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9 MARCH 2020 
 
 
CCR ‘FUTURE READY’ SKILLS FRAMEWORK & SCALING-UP 
THE GRADUATE SCHEME 
 
REPORT OF THE CCR DIRECTOR 
 
AGENDA ITEM 6a 
 
 
Appendix 4 to this report is exempt from publication because it contains 
information of the kind described in paragraphs 14 (information relating to 
the financial or business affairs of any particular person) and 21 (public 
interest test) of parts 4 and 5 of Schedule 12A to the Local Government 
Act 1972 and in all the circumstances of the case the public interest in 
maintaining the exemption outweighs the public interest in disclosing the 
information. 

 
REASON FOR THIS REPORT 
 
1. To recommend to Regional Cabinet the ‘Future Ready’ Skills Framework 

with which to overarch and co-ordinate the development of all skills, 
learning and talent development activity for the City Deal. This framework 
has been informed by Nesta work commissioned and undertaken in 2019 
and provides a basis against which to both develop and assess, all skills 
related proposals seeking backing through the CCR City Deal.   

 
2. Within the context of this Future Ready Skills Framework, to present the 

Full Business Case for the scaling up and roll-out of a full programme for 
the CCR Graduate Scheme, as requested by Regional Cabinet at its 
meeting on 18 December 2019. To convey the recommendations of 
Investment Panel in this regard – and as endorsed by Programme Board 
and the Regional Economic Growth Partnership.  

 
BACKGROUND 
 
Future Ready Skills Framework 
 
3. In September 2018, Regional Cabinet approved a report seeking to clarify 

arrangements regarding responsibility for skills development and 
leadership in the region. This recognised that, as a WG-led and funded 
mechanism, the Regional Skills Partnership sits outside of recognised 
CCR City Deal activity and so, it was endorsed that Newport City Council 
would host and support this group; in order to develop the synergies and 
connections across the Partnership and City Deal programme. In addition, 
it was agreed that further work be commissioned to provide a 
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contemporary and forward looking take on future skills and how this could 
be aligned to core City Deal strategy and priorities.  
 

4. In 2019, Nesta was appointed as Strategic Advisor to CCR City Deal 
through a competitive tender process in order to review the work 
undertaken on skills to date. Nesta has led on seminal work in both the UK 
and USA on ‘The Future of Skills – employment in 2030’; produced a data-
driven taxonomy of UK occupations; developed the Industrial Economy 
Partnership Accelerator; and, has led on its own Future Ready Fund and 
an open jobs labour market intelligence platform. The Nesta review for 
CCR brings together their national and international work with a focus on 
the local priorities for CCR. The review – Future for Skills in the Cardiff 
Capital Region is attached at Appendix 1. As this work was being 
commissioned, the proposal for the CCR Graduate Scheme was under 
development and approved by Regional Cabinet in December 2018. 

 
5. In summary, the Nesta report focusses on: 

 
• Seizing near-term opportunities to meet skills demands – this 

considers the importance of ‘priority sectors’/clusters set out in the 
Economic and Industrial Growth Plan, such as transport/ 
infrastructure, cyber/ digital, life sciences and Compound 
Semiconductors. This reinforces the criticality of digital skills and 
STEM and states that for growing sectors, the opportunity to align the 
Graduate Scheme and Apprenticeships is significant. In particular, it 
states that ‘Shared apprenticeships in priority sectors are particularly 
relevant to a region with a large proportion of SMEs’. In addition, the 
potential is cited to identify promising pathways to develop skills 
required by sector employers, supported by institutions such as the 
National Software Academy, qualification-level apprenticeships and 
investing in innovative ways to meet demand for apprenticeships 
amongst SMEs. The opportunity to integrate the Graduate Scheme 
and a Shared Apprenticeship scheme is further highlighted, along with 
building learner pathways from schools through to apprenticeships and 
graduate opportunities and moving towards digital platforms and single 
entry routes. 
 

