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This annex contains case studies showcasing the best practice around employment and skills development from across London that businesses, training providers and others including charities and agencies are already doing through its workforce, skills and training programmes. The case studies highlight the outcomes, challenges, and solutions to London’s skills shortage that have already been developed and trailed.

These case studies support the actionable priorities set out in the London LSIP, and evidence where employer demand is already being met and Londoners are being engaged well.

The case studies within this annex fall into the following categories which match the LSIP’s priority sectors and themes: 

· Built Environment
· Creative
· Digital
· Green
· Health and Social Care
· Hospitality
· Labour Market Inclusion
· Life Sciences
· Professional and Financial Services
· Transferrable Skills, Essential Skills for Employment
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Canada Water Connect is a long-term partnership between British Land, AustralianSuper and the charity ELBA, created to ensure that the transformation of Canada Water directly benefits local people in Southwark. The programme was established in response to identified local skills and employment needs, the major opportunities arising from the Canada Water Masterplan, and British Land’s commitment to delivering its 2030 Sustainability Strategy. At its core, the initiative seeks to connect local residents with meaningful employment and progression opportunities generated through one of London’s largest regeneration projects.

The programme aims to improve access to skills development, training and employment for Southwark residents, particularly those furthest from the labour market, while also supporting employers across construction, meanwhile uses and emerging end-use sectors. It focuses on creating structured skills pathways aligned with real labour market demand, improving long-term employment outcomes, and embedding inclusive recruitment practices across partners involved in the development. In doing so, it contributes to sustained local economic participation and resilience as the area evolves.

Delivery is led through a long-term partnership between British Land and ELBA, supported by an embedded on-site team at Canada Water. This place-based model enables close collaboration with contractors, occupiers, skills providers, community organisations, and Southwark Council. Over time, the programme has adapted alongside the development phases - initially focusing on construction-related training and employment, and increasingly expanding to support opportunities in end-use sectors as the regeneration progresses. This flexibility has ensured continued relevance and responsiveness to changing workforce needs.

The impact to date has been significant. Canada Water Connect has supported residents into training, work experience, apprenticeships and sustained employment. More than 90 apprentices have been supported to learn and earn on the development, alongside over 160 previously unemployed local residents who have remained in employment for six months or more. The programme has also enabled consistent delivery against Section 106 commitments, outperforming targets and reducing risk while strengthening trust with local stakeholders.

A key challenge has been maintaining a consistent pipeline of opportunities in the context of shifting development timelines. This has been addressed by broadening routes into employment beyond construction alone and strengthening employer engagement across multiple sectors. As Canada Water moves into a more mixed-use phase, the programme will continue to evolve, with a focus on end-use employers, progression and retention, and deeper integration with local skills infrastructure. British Land’s long-term commitment ensures the programme remains central to delivering both social value and sustainable regeneration outcomes for Southwark.
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Lee Marley Academy developed its apprenticeship programme in response to significant skills shortages across the construction industry and increasing demand for local employment and training opportunities linked to social value commitments. As both an employer and training provider, the company was uniquely positioned to deliver apprenticeships in-house while coordinating cohorts to meet operational requirements and contractual social value targets within the communities where it works.
Drawing on nearly 30 years of bricklaying expertise, Lee Marley created a bespoke apprenticeship delivery model designed to support the next generation of construction workers while addressing industry workforce gaps. Using facilities at South Bank Technical College, the company sources training resources directly and uses experienced employees to deliver and monitor apprenticeship provision, ensuring learners gain practical skills aligned with current industry standards. For scaffolding apprenticeships, the business partnered with Simian to provide specialist training that meets both learner needs and business obligations. Delivering training in blocks allows apprentices to balance site work with structured learning, while maintaining strong links between training and live industry practice.
Since 2020, the programme has enrolled 168 apprentices, with 58 completions and 76 learners currently on programme, contributing toward an anticipated achievement rate of 80%. These outcomes demonstrate strong progress against workforce development and social value objectives, although learner retention and completion continue to present challenges. In response, Lee Marley is expanding site capacity, introducing foundation apprenticeships to support early-stage entrants, and partnering with Construction Industry Training Board on a “train the trainer” initiative to ensure teaching remains current and practical. To better support the 11% of learners with additional needs, the company is also introducing Cognassist to identify hidden learning barriers and provide personalised support strategies. Recently gaining approval to deliver the Level 3 Bricklaying apprenticeship has further strengthened progression opportunities and reinforced the company’s long-term commitment to building a skilled and sustainable construction workforce. 
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London South East College’s 6-week Construction Bootcamp was developed in response to a clear need to strengthen the pipeline between training and employment in the construction sector. Employers consistently reported a shortage of work-ready entrants with practical experience, while young people, particularly those from disadvantaged backgrounds, lacked accessible routes into the industry that combined hands-on skills with meaningful employer exposure. The Bootcamp was therefore designed to bridge this gap by providing an intensive, practical introduction to construction and a direct pathway into apprenticeships and employment.

The programme aimed to increase employability by delivering immersive, real-world construction experience alongside structured work-readiness training. Learners were supported to develop core competencies including health and safety awareness, basic multi-trade skills, teamwork, and project presentation. A key objective was to build confidence in real working environments while ensuring participants understood employer expectations and the realities of site-based work. For employers, the aim was to create a stronger early talent pipeline, with candidates who were better prepared, more informed, and ready to progress into apprenticeships or entry-level roles.

Delivery was shaped through close collaboration with industry partners, including McAleer & Rushe and Berkeley RAR, working through established employer panels. Employers contributed directly to the programme through site visits, mentoring, CV workshops, interview preparation, and assessment of learner project presentations. This ensured the Bootcamp remained closely aligned to real workforce needs. Regular employer feedback also informed ongoing curriculum development, helping to maintain relevance and strengthen progression routes into employment.

The impact has been strong, with learners completing the programme demonstrating improved technical ability, increased confidence, and greater readiness for apprenticeship opportunities. In the most recent cohort, 18% of learners progressed into construction employment, with several securing interviews immediately following completion. Employer and learner feedback has been consistently positive, highlighting the value of practical, hands-on experience combined with structured support.

