  o f  va c a n c i e s

%  H AV E  H t F V s

F i g u r e  8  —  S u m m a r y  o f  H i g h  P e r f o r m a n c e  W o r k i n g 
( H P W )  a n d  e m p l o y e r s ’  e x p e r i e n c e s  w h e n  r e c r u i t i n g

B a s e :  A l l  e s ta b l i s h m e n t s  i n  M o d u l e  1  b y  H P W  c l a s s i f i c at i o n 
( H P W :  8 , 7 9 2 ;  n o n - H P W :  3 6 , 6 0 0 )
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CONCLUSIONS
The Employer Skills Survey is a vital source 
of data on skills and the labour market. 
It offers a unique insight into the micro 
decisions that employers make about factors 
such as recruitment, training investment 
and use of skills in the workplace, which 
underpin the macro-level trends that drive UK 
economic growth and productivity levels.

ESS 15 highlights how changes in the economy 
are impacting on firms differently. Overall, 
vacancies and skill shortage vacancies have 
increased significantly over the last two 
years, with some sectors in particular facing 
heightened difficulties in recruiting staff, such 
as in Construction and Finance. However, in 
many cases there has been persistence over 
successive waves of the survey in the areas in 
which difficulties are most commonly reported. 
For example, Manufacturing remains one of the 
sectors most likely to report that their vacancies 
are hard to fill for skill related reasons, despite 
declining employment levels and this has been 
persistent over the Employer Skills Survey 
series throughout the 21st century; Skilled 
Trade is the occupation in which employers are 
most likely to report skill shortage vacancies.

These variations, in addition to geographical 
variation, raise questions about how local 
and national governments ensure the 
maximum value of any policy response, 

The survey raises 
important questions for 
employers and policy 
makers on tackling 
the issues raised

which needs to be mindful of the variations in 
experiences reported here and the contextual 
factors which shape these experiences.

But there are questions for businesses too 
as the survey raises questions about the 
levels of demand for, and use of, skills by 
employers and whether these are at the right 
levels for the business. For example, the 
survey shows us that a minority of businesses 
operate high performance working practices 
but those that do have a higher demand for 
skills; that Managers are the occupational 
group least likely to receive training, but will 
be instrumental in decisions about business 
and people strategies; that 2 million staff 
have skills not currently being used in the 
workplace and that the impacts of skill 
shortages reported by employers have the 
potential to be very damaging to business, 
yet the persistence of many skill deficiencies 
suggests that training decisions, in some 
businesses at least, may be sub-optimal. At a 
micro-level, these factors may be damaging 
for the business; at a macro-level, they could 
be damaging for the UK economy and hamper 
the sustainability of UK economic growth.
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The UK Commission for Employment and Skills 
(UKCES) works with industry and government to 
help achieve better outcomes in how people get 
in and on in work and how businesses succeed 
through the skills and talents of their people.
 
UKCES is a social partnership led by 30 
Commissioners who are senior leaders 
of large and small enterprises, (including 
non-profits), further and higher education 
institutions from across the UK.
 
We believe that it is the talents and 
skills of people that drive business 
competitiveness and economic growth.
 
www.gov.uk/ukces
info@ukces.org.uk
@ukces