• A more intelligent labour market – this focusses upon the need for 
open real-time labour market information to address the current 
deficits in the region around data sharing; unclear data infrastructure; 
and fragmentation. The benefits of a co-ordinated labour market 
information system with access to real-time data is critical to better 
balancing supply and demand for skills as well as creating the data 
assets with which to create new products, services and tools. Key 
consideration is also given to schools and learner pathways within this. 
There is a clear need to use technology platforms and data to connect 
all types of learners from all backgrounds with employment and 
development opportunities. The report recognises the potential to build 
upon programmes such as the Cardiff Commitment – but reinforces 
the need for a central digital single entry platform to drive traffic and 
live opportunities such as Founders4Schools or Hwb. 
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• Wider opportunities within CCR Economic and Industrial Growth 
Plan – this recognises the commitment to inclusive growth and 
tackling inequalities across CCR. The opportunity is to focus some of 
the activity in priority sectors on inclusion across skills initiatives as a 
condition of investment and focus more on support for young people 
such as re-training as well as the upskilling of adults. This would focus 
on how to improve diversity amongst people in innovative occupations 
and companies and how to spread entrepreneurship to less productive 
sectors, firms and places. As well as guidance on how to focus 
inclusion in meaningful ways, the report sets out how to incorporate 
‘metrics of inclusion’; the role of the Regional Skills Partnership within 
this and specific incentives for inclusive recruitment. Opportunities 
around establishment of a Challenge Fund to stimulate interventions in 
the lower-paid foundational economies and support for Living Wage 
employers are further identified. 

 
6. The City Deal Office has developed Nesta’s findings and 

recommendations into a ‘Future Ready’ Skills Framework, which is set out 
at Appendix 2. The mission guiding delivery of the framework is: To 
leverage the potential and impact of CCRCD investments and 
programmes in creating an inclusive and entrepreneurial future-
oriented system for jobs and skills. 

 
There are 8 pillars of the Future Ready Skills Framework, they are: 
 

1. Connecting Learners and Employers; 
2. Scaling up the CCR Grad Scheme; 
3. Develop a CCR-wide Shared Apprenticeship Scheme – focussed 

on priority sectors; 
4. Learner Pathways to connect these two key schemes and enable 

single entry points; 
5. Real-time Labour Market Information; 
6. Entrepreneurship Strategy; 
7. Economic Inclusion and the Local Wealth Building Challenge Fund; 
8. Alignment with and Support for, the Regional Skills Partnership. 

 
7. Setting out the framework in this way enables the leadership role of the 

public services to come to the fore in creating the conditions and 
establishing the priorities around which schemes can be developed, 
assessed and appraised. This provides a means of bringing CCR-led 
schemes to life (subject to the Investment Framework); as well as 
supporting those that will be submitted by external agencies through the 
Investment Framework.  

 
8. Development work is underway on two pillars of the Future Ready Skills 

Framework at this time. The first centres on ‘Connecting Learners and 
Employers’. A submission has been made into the Investment Framework 
from Founders4Schools. This constitutes a scalable scheme for schools-
parent-entrepreneur engagement which is built upon a powerful real-time 
data matching platform. Founders4School was founded by FTSE 100 
Chief Executive and founder/chair of the Scale-up Institute and chair of 
Raspberry Pi, Sherrie Coutu. It has the potential to recognise and 
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complement existing programmes in the region, such as the Cardiff 
Commitment and the Gatsby Project work in RCT. The data tool drives 
traffic and interest and as well as direct services around work placements, 
training development and mentoring, could play a role in alignment and 
co-ordination of the current offer. The scheme runs successfully across 
England and Scotland and its results have been independently verified by 
the Royal Society. Despite the fact the scheme does not currently operate 
in the CCR, over 336 entrepreneurs and inspirational business leaders are 
signed up to take part. A proposal to bring this forward at a programme 
level, to the Investment Framework, is currently being developed in 
partnership with Councils, schools, FE colleges and businesses. 
 