Some challenges were encountered, particularly around coordinating employer availability for site visits and maintaining consistent learner engagement over an intensive delivery period. However, these were managed through flexible scheduling and strong partnership working. Future development will focus on expanding employer involvement further and strengthening longitudinal tracking of learner outcomes to better evidence progression into sustained employment, ensuring the Bootcamp continues to act as a robust pathway into the construction sector.



RESTORATION AND RENEWAL DELIVERY AUTHORITY LTD: BUILDING SPECIALIST HERITATE SKILLS AT THE HOUSES OF PARLIAMENTRESTORATION AND RENEWAL DELIVERY AUTHORITY LTD: BUILDING SPECIALIST HERITAGE SKILLS AT THE HOUSES OF PARLIAMENT



The restoration of the Grade I listed Palace of Westminster, part of a UNESCO World Heritage Site, will require a highly skilled workforce over many years. With demand estimated at 1,500–4,000 workers annually, including significant numbers with specialist heritage skills, the Programme recognised the need to act early to develop future talent and address long-term skills shortages across the heritage construction sector.
The Programme aims to support around 1,000 apprenticeships and traineeships through its supply chain while creating a sustainable pool of heritage skills that can support the restoration works and leave a lasting UK-wide legacy. Its objectives include generating opportunities for SMEs, revitalising traditional craft industries, and creating employment and training pathways for people entering the sector.
To achieve this, the Programme has established a London Regional Skills Network, bringing together SMEs, training providers, client organisations and local authorities to coordinate action across the sector. This work includes developing a pipeline of heritage projects to forecast future skills demand and inform training provision. The Programme is also supporting the Greater London Construction Technical Excellence College (CTEC) and the Central London Skills Hub to strengthen workforce planning and specialist heritage training provision.
A key challenge is the time required to develop specialist heritage skills. By supporting collaboration, training and career pathways across the sector, the Programme is helping individuals gain experience on heritage projects and progress into roles needed for future restoration works. The intended outcome is a skilled and experienced workforce that is ready to support delivery of the Programme while creating a lasting legacy for skills, employment and economic opportunity. 
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Big Creative Education developed its careers programme in response to a growing challenge: many young people, particularly from diverse and underrepresented backgrounds, were struggling to access sustainable careers in the creative industries, while employers faced ongoing skills shortages. Traditional education routes were not consistently providing the practical experience, industry insight or confidence needed for successful progression.

Rather than treating careers guidance as an add-on, Big Creative now integrates it throughout all courses, helping students understand progression routes, explore opportunities and build clear, actionable plans for their future.

A defining feature of the programme is its strong emphasis on real-world industry engagement. Students regularly work on live briefs set by employers, giving them direct experience of professional expectations and workflows. These projects are complemented by structured work experience placements, as well as visits to workplaces and universities. Industry professionals are a constant presence within the programme, contributing guest talks, mentorship and insight into current sector trends.

Big Creative Education have built partnerships with leading organisations across the creative industries including Universal Music, Sadler’s Wells, Hayward Gallery, Soho Theatre, URBN and the BFI. This ensures that its curriculum remains relevant and forward-looking. An employer advisory board and network of industry ambassadors play a key role in shaping course content, aligning it with evolving skills demands and helping students understand the realities of creative careers.

The impact of this approach has been significant. Many students have progressed directly into roles within the creative industries, often as a result of connections made through live briefs, work experience or employer interactions. The programme has also played an important role in challenging misconception, particularly the belief that creative careers lack stability or are being diminished by technological change. By facilitating honest conversations with industry professionals, Big Creative Education has helped students and their families develop greater confidence in the viability and diversity of creative career paths.

Today, approximately 70% of graduates continue into the creative industries, contributing to a growing and sustainable talent pipeline. This outcome reflects not only the strength of the programme, but also its success in widening access and opportunity.

Looking ahead, they aim to deepen its industry partnerships and expand opportunities for students to engage with emerging areas of the creative economy. By evolving alongside the industry it serves, Big Creative Education is committed to ensuring that the next generation of creative talent is both prepared and empowered to succeed.
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City Lit developed its Technical Theatre Bootcamp in response to a clear challenge within London’s thriving creative arts sector: despite high demand and numerous vacancies, entry into technical theatre remains difficult without access to training, practical experience and industry guidance. For many aspiring technicians, particularly those unable to afford fee-paying courses, this creates a significant barrier to entry. As the only adult education college in London offering short courses in Technical Theatre and Stage Management, City Lit identified an opportunity to open up pathways into the industry through a more accessible, intensive programme.

The Bootcamp was designed to equip learners with core skills in lighting, sound and AV design and operation, combining structured teaching with hands-on, supervised practice. Students applied their learning in real events, culminating in supporting a live drama production, ensuring their experience closely reflected industry expectations. A key partnership with Camden People’s Theatre brought this to life, offering backstage access, mentoring and practical experience within a working theatre environment. Investment from the Greater London Authority enabled City Lit to expand its technical equipment, allowing each learner more time to practise, experiment and gain confidence, including working with portable systems commonly used across the sector.

The programme attracted a diverse cohort, with half of participants under 30, and successfully built both technical capability and confidence. Learners gained meaningful, work-based experience and are now being supported into freelance and contract opportunities, although this progression requires sustained, hands-on support from tutors. Some challenges emerged, including managing an irregular timetable designed to maximise exposure to live events, and providing additional flexibility for a learner experiencing health issues. Overall, however, the programme has demonstrated strong outcomes in preparing individuals for entry into the industry.

City Lit now aims to expand the Bootcamp model to
 reach more learners and meet growing sector demand. Central to this is developing new partnerships with theatres willing to host training, ensuring learners continue to benefit from immersive, real-world environments that strengthen skills, confidence and employability. 
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The West London Film Competition was created by JGA Group to address a clear gap between education and the realities of the film and television industry. While many learners were studying creative subjects, opportunities to gain practical, industry-aligned experience were limited, particularly for those outside traditional academic routes or currently unemployed. The competition was designed to bring together college students, community participants and industry professionals, creating an inclusive platform where participants could develop skills, build confidence and better understand pathways into the screen industries.

At the heart of the initiative is a collaborative, project-based model that mirrors real-world production. Mixed teams of students and community participants work together to develop short films, guided throughout by employer mentors and freelance industry professionals. These mentors play a central role, offering technical advice, sharing industry insight and supporting teams from initial concept through to final production. The structure balances creativity with professional expectations, with clear goals, defined roles and an emphasis on teamwork. Ongoing communication between organisers and mentors ensures that learning remains aligned with current industry practice, while inclusive recruitment opens access to individuals with a wide range of experience levels.

The competition has grown steadily, increasing from 3 to 14 teams, with strong engagement and successful completion across the programme. Participants have gained hands-on production experience alongside improved confidence, collaboration skills and a clearer understanding of industry standards. For many, the experience has strengthened employability and sparked progression into further training or creative opportunities. Some challenges emerged, particularly within a larger community team where attendance, group dynamics and differing expectations required more intensive support. These insights have informed future improvements to the programme.

All team members, friends and relations are invited to a local cinema to network and for a screening of all competing films with the winners then undertaking a guided tour of a local film studio. 

Overall, the initiative has achieved its aims of connecting education with industry while widening access to meaningful, work-based learning. The next phase will focus on strengthening participant selection through a light-touch interview process, providing clearer guidance to support team cohesion, and continuing to expand employer and mentor involvement to further enhance the quality and reach of the experience.
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Polka Theatre recognised that its workforce, like much of the wider cultural sector, did not fully reflect the diversity of the communities it serves. Barriers to entry, ranging from limited access to networks and training, to financial and structural challenges, meant that many talented artists and young people from underrepresented backgrounds were excluded from pursuing careers in children’s theatre. In response, Polka set out to create more equitable, accessible pathways into the industry, with a focus on long-term change in how talent is identified, supported and developed.

The initiative was designed to widen participation and diversify the creative talent pipeline by offering structured development opportunities, mentoring and real-world experience. Polka aimed not only to support emerging artists but also to inspire local young people to consider a broader range of roles within theatre, beyond performance, while embedding inclusive practices into recruitment and workforce development.

To achieve this, Polka implemented a multi-strand approach that brings together artist development, youth engagement and community outreach. Programmes such as Catapult and Next Steps provide seed funding, rehearsal space and mentoring from experienced practitioners, enabling artists to develop their work and build professional networks. At the same time, Creative Learning initiatives like Freefalling and Write Here Write Now engage children and young people, particularly those from vulnerable or underrepresented groups, in skills development and creative exploration. Partnerships with schools, community organisations and local authorities have strengthened access routes, while work placements and volunteering opportunities offer hands-on experience within a professional theatre environment.

The impact of this work is visible in both participation and progression. More artists from underrepresented backgrounds are accessing development opportunities, while young people, including those who are neurodiverse or disabled, are building confidence, skills and awareness of creative careers. By offering free tickets, adapted performances and targeted outreach, Polka has reduced barriers to engagement and opened up the sector to a wider audience.

Building on this progress, Polka continues to embed inclusive practices and expand its programmes, with the aim of creating a more representative, sustainable workforce and ensuring that children’s theatre reflects the diversity of the communities it serves.
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The real estate sector has been facing a “stark lack”[footnoteRef:1] of socio-economic diversity, alongside rising youth unemployment, which has reached approximately 16%.[footnoteRef:2] In this context, Landsec recognised that businesses have a clear responsibility not only to increase access to opportunity, but also to build diverse talent pipelines capable of meeting long-term strategic skills needs. [1:  Bridge Group report; February 2025]  [2:  ONS – January 2026] 


A key driver for change was the understanding that widening access to early careers delivers direct business value. Developing inclusive entry routes helps strengthen capability in priority areas such as innovation, data and digitisation, while also improving long-term retention and workforce resilience. This insight led to the evolution of Landsec’s six-month paid internship model into a broader early careers programme designed to remove barriers and identify high-potential talent earlier in the pipeline.

A central innovation within the programme has been the introduction of insights weeks. These provide structured work shadowing experiences across the business for participants from Landsec Futures employability and university programmes, acting as a fast-track route into internships. By covering expenses, the programme removes financial barriers to participation and ensures access is not limited by personal circumstances.

Recruitment is delivered exclusively through university and charity partners, using social mobility criteria to reach young people facing barriers to employment. The selection process is intentionally inclusive: CVs are not required, and limited emphasis is placed on prior experience or formal qualifications. Instead, candidates are assessed on potential, motivation, and behaviours aligned with organisational values. Interview questions are shared in advance to reduce anxiety and ensure candidates without industry networks feel supported throughout the process.

Since 2023, the programme has welcomed 19 interns across London, with 60% progressing into ongoing roles. Since October 2025, the introduction of insights weeks has further expanded impact, supporting 6 young people through structured work shadowing and providing early exposure to the sector, as well as access to professional networks. Overall, the programme is deliberately aligned to areas of future skills demand, including data and digital roles, and prioritises progression into entry-level pathways such as apprenticeships.

Landsec will continue embedding and scaling its early careers programme, including the expansion of insights weeks across London and other regions. The focus will remain on business areas with the greatest long-term skills demand, ensuring the programme continues to deliver both social impact and strategic value. Landsec will also maintain its collaboration through the Property People Collective with industry peers including GPE, British Land, SEGRO, Grosvenor and Hammerson, to raise awareness of real estate careers and widen access across the sector.
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We Job Box developed the Digital Futures Work Experience Programme in response to a growing need to improve access to meaningful, industry-relevant digital skills opportunities for young people in London. Despite the rapid growth of the digital and tech sectors across the capital, many learners, particularly those from underserved communities, face barriers to accessing structured work experience, limiting their ability to progress into employment or further training. The programme was designed to bridge this gap by providing accessible, employer-informed pathways into digital careers.

The aim of the programme is to equip young people with practical digital skills, workplace experience and an understanding of career opportunities within the tech and digital sectors. It focuses on building confidence, improving employability, and supporting progression into further education, apprenticeships or entry-level roles. A key objective is to ensure that participants from London’s diverse communities can engage with high-growth sectors and gain exposure to real workplace environments that reflect current industry practice.

Delivery in London is built around a blended model combining virtual learning, project-based tasks and structured employer engagement. We Job Box works with a network of digital employers, SMEs and tech professionals across the capital to provide real-world briefs, mentoring and feedback. Participants take part in structured work experience placements that mirror industry workflows, including digital marketing, coding fundamentals, content creation and data-focused tasks. Employers play an active role in shaping programme content and supporting learners through mentoring sessions, ensuring alignment with current digital skills needs in London’s labour market.