9. Similarly, work is underway to create one co-ordinated offer and entry 
point that builds upon and expands the shared apprenticeship schemes 
currently available in the region and develops an offer from Level 1, 
through to degree level and focuses on growth sector opportunities as well 
as strengthening potential for SME engagement. This work is being 
progressed with key representatives of the Regional Skills Partnership to 
ensure it is employer-led, capable of being supported by Higher and 
Further Education Institutions and works with the existing schemes, so as 
to optimise their potential. The potential identified by Nesta is for the 
Graduate and Shared Apprenticeships to align into one programme and 
delivery model, given the synergies and mutual benefits and the potential 
to shift to more digitally-enabled platforms and entry-points. Aligned to this 
is work around social clauses for Targeted Recruitment and Training and 
ensuring the approach pioneered through the Can Do Toolkit work is 
scaled and grounded as a core component of all CCR contracts.  
 

10. Further consideration also needs to be given to future employability 
schemes under the Shared Prosperity Fund. CCR and the Regional Skills 
Partnership will need to develop a shared perspective on how new 
arrangements can be best shaped and delivered to maximise benefits 
around upskilling, NEETS, lifelong learning and general employability.   

 
Scale-up of the CCR Graduate Scheme 
 
11. The first activity within the ‘Future Ready’ Skills Framework to be 

progressed is the scale up and programme-level roll out of the Graduate 
Scheme. Regional Cabinet approved the pilot scheme in December 2018. 
The objective of the scheme was to reverse ‘brain-drain’ with around 35% 
of all graduates leaving the region to seek employment opportunities 
elsewhere each year. The scheme works with businesses that historically, 
have had little or no engagement with the graduate market; in order to 
contribute to business growth and resilience. The scheme operates 
through a collaboration spanning the University of South Wales, Cardiff 
University, Cardiff Metropolitan University and the Open University, as well 
as business groups and trade bodies.  
 

12. The pilot was approved by Cabinet in December 2018 for one-year 
running April 2019-April 2020 – to allow for a three month mobilisation 
period in which to recruit coordinators and operationalise the scheme. The 
scheme went live as planned on 1 April 2019. A review of progress, 
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lessons learned and scope for the future, was presented to Cabinet in 
December 2019, with a proposal to extend the pilot into a continuation 
period to fully build upon and optimise progress made. Cabinet believed 
that the review showed sufficient scope and promise to move beyond a 
continuation period and requested to receive a case for rapid deployment 
of a programme-level in March 2020 – subject to a Full Business Case. 

 
13. A full business case for the revised programme scale-up is attached at 

Appendix 3. In brief this sets out: 
 
• the revised strategic case for the programme-level roll-out of the 

scheme. This focuses on the evidence base used to inform the pilot 
scheme in December 2018, as well as the real-time, real-world 
learning achieved through the pilot scheme. This also draws on the 
findings of the Nesta review, particularly around the opportunity to 
focus on priority growth sectors; to develop more integrated learner 
pathways; to provide a blueprint for future shared apprenticeships 
schemes that could be consolidated within the model and for more 
attention to paid to digital and data platforms; 
 

• the updated economic case based on 50 unique establishments 
advertising posts with 28 graduates placed and more following in 
quick succession. This has generated £540,988 in private leverage to 
date (based on an annual salary rate) and with on-costs of 30% 
equates to £702,284. Based on costs invested to date in the pilot, this 
represents £5.80 for every CCR £1 invested. However, it must be 
noted that this is a notional figure with each graduate appointed 
positively impacting this figure. To date the conversion rate based on 
8 completed placements to permanent roles is 100%; 

 
• the preferred option which is to scale up from a one year pilot to 

place 50 graduates, ending April in 2020, to a four year programme 
delivering 500 graduated placements over the period. This is 
supported by 5.5 FTEs, inclusive of a co-ordinator role; part-time 
digital/ learner pathways support and a graduate administrator – 
demonstrating leadership by example. This equates to some £13m in 
private leverage and for every CCR £1 invested, unlocks c£8.45 in 
private finance; 

 
• the re-worked commercial case which considers the scheme’s 

viability in the round and the interactions, relationships and visibility 
needed to make it work as well as a set of KPIs comprising targets for 
the life of the scheme; 

 
• the revised financial case as set out at Figure 1 below which 

establishes a budget of £1.538m over 5 years (inclusive of the 
£141,000 during the pilot) to resource core functions around 
recruitment, co-ordination, administration marketing and digital 
support. This is consistent with the level of resource seen in 
comparable schemes and is targeted at delivering the KPIs; 
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• the updated management case to support and enable delivery of 
500 graduates over a four year period, starting with 80 in 2020/21 and 
spanning direct CCR investment, University support and the assisting 
role to be played by the Regional Business Council and/ or alternative 
business support structures. This also touches upon the 
arrangements for monitoring and evaluation and reporting into 
Regional Cabinet and sharing information and data with the Regional 
Skills Partnership, Investment Panel and Regional Economic Growth 
Partnership. 