The programme has supported young Londoners to build confidence, develop transferable digital skills and gain insight into a rapidly evolving sector. Participants benefit from direct employer interaction, improving their understanding of workplace expectations and progression routes into digital careers. Employers also report improved engagement with early talent pipelines and increased awareness of diverse entry-level potential within the sector.

Challenges have included ensuring consistent employer engagement across a fast-moving digital landscape and supporting learners with varying levels of prior digital experience. These have been addressed through flexible delivery, scaffolded learning pathways and ongoing employer coordination.

Going forward, We Job Box aims to expand the programme’s reach across London, deepen employer partnerships in high-growth digital sub-sectors, and strengthen progression tracking to better evidence long-term outcomes into education, apprenticeships and employment.
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In response to a growing challenge within the net zero labour market, GoodPeople developed Net Zero Careers. They saw that while demand for green skills was increasing rapidly, opportunities and training pathways remained fragmented across sectors. This made it difficult for individuals to navigate routes into employment and for employers to access the talent they needed, contributing to persistent skills shortages. Recognising the need for a more coherent and accessible system, the programme was designed to bring clarity and connectivity to the net zero careers landscape.

Net Zero Careers aims to improve access to jobs, training, and career information, particularly at entry and mid-levels, where pathways are often least visible. At its core is an online platform, netzerocareers.co.uk, that aggregates live vacancies, apprenticeships, and training opportunities, linking them directly to the skills required and relevant courses. This is complemented by active employer engagement and recruitment support, ensuring that opportunities are not only visible but accessible. GoodPeople works closely with hundreds of employers, training providers, and local partners, while convening the Green Skills Advisory Panel to identify emerging needs and share real-time labour market intelligence with policymakers and the London Local Skills Improvement Plan.

The programme has already made meaningful progress in connecting people with net zero opportunities. Working with over 100 partners - including colleges, training providers, employability organisations, and borough employment teams - live roles are shared directly with the networks best placed to reach job-ready candidates. This collaborative approach has supported 300+ job seekers into net zero-aligned roles in partnership with 150 businesses across London, with challenges around fragmented data and smaller employer engagement addressed through hands-on brokerage and partnership working.

Building on this progress, the next phase will focus on expanding geographic reach, strengthening progression routes from training into employment, and further aligning provision with LSIP priorities to ensure the net zero workforce can meet future demand. 
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Cory Group, a major green employer in Bexley, required a responsive local skills pipeline to meet current vacancies, future workforce demand, and address under-representation in key operational roles. As the organisation expanded within the green economy, it needed a more direct and reliable route to recruit job-ready local residents, particularly those facing barriers to employment. In response, the Cory SWAP (Sector-based Work Academy Programme) was developed as an employer-led pathway into sustainable employment, delivered in partnership with London South East Colleges (LSEC). 

The programme was designed to connect local residents directly to real job opportunities at Cory while ensuring they were fully prepared to meet employer expectations. Its core objectives were to equip participants with job-specific skills, build confidence and readiness for recruitment processes, and provide guaranteed interviews for live vacancies. By aligning training closely with Cory’s operational requirements, the programme also aimed to improve employment outcomes, diversify the workforce, and strengthen access to green sector careers for local communities.

London South East Colleges played a central delivery role in designing and delivering the training element of the SWAP. LSEC developed and delivered the pre-employment training, ensuring content was aligned with Cory’s vacancy requirements and industry standards. The college supported participants to build job-ready skills, understand workplace expectations, and prepare for interviews, while working closely with employers to ensure training remained relevant and responsive. Alongside this, Cory Group, Bexley Council and the Department for Work and Pensions worked in close partnership with LSEC to coordinate recruitment, align timelines, and support consistent candidate flow into the programme.

The SWAP delivered strong outcomes, with six participants progressing into employment at Cory, demonstrating clear alignment between training and real vacancies. Guaranteed interviews played a key role in supporting progression, while the partnership approach ensured employer needs and learner development were effectively balanced. Challenges included fluctuating enrolment and the need for earlier engagement to secure attendance and commitment.

Building on this success, a second SWAP has been developed in response to demand for a further 11 vacancies. Future delivery will focus on strengthening outreach, improving engagement, and further enhancing co-design between Cory and London South East Colleges to maximise progression into sustainable green employment.
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South London is facing a growing demand for green and construction skills as the transition to a net zero economy accelerates. However, awareness of green careers remains limited, and access to relevant training, particularly flexible, entry-level and modular provision, has not kept pace with employer needs. In response, the Green Skills Academy Hub was established, funded by the Greater London Authority and the Department for Energy Security and Net Zero, to build a clearer, more accessible pathway into green jobs while addressing the skills gaps identified in the Local Skills Improvement Plan (LSIP).

The initiative set out to improve awareness of green careers, expand access to Level 1–5 training, and create a more coordinated system for skills development across South London. Central to this was the development of a shared brand and communication strategy, using the Green Skills Academy Hub as a focal point to connect learners, providers and employers. Alongside this, a Retrofit Skills and Employment Plan was created, bringing together over 50 stakeholders, including local authorities, training providers, housing commissioners and industry specialists, to map demand and design a roadmap for large-scale retrofit delivery.

Working in partnership with organisations such as John Ruskin College, South Thames Colleges Group, CPJ Education, Berkeley Group and Solar Energy UK, the programme developed new training pathways in areas including retrofit, green construction, and installation of sustainable technologies. It also delivered targeted interventions such as bespoke training, careers events, practitioner upskilling and accessible careers resources to address market gaps. Employer engagement has been a core feature, ensuring that provision remains aligned with real workforce needs.

The impact has been significant. The programme has reached over 13,000 businesses, actively engaged more than 100 employers and 6,700 residents, and supported over 400 individuals into green employment or training. New resources, including the Retrofit Skills Centre, Retrofit Careers House and Green Skills Careers Tree, have improved visibility of pathways and simplified access for both learners and employers.

As South London continues its transition to a sustainable economy, the Green Skills Academy Hub is now focused on building on this momentum, expanding training provision, deepening employer partnerships and strengthening progression routes to ensure a skilled, future-ready workforce capable of delivering net zero ambitions at scale.
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The West London Green Skills Hub was originally established in 2022 and at the time of it’s conception was funded by the Greater London Authority and delivered by West London College. When funding ended, West London College recognised the value and successful work that the Hub facilitated between employers and training partners, and so decided to continue this work and maintain the hub. The Hub has been instrumental to drive training, apprenticeship and job opportunities.

The West London Green Skills Hub works to expand the region’s capacity to train residents in green and construction skills and address employer recruitment needs. It brings employers, training providers, LAs, charities and others together to widen access for under-represented groups and help create pathways into training and jobs. The goal is to build a skilled, future-ready workforce though bringing people and organisations together to work strategically via positive collaboration. 

The Hub runs two active and influential employer boards, both chaired by employers. It supports West London Business, West London Alliance, training providers, DWP, Ingeus Restart and many others. Sessions on what the sector has to offer jobseekers have been delivered to over 900+ job brokerage professionals alongside with a series of job & training fairs. An annual West London Green Skills prospectus has been created and the Hub’s monthly e-newsletter promotes partner job and training opportunities to over 2,000 subscribers. 

Since launch, the Hub’s training partner providers surpassed its KPI (by over 200%) for enrolling Londoners into training and education relating to the sector. At present, the Hub is supporting London’s new CTEC – Construction Technical Excellence College and the GLA’s pan-London, employer-led Construction & Built Environment Sector Talent Board. Both of the Hub’s employer board chairs have places on the GLA board. The Hub has recently, via the LSIP2 process, been involved in sharing 
insights and best practice with West London’s wider sector Hubs. 
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Skills for Care has developed a new Practical Approach Toolkit to capture and share effective models of engagement that strengthen workforce development across adult social care. This toolkit was created in response to a need for more practical, grounded examples of what works in practice when aligning learning, employer engagement and workforce readiness. Too often, successful approaches remain localised and informal, limiting their wider impact. This initiative was designed to address that gap by showcasing real-world models that can be understood, adapted and replicated across the sector, and has been directly utilised by Harrow, Richmond and Uxbridge Colleges (HRUC).

The toolkit has been shaped directly by the experience and insight of providers who have implemented successful engagement approaches on the ground. Contributors have shared how structured, predictable engagement routines, immersive learning environments, hybrid participation models and reciprocal partnership working can be embedded over time to create meaningful impact. Rather than presenting theory alone, the toolkit “gets under the bonnet” of implementation, exploring not only what was done, but why it worked and how it was sustained in practice.

By capturing these detailed approaches, the toolkit provides a practical framework for colleges, training providers, employer representative bodies and system partners to better align curriculum with real workplace practice. It highlights how strong collaboration between education and employers can improve learner readiness, strengthen workforce pipelines and ensure training is responsive to sector needs. The examples included demonstrate how consistent engagement with employers, combined with flexible and immersive learning design, can create more confident, capable learners who are better prepared for employment.

The impact of this work lies in its ability to translate successful local practice into sector-wide learning. It offers organisations the confidence to adapt and replicate approaches that have already proven effective, supporting a more consistent and informed approach to workforce development across adult social care.

Looking ahead, Skills for Care will continue to promote and expand the toolkit collection over the coming months, ensuring that further examples of best practice are captured and shared. The continued aim is to strengthen collaboration across the sector, enhance learning experiences and support the development of a more confident, work-ready adult social care workforce.
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The South-West London Social Care Academy Hub was created in response to persistent workforce shortages and a fragmented system that made it difficult for people to understand how to enter and progress within adult social care. Many residents lacked clear information about training and job opportunities, while employers struggled to recruit and retain skilled staff. At the same time, concerns around poor practice in international recruitment highlighted the need for stronger safeguards and more ethical, supportive pathways for overseas workers entering the sector.

The programme set out to raise awareness of social care careers, improve access to high-quality jobs and training, and create clearer progression routes across South-West London. A central focus was supporting both local residents and employers to strengthen the workforce, while also ensuring international recruitment was ethical, compliant and safe. This included providing targeted support to overseas care workers, particularly those at risk of exploitation, helping them secure new employment with responsible sponsors and maintain their legal status in the UK.

To achieve this, the Hub delivered a combination of outreach, careers promotion and personalised support. Residents were offered one-to-one employability guidance, job matching and connections to local care providers, helping them move into sustainable roles. Alongside this, the programme worked closely with employers to improve recruitment practices and build their capacity to sponsor workers responsibly. Through funding from the Department of Health and Social Care’s International Recruitment Fund, specialist support was also provided to international recruits, including advice on rights, CV development, interview preparation and access to ethical employment opportunities.

Between 2023 and 2025, the programme supported over 1,200 local people into jobs and training, alongside 170 international care workers who were successfully matched with new, ethical employment. While the programme encountered challenges, particularly in managing complex cases of unethical recruitment, these were addressed through strong partnership working and tailored, individual support. Building on this success, the next phase will focus on expanding employer engagement, strengthening preventative approaches to ethical recruitment, and developing more structured career pathways to support long-term workforce sustainability.
.
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Canary Wharf Group (CWG) identified a clear and persistent challenge in Tower Hamlets: local young people, particularly those from disadvantaged backgrounds and racially minoritised groups, were facing significant barriers to employment. At the same time, youth unemployment rates in London consistently remained higher than the national average (ONS), highlighting a structural gap between young jobseekers and available opportunities.

Alongside this challenge, a major opportunity existed. With over 300 retail and hospitality units across its malls, CWG recognised its potential to help address recruitment shortages while improving access to meaningful employment for the local community. The aim was to create a reliable and inclusive pipeline into entry-level roles, while strengthening employer engagement and improving candidate readiness.

To achieve this, the initiative was built around a partnership model connecting employers, specialist delivery partners, and local support services. In 2023, CWG partnered with Circle Collective, integrating their Back Your Future programme into its wider employment strategy. A dedicated retail space within the mall was used to engage candidates, deliver pre-employment training, and provide direct access to live vacancies across retail and hospitality tenants.

The programme followed a structured progression route: employer onboarding, candidate engagement through the Circle store, pre-employment training, and direct matching into vacancies across the estate. Delivery was supported by Circle Collective, retail tenants, WorkPath, and Jobcentre Plus, ensuring strong referral pathways and alignment between training and employer needs.