 
Figure 1 
 

 

Projected 
Expenditur

e 19/20 

Proposed 
Budget 
20/21 

Proposed 
Budget 
21/22 

Proposed 
Budget 
22/23 

Proposed 
Budget 
23/24 

Total 
Budget  

 
Graduate Lead (Gr7) 43,950  43,914  44,792  45,688  46,602  224,946  
Graduate Lead (Gr7) 38,331  39,466  41,474  42,684  43,604  205,559  
Graduate Lead (Gr7) 0  38,299  40,255  41,474  42,684  162,712  
Co-ordinator (Gr9) 0  49,399  51,749  53,097  54,454  208,699  
Graduate Support (Gr6) 0  25,109  26,148  26,694  27,253  105,205  
Digital Support (Gr6 .5) 0  16,416  17,091  17,806  18,283  69,595  
Non-salary expenditure 6,000  15,000  15,000  15,000  15,000  66,000  
USW Secondee 14,400  14,400  14,400  14,400  14,400  72,000  
Qualification cost 8,740  45,500  65,000  65,000  65,000  249,240  
Website, bilingual 
marketing and events 8,100  16,000  16,000  16,000  16,000  72,100  
Evaluation  0 15,000 0 25,000 0 40,000 
Contingency 22,419  10,000  10,000  10,000  10,000  62,419  
Total 141,940  328,503 341,909  372,843  353,280  1,538,475 
 
 
14. Local Partnerships has been commissioned by CCRCD to undertake a 

critical friend/ challenge role in respect of proportionate business case 
development. Their feedback in respect of the Graduate Scheme scale-up, 
has been comprehensively encapsulated within the version attached at 
Appendix 3. This provides Regional Cabinet with independent assurances 
around compliance with the HMT five stage business case framework and 
ensure an approach proportionate to the aims and objectives stated.  

 
15. It must also be borne in mind in that creating this structure and flexibility at 

the core of the CCRCD team, the potential exists to ‘bolt on’ and extend 
the existing remit to incorporate and integrate new proposals that come 
forward through the Future Ready Skills Framework, such as schools 
programmes, shared apprenticeships and learner pathways. In addition, it 
should be noted that the CCRCD team has also commissioned a 
comprehensive review of business engagement in the region, in particular 
focussing on the future role and purpose of the Regional Business 
Council. Developing new ways of working targeted at supporting skills 
ventures should create a better enabling environment for schemes of this 
kind.  
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16. It is also evident that as new schemes go live, such as the Homes for all 
the Region, there are opportunities to embed the requirement for 
proposers to make a contribution to developing the CCR skills base. Whilst 
this would not be an explicit condition of investment, there are 
opportunities for alignment with social clauses and working much more 
closely with businesses on the basis of maximising asks and offers. 

 
17. Finally, it must be noted that in putting in place a dedicated team for a 

proposed four year period, this extends beyond the timeframe for the first 
Gateway Review – which is scheduled to take place in March-April 2021. 
The current core team’s contracts are in place up until March 2021. This is 
currently being considered by the Accountable Body with an initial 
discussion paper currently being drawn up to set out scenarios and 
options to the Chief Executive’s Group. This will be reported to Cabinet at 
the relevant juncture via the Chief Executive’s Group. 