The outcomes have been significant. The partnership has supported more than 166 young people into employment, delivered hundreds of hours of training, and enabled around 50% of participants to progress into work, education, or further training. More broadly, Circle Collective has supported over 1,600 young people into employment through its wider work, demonstrating the effectiveness of the model in building sustainable pathways.

The programme has also highlighted key challenges, including the risk of limiting young people to a narrow range of sectors despite broader aspirations, and the capacity constraints faced by some corporate partners with established early talent programmes. However, it has also created wider value through introductions that support Circle Collective’s broader London-wide employment work.

Looking ahead, CWG aims to further strengthen and scale the programme. Planned developments include dedicated barista training to improve candidate readiness for specialist roles, and more targeted, smaller-scale recruitment fairs aligned to retailer demand. Working closely with Circle Collective, Jobcentre Plus, and WorkPath, the initiative will also enhance local referral systems to ensure a consistent pipeline of work-ready candidates. Through continued collaboration, the programme will further expand access to employment, improve job matching, and support more young people in Tower Hamlets into sustainable and meaningful careers.
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The Greater London Authority (GLA) funded Hospitality Skills Bootcamp at PDT Skills Campus, delivered by Well Grounded Jobs CIC, was created to address two interconnected challenges: growing hospitality workforce shortages and the barriers many Londoners face when trying to access sustainable employment. The programme supported individuals like David, who experienced challenges including limited English, low confidence, and a lack of industry experience, while responding directly to employer demand for skilled, hospitality-trained, job-ready staff.
Designed in partnership with employers, the programme focused particularly on shortages in barista and front-of-house roles across the hospitality sector. With 91% of employers reporting recruitment difficulties, Well Grounded Jobs CIC worked with more than 140 hospitality partners to co-design training that reflected current industry needs. Lead employer Company of Cooks supported curriculum development, delivered masterclasses, and contributed to recruitment activity, while employer partners provided work placements and guaranteed interviews.
Through a combination of accredited training, employability support, and practical experience, learners developed the confidence and skills needed to progress into work. David completed a four-week work placement, achieved industry-recognised qualifications including the SCA Barista Skills Foundation, and secured a London Living Wage role as a barista. His experience reflects wider programme success, with 65% of learners progressing into employment, significantly above the sector average, alongside more than 4,750 hours of work placements delivered.
The programme demonstrates how employer collaboration can create meaningful pathways into sustainable work while helping businesses address critical recruitment gaps. Building on these outcomes, the next phase of delivery will focus on strengthening employer partnerships further, expanding progression opportunities, and continuing to support Londoners facing barriers into long-term hospitality careers. 
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Witnessing the skills shortages that the retail industry faced, and recognising that the talent pool was there, West London College set about finding a way to work with employers to ensure training matched demand, creating clear pathways into employment.

This brought about the creation of the West London Retail Skills Hub. The Hub was designed with URW (Westfield) and Youth Careers Collective to support people into employment in retail, providing them with both general employability and specialist retail skills training, increasing their confidence. By partnering with retail and hospitality employers, we can connect learning directly to employment outcomes, helping residents secure jobs while also addressing employer skills shortages by providing job-ready candidates equipped with relevant, practical knowledge and skills.

The Hub engaged employers through partnering with URW, local councils, charities, the DWP, business organisations and hosting recruitment events, on-site interviews and inductions. We have aligned training with employer needs by co-designing workshops and courses focused on practical retail skills and employability. Regular communication ensured responsiveness to vacancies and hiring expectations. Job shows, a live vacancies board and tailored candidate support created a balance, meeting employer demand for skilled staff while ensuring learners received confidence-building, personalised guidance and direct access to opportunities.
 
So far, West London Retail Skills Hub has supported over 1500 adults with training and skills, helping more than 100 candidates into jobs. We have engaged more than 120 employers, including M&S, Primark, Timberland, Lakrids by Bülow, and SugarSin, demonstrating our ability to support with their aims and objectives. 

Although the public perception of retail and hospitality as a ‘career’ is a barrier, demand for training has been high. Future plans include expanding our offer, introducing AI and VR training, and strengthening our employer partnerships, aiming to scale impact and support more people into employment across West London
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Amid rising youth unemployment and persistent skills shortages in high-growth sectors, Hammersmith & Fulham established the Upstream Pathway Bond to address a clear structural challenge: many young people lacked awareness of, and access to, high-quality careers in STEM3 industries (STEM plus Media and Medicine), while employers struggled to build inclusive and sustainable talent pipelines.

The programme was designed to strengthen the connection between education and employment by creating clear routes from classroom to career, so every young person, particularly from underrepresented groups, can see a future for themselves in the industries shaping our future. In doing so, it gives businesses a simple way to inspire the next generation, build a skilled local workforce, and showcase the exciting careers they offer. 

Launched in 2024, the Upstream Pathway Bond was co-designed with schools, colleges, youth organisations, and employer networks to ensure relevance and accessibility. It acts as a step on the journey to work, whatever route young people take, providing structured opportunities including work experience, apprenticeships, sector talks, mentoring, entrepreneurial support, and employability skills development. The initiative connects young people directly with STEM3 employers, helping to demystify career pathways and raise aspiration.

The Pathway Bond forms part of Hammersmith & Fulham’s inclusive economic growth strategy, Upstream London, delivered in partnership with Imperial College London. This wider programme is transforming White City into one of Europe’s leading innovation districts, attracting £6 billion in high-growth investment and creating over 17,000 skilled jobs since 2017. The Pathway Bond plays a key role in ensuring local residents and young people can access these opportunities.

Since launch, the programme has delivered over 3,000 meaningful employer encounters, supported by more than 100 local organisations including L'Oréal, Novartis, and the BBC. Early outcomes show strong impact, with students progressing into high-quality apprenticeships following direct employer engagement. Schools have also reported improved Gatsby Benchmark performance, reflecting stronger careers education and more consistent employer involvement.

The Upstream London Pathway Bond demonstrates how local authorities can work with businesses and education providers to shape careers education, improve social mobility, and address local skills shortages. It provides a strong model for how place-based programmes can deliver both social value and economic impact.

Looking ahead, the programme will expand, extending support to working-age residents. This next phase will focus on training, upskilling, and reskilling into STEM3 careers, ensuring the benefits of the programme reach beyond young people to the wider community.
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Employment outcomes for learners with special educational needs and disabilities (SEND) were previously too low, with many young people struggling to transition from education into sustained work. Despite strong aspirations, barriers such as limited employer understanding, lack of tailored opportunities, and insufficient structured work experience meant that progression into employment was inconsistent. In response, London South East Colleges (LSEC) developed Supported Internships to create clearer, more sustainable pathways into work for SEND learners by building stronger employer partnerships and providing personalised, supported routes into employment.

The programme was designed with a clear aim: to create structured, supported transitions from pre-employability courses through to meaningful employment. This included developing personalised internship pathways based on learners’ aspirations, embedding real work experience with local employers, and providing wraparound support to build transferable skills. A key focus was ensuring that learners were not only placed into opportunities but were fully prepared and supported to succeed within them.

Delivery is led by LSEC job coaches, working closely with Bromley Mencap, curriculum leaders and local authority partners. Together, they identify and match learners to suitable opportunities through extensive job searching and labour market analysis across the region. Employers are actively engaged through briefings and ongoing support to understand the value of inclusive recruitment. Approaches such as job carving and co-design are used to adapt roles where needed, improving accessibility while also strengthening workplace inclusion and culture.

Over two years, the programme has delivered strong outcomes, with an average of 36% of learners progressing into paid employment, exceeding the London average. Learners have successfully entered roles aligned with LSIP priority sectors, including hospitality, demonstrating strong alignment between training and labour market needs. Post-programme support from Bromley Mencap has also improved retention outcomes for employers. However, challenges remain in sectors such as retail, where wage pressures continue to limit opportunities.

Looking ahead, the programme will focus on establishing employer steering groups to deepen partnership working, expanding pre-employability pathways to better prepare learners, and strengthening the job coaching model to meet emerging needs. These developments aim to further improve employment outcomes and ensure more SEND learners can access and sustain meaningful work.
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London Stansted Airport faces a persistent recruitment challenge driven by its rural location and near-full local employment, which significantly restricts the available labour supply. With between 400 and 600 vacancies consistently available across more than 200 on-site employers - and demand expected to rise further as the airport expands - there is a clear need for a structured, accessible pipeline to connect jobseekers with opportunities and prepare them for the demands of airport employment.

To address this, the Stansted Airport Employment and Skills Academy was established and is jointly managed by London Stansted Airport and Harlow College, working in close partnership with Job Centres across Essex, London, and the wider region. The Academy acts as a single point of access for individuals interested in on-site roles, while also delivering a free, tailored two-week aviation training programme designed to support adult jobseekers, including those who are long-term unemployed, into sustainable employment. Its flagship “Exploring the Aviation Industry” course was the first of its kind in the UK and provides participants with a structured introduction to airport operations, employer expectations, and available career pathways.

Delivered by specialist tutors from Harlow College, the programme combines sector insight with practical employability support. Over ten days, learners develop an understanding of airport values and standards, take part in CV workshops, and engage in tailored mock interviews aligned to real vacancies. Strong collaboration with on-site employers ensures that training is closely matched to live recruitment needs. To reduce barriers to participation, London Stansted also provides learners with a free one-month travelcard to support access to training and interviews. The Academy works actively with Job Centres, going directly into communities across Essex, London, and surrounding areas to recruit participants and raise awareness of opportunities.

The impact of the programme has been significant, with around 50% of course completers progressing into employment across the airport site, demonstrating strong conversion from training into work. However, a key challenge remains the reliance on local authority adult skills funding, which limits the Academy’s ability to fully support learners who live outside Essex, particularly those in London who travel to work at the airport.

Looking ahead, as London Stansted continues to expand and create additional employment opportunities, there is clear potential to scale the Academy’s impact further. Greater flexibility in adult skills funding, particularly enabling funding to “follow the learner” across local authority boundaries, would significantly enhance access and allow more London residents to benefit from this proven employment pathway into the aviation sector.
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Care-experienced young adults (CEYA) face some of the most persistent structural barriers to accessing higher education and employment in the UK, including financial insecurity, disrupted educational pathways, and limited access to guidance and networks. The University of Roehampton developed the I-CAN Project as a targeted response to these challenges, with the aim of unlocking progression routes and enabling CEYA to transition into education, training, or employment with meaningful support.

The I-CAN Project was designed to address the most immediate barriers faced by participants, particularly financial constraints and standard entry requirements that often exclude care-experienced learners from traditional progression routes. The programme aimed to provide a viable pathway into further education for those wishing to continue studying, connect participants with local employers offering entry-level opportunities, and raise awareness of longer-term education and career options to support a sustained shift in aspiration and confidence. While originally focused on nursing apprenticeships, the project was adapted to reflect the broader ambitions and interests of learners across health and social care and beyond.

Delivered as a one-year pilot co-funded by the University of Roehampton and NHS South West Integrated Care Board, I-CAN offered a bespoke eight-week training programme alongside comprehensive wrap-around support. This included financial compensation through a participant stipend, wellbeing and admissions support, and personalised one-to-one guidance throughout the journey. The programme was intentionally designed to reduce practical and emotional barriers to participation while building trust, confidence, and clarity of progression routes.

Over the pilot, 85 CEYA were referred to the programme, with 33 of 36 learners completing the training. Participants joined from 18 London boroughs, extending the reach beyond the initial South London focus. Engagement was strong, with most learners reporting positive relationships formed through the programme. Approximately 73% progressed into education, employment, training, or were actively seeking work at the end of the pilot, demonstrating strong early impact in supporting progression outcomes for a highly disadvantaged group.

Following these results, the University is now exploring opportunities to extend and expand the I-CAN model into other sectors. Future development will focus on building new partnerships with employers and co-funding organisations to widen access to progression pathways and replicate the supportive, flexible model across additional industries.