 
18. Investment Panel considered the Full Business Case at its meeting on 28 

February 2020 and input included: i) it was considered the scale-up had 
come earlier in the life of the programme than would have been expected, 
with a longer pilot period having been desirable. ii) for this reason, it is 
suggested that  a comprehensive review point is built in, prior to the 
Gateway Review, with a second beyond this, to examine ongoing 
sustainability and iii) the opportunities for greater ambition should be 
explored with immediate effect regarding the need to bring forward the 
digital platform, as a means of creating powerful technological single 
points of access and exploring opportunities such as supply teaching – the 
agency costs for which can be significant within local authorities. These 
recommendations were further endorsed by the Regional Economic 
Growth Partnership and Programme Board at a joint meeting on 28 
February 2020. The Head of Business and Inclusive Growth will work with 
members of the Regional Economic Growth Partnership, with a strong 
background in skills, learning and training to form a small sub-group with 
which to monitor and evaluate progress and ensure the available expertise 
is leveraged and the suggestions made, are comprehensively progressed. 

 
Financial Implications 
 
19. This report seeks Regional Cabinet’s approval to extend the total funding 

for the Graduate Scheme to £1,538,475 for the period to the end of 
Financial Year 2023/24. This represents an increase of £1,202,475 to the 
total funding requirement of £336,000 approved at the meeting of 19th 
December 2019. And reflects both the expansion of the scheme and its 
extension over a further 3 years. 
 

20. The report sets out cost estimates showing how the total funding is 
expected to be used and the sums outlined can be met from the Revenue 
element of the City Deal Wider Investment Fund. Monitoring of costs and 
outcomes of this scheme will form part of future reports to Regional 
Cabinet. 

 
Legal Implications 
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21. It is understood that the proposal is to ‘scale up’ the Cardiff Capital Region 
Graduate Scheme pilot, which was approved in December 2018.  If 
approved, the scheme would continue to be delivered through the Office of 
the City Deal (PMO). To facilitate this a number of individuals would be 
seconded to or temporarily employed by Cardiff Council as the 
Accountable Body and employer for the PMO. The HR implications 
address this.   

 
22. The procurement of the proposed course provider (ILM leadership & 

Management Award) has been procured compliantly through an existing 
third party framework agreement.    

 
Wellbeing of Future Generations 
 
23. The Well-Being of Future Generations (Wales) Act 2015 (‘the Act’) is about 

improving the social, economic, environmental and cultural well-being of 
Wales.  The Act places a ‘well-being duty’ on public bodies aimed at 
achieving 7 national well-being goals for Wales - a Wales that is 
prosperous, resilient, healthier, more equal, has cohesive communities, a 
vibrant culture and thriving Welsh language, and is globally responsible. In 
discharging their respective duties under the Act, each public body listed in 
the Act (which includes the Councils comprising the CCRCD) must set and 
published well-being objectives. These objectives will show how each 
public body will work to achieve the vision for Wales set out in the national 
well-being goals.  When exercising its functions, the Regional Cabinet 
should consider how the proposed decision will contribute towards 
meeting the ‘well-being duty’ and in so doing assist to achieve the national 
well-being goals. 

 
24. The well-being duty also requires Councils to act in accordance with a 

‘sustainable development principle’. This principle requires Councils to act 
in a way which seeks to ensure that the needs of the present are met 
without compromising the ability of future generations to meet their own 
needs. Put simply, this means that the Regional Cabinet must take 
account of the impact of their decisions on people living their lives in 
Wales in the future.  In doing so, the Regional Cabinet must: 

 
•        look to the long term; 
•        focus on prevention  
•        deliver an integrated approach to achieving the seven national 

well-being goals;  
•        work in collaboration with others to find shared solutions; 
•        involve people from all sections of the community in the 

decisions which affect them. 
 
25. To assist the Regional Cabinet to consider the duties under the Act in 

respect of the  decision sought  an  assessment has been undertaken, 
which is attached at Appendix 3 to this report  (Well–being of future 
generations assessment) for Member’s consideration. 

 
26. In preparing reports due regard must be given to the Statutory Guidance 

on the Act issued by the Welsh Ministers, which is accessible using the 
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link below: http://gov.wales/topics/people-and-communities/people/future-
generations-act/statutory-guidance/?lang=en  

 
Equality Act 2010 
 
27. In considering this matter, regard should be had, amongst other 

matters, to the Councils’ duties under the Equality Act 2010.  Pursuant to 
these legal duties the Regional Cabinet  must in making decisions have 
due regard to the need to (1) eliminate unlawful discrimination (2) advance 
equality of opportunity and (3) foster good relations on the basis of 
protected characteristics. Protected characteristics are: 

• age;                 
• gender reassignment;             
• sex;  
• race – including ethnic or national origin, colour or nationality; 
• disability; 
• pregnancy and maternity; 
• marriage and civil partnership; 
• sexual orientation; 
• religion or belief – including lack of belief 

 
Human Resource Implications 
 
28. Employment implications for this report will be managed through the 

standard processes that has been agreed as part of the Accountable Body 
role as set out in the joint working agreement. All processes will meet the 
requirements of employment legislation and best practice. 

 
Reasons for Recommendations 
 
29. The strength of the region’s skill base and capability around talent 

development, retention and growth underpins the core aims and ambitions 
of the CCR City Deal. Without a skilled fit for future workforce, the 
investments made risk exporting value outside of the region. In view of the 
Nesta review and the opportunity that now exists to bring forward a suite of 
measures to mobilise skills and learning development in the CCR – both 
from within City Deal and from external partners and investment proposers 
– there is a need to ensure these ideas and activities relate back to core 
purpose and priorities. For this reason, the Future Ready Skills Framework 
has been produced as a means of providing key context to future 
proposals. 

 
30. In view of the feedback and outputs presented to Regional Cabinet in 

December 2019, arising from the review of the pilot Graduate scheme 10 
months in, Regional Cabinet requested that a Full Business Case be 
prepared to underpin scale-up and growth of the scheme. This report sets 
the results of that work and confirms the preferred option is to expand the 
scheme as is detailed in the report.   

 
RECOMMENDATIONS 
 

http://gov.wales/topics/people-and-communities/people/future-generations-act/statutory-guidance/?lang=en
http://gov.wales/topics/people-and-communities/people/future-generations-act/statutory-guidance/?lang=en
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31. Regional Cabinet is asked to 
 

a) note and approve the proposed CCR City Deal Future Ready Skills 
Framework; 
 

b) approve the recommendations of Investment Panel, as endorsed by 
both Regional Economic Growth Partnership and Programme Board, 
to agree the Full Business Case for scale-up of the CCR Graduate 
Scheme, subject to the suggestions set out above regarding review 
points, progressing the digital platform and new opportunities to drive 
ambition as well as leverage the expertise of the REGP in driving this 
forward; 
 

c) approve costs of £1.538m over a four year period commencing April 
2020 in respect of this proposal which relate to establishing an 
expanded team structure and investment in key areas which reflect the 
evidence based findings of the Nesta review and ensure the scheme 
will be fit for future. This will be funded via the revenue component of 
the Wider Investment Fund; 
 

d) note the potential outcomes associated with scaling-up the Graduate 
Scheme in respect of job placements, private leverage and other 
added value benefits;  
 

e) agree to receive future reports in respect of the Future Ready Skills 
Framework in relation to a Shared Apprenticeship Scheme and a 
programme to co-ordinate and align schools-based Learner-Employer 
interaction;  
 

f) agree to receive annual reports via the Investment Panel in relation to 
monitoring and evaluation.  

 
 
Kellie Beirne 
Cardiff Capital Region Director 
9 March 2020 
 
Appendices 
Appendix 4 to this report is exempt from publication because it contains 
information of the kind described in paragraphs 14 (information relating to the 
financial or business affairs of any particular person) and 21 (public interest 
test) of parts 4 and 5 of Schedule 12A to the Local Government Act 1972 and in 
all the circumstances of the case the public interest in maintaining the 
exemption outweighs the public interest in disclosing the information. 
 
Appendix 1 Nesta Report – Future for Skills in the Cardiff Capital 

Region 
Appendix 2 CCR Future Ready Skills Framework 
Appendix 3 Full Business Case – Graduate Scheme Scale-up 
EXEMPT Appendix 4 Investment Panel Recommendation Log 
Appendix 5 Wellbeing of Future Generations Assessment 
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1. Introduction 
Cardiff Capital Region (CCR) accounts for approximately 50% of the total economic output 
of the Welsh economy and is home to a range of competitive business clusters and three 
successful universities. However, productivity challenges remain, particularly in certain 
geographical areas. CCR City Deal was established to tackle barriers to economic growth, 
including creation of jobs and leveraging private sector engagement in the region. 
 