[bookmark: _Toc229667253]LIFE SCIENCES


[bookmark: _Toc229667254]INSTITUTE OF CANCER RESEARCH: LIFE SCIENCES APPRENTICESHIP PROGRAMME
INSTITUTE OF CANCER RESEARCH: LIFE SCIENCES APPRENTICESHIP PROGRAMME



The Institute of Cancer Research (ICR) launched its Life Sciences Apprenticeship Programme in response to a persistent challenge facing the sector: a shortage of skilled laboratory technicians, alongside difficulties in recruiting, developing and retaining talent for highly specialised roles. Traditional academic pathways were not producing a sufficiently diverse or accessible pipeline, and technician roles were often undervalued despite their critical importance to research. The programme was designed to address these issues by creating a more inclusive, structured entry route into life sciences careers while raising the profile of technical roles within academia.

At its core, the initiative aimed to build a sustainable and diverse talent pipeline by opening opportunities beyond conventional degree routes. It sought to strengthen recruitment and retention, professionalise technician careers, and align training with the Level 3 Laboratory Technician standard. With funding from Wellcome, ICR developed a model that combined targeted outreach to local schools with a robust selection process and high-quality training delivered in partnership with specialist provider Tiro. Apprentices benefited from a blended approach, gaining hands-on laboratory experience alongside formal technical teaching, while being supported by experienced lab mentors to aid their development and integration.

The programme also worked to embed wider cultural change, engaging internal managers, workforce planners and external partners to establish clearer technician career pathways and promote the value of apprenticeships across the sector. Despite challenges such as initial cultural resistance, limited supervisory capacity and the complexity of apprenticeship standards, these were addressed through structured support, training and strong collaboration.

The impact has been clear. Eight apprentices were recruited, with seven achieving distinctions, and many progressing into further study or employment within ICR and the wider life sciences sector. The programme has strengthened local talent pipelines and improved diversity within technical roles. Looking ahead, ICR is focused on securing sustainable funding, expanding career pathways and advocating for improved apprenticeship funding models, particularly to support progressi
on into higher-level qualifications and long-term workforce development. 



[image: ][image: ][image: ]





[bookmark: _Toc229667255]TRANSFERRABLE SKILLS



[bookmark: _Toc229667256]LONDON STANSTED AIRPORT: STANSTED AIRPORT CLONDON STANSTED AIRPORT: STANSTED AIRPORT COLLEGE
TO CAREERS






London Stansted Airport is the UK’s fourth largest airport by passenger traffic and the East of England’s largest single-site employer. With passenger numbers projected to grow by 65% between 2025 and 2040, Manchester Airports Group (MAG) has set out a 20-year sustainable growth plan that will generate an additional 4,500 jobs on site. Alongside strong national growth forecasts for the aviation sector, this expansion presents both a major opportunity and a significant skills challenge, requiring a sustained pipeline of trained, work-ready professionals.

Stansted Airport College (STAC) was established in 2018 to meet this need, created through a partnership between Harlow College, MAG, and Essex County Council. It is the only further education college in the UK located on a major airport site, giving it a uniquely embedded relationship with industry. Now operating at full capacity with around 600 students from Essex, London and the wider region, the college has become a critical part of the aviation skills ecosystem, directly responding to identified skills gaps across the sector.

The college delivers specialist training in aeronautical engineering, airfield operations, aircraft maintenance and hospitality, taught by experienced industry professionals and aligned to employer needs. Its curriculum is developed in close collaboration with major employers on site, including MAG, Ryanair and TUI, ensuring that learners are trained against real operational standards and have access to meaningful work experience. Strong transport links and significant travel discounts of up to 80% enable learners from a wide catchment area, including London, to access provision. Demand continues to grow, with over 2,500 young people visiting the college in 2024–25 alone.

Outcomes are consistently strong, with 97% of trainees in 2024 progressing into aviation employment or further study. Employers report high levels of satisfaction and retention, reinforcing the quality and relevance of training delivered. This success has created increasing pressure on capacity, with demand now exceeding supply.

The next stage of development is focused on securing investment to expand facilities and nearly double student capacity, enabling the college to meet rising demand and support the wider growth of London Stansted Airport and the UK aviation sector. This expansion would strengthen the pipeline of skilled workers needed to deliver long-term airport growth and national aviation ambitions.
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Waltham Forest College recognised that while its students were achieving strong academic outcomes, many were not consistently developing or confidently articulating the essential skills needed for employment and progression. Skills such as communication, problem solving, and creativity were being developed in pockets rather than through a unified approach, making it difficult for learners to evidence their capabilities. In response, the college set out to establish a coherent, college-wide strategy that would embed essential skills across every stage of the learner journey, ensuring all students had equitable access to high-quality skills development and the ability to demonstrate their strengths.

To achieve this, the college fully integrated the Skills Builder framework across tutorials, curriculum delivery, and its Navigate platform, where students log work experience, employment, and enrichment activities. Existing curriculum and activities were mapped against essential skills, allowing staff to make these skills explicit and purposeful within teaching and learning. Practical and reflective activities were introduced into lessons to help students not only develop skills but recognise and articulate them. A strong emphasis was placed on staff development, with targeted CPD ensuring teachers had the confidence and consistency needed to deliver the approach effectively. Close collaboration between curriculum teams, support staff, and external partners enabled coordinated delivery, while structured monitoring and quality assurance ensured the approach remained robust and impactful. Although there were initial challenges in achieving consistency across all areas, these were quickly addressed through ongoing training and support, leading to a sustained and high quality implementation.

The impact has been significant. Students now demonstrate greater confidence in applying their skills in both academic and real-world contexts. They are better able to articulate their strengths in applications and interviews, and they show a clearer understanding of how their skills relate to future pathways. Engagement has increased as learners respond positively to practical, skills-based learning and see its relevance to their goals, while embedded reflection has encouraged them to take greater ownership of their development.

These changes have translated into strong outcomes. The vast majority of students are progressing successfully, with 96% of 16-18 year olds moving into positive destinations and 93% of learners securing their first-choice progression routes through UCAS. Increasing numbers are gaining employment, apprenticeships, and meaningful work placements, supported by their ability to evidence key skills and professional behaviours. Partnerships with over 600 employers have further strengthened the programme, ensuring it remains aligned with labour market needs, and employer feedback consistently highlights students’ professionalism, resilience, and work readiness.

Through this initiative, Waltham Forest College has transformed how essential skills are developed and understood, creating a culture where these skills are embedded, visible, and valued. The result is a more confident, capable, and aspirational cohort of learners who are well prepared for the next steps in education and employment, with clear evidence of the lasting impact of a consistent, whole-college approach.
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