The Cardiff Capital Region City Deal aims to achieve two mutually supportive objectives of 
boosting competitiveness and tackling inequalities to deliver sustainable and inclusive 
growth. The Skills Programme was taking shape throughout 2018 with the key aims to: 

● Build on the region’s competitive advantage by supporting skills development in key 
strategic sectors 

● Deliver additional graduate internships, apprenticeships and upskilled employees 
● Support regional resilience in the context of changing skills needs 
● Support school and industry engagement 

 
In early 2019 Nesta worked with the Office of Cardiff Capital Region City Deal to provide 
advisory on how an emerging Skills Programme could support wider growth ambitions in 
CCR. Nesta was invited to review the foundational aspects of the programme 
(apprenticeships and the graduate scheme plans, among others), as well as to incorporate 
new ideas and approaches into the programme, building on Nesta’s ongoing research, as 
well as input from stakeholders from the Cardiff Capital Region. 
About Nesta’s expertise on the future of skills 
Nesta is the UK’s innovation foundation. We help people and organisations bring great ideas 
to life. We do this by providing investments and grants and mobilising research, networks 
and skills. We are an independent charity and our work is enabled by an endowment from 
the National Lottery.  
 

● Expertise in future of skills and needs of regional skills systems 
Our seminal report The Future of Skills: Employment in 2030 mapped out 
systematically how employment is likely to change in the future, taking into account 
current and future trends. Having clarified what the implications of those drivers might 
be, we have developed the first data-driven skills based taxonomy of UK occupations 
based on skills descriptions in millions of UK job adverts. The taxonomy provides an 
estimate of the demand for each skill cluster, as well as allowing job-seekers to 
discover the skills they need for jobs through an engaging data visualisation. 

● Research and policy development for a more inclusive digital economy 
The work of Nesta’s research team identified global best practice around skills and 
employability through the Digital Frontrunners initiative, helping governments in the 
Benelux and Nordic regions support individuals to learn valuable skills for the future 
of work. The second phase of this work will identify and evaluate existing training 

2 

https://www.nesta.org.uk/report/the-future-of-skills-employment-in-2030/
https://www.nesta.org.uk/data-visualisation-and-interactive/making-sense-skills/
https://www.nesta.org.uk/project/digital-frontrunners/


 
programmes that are upskilling and reskilling workers at risk of unemployment 
through automation. 

● Identifying practical initiatives to develop young people’s skills and enable 
their transition to work 
Between August 2017 and September 2018, the Inclusive Economy Partnership 
Accelerator supported platforms that link employers to schools, young people and 
their parents or carers; programmes aimed at developing young people’s resilience 
and employability; and solutions to enable businesses to adapt their processes for 
hiring, structuring roles and engaging new employees, such as Applied. Our Future 
Ready Fund supports high-potential, early-stage interventions that promote wider 
skills in secondary-age (11-18) young people, focusing on social and emotional skills 
and resilience. 

● Leading innovative solutions to shape a more intelligent labour market 
Nesta’s Open Jobs is focused on helping individuals, organisations and governments 
take more informed labour market decisions. We are doing this by finding ways to 
mobilise labour market information to inform decisions about skills and jobs, building 
resilient partnerships to allow stakeholders respond collectively to labour market 
demands; and accelerating the development of new tools and services for labour 
market navigation. 

The approach 

Nesta and the City Deal office worked together to develop two workshops with stakeholders 
in CCR: representatives of the Welsh Government, local authorities, FE and HE providers, 
industry bodies and employers, careers advice services, and charities. The first workshop 
focused on data-drive labour market intelligence and effective skills policy. The second 
workshop focused on defining long-term outcomes for skills supply and identifying 
opportunities for school and industry engagement. 
 
Additionally, Nesta team reviewed relevant strategy documents outlining regional priorities 
against the Skills Programme plans to provide critique, recommendations, and proposals for 
taking action. This paper summarises the findings of these workshops and the review. 

This paper 
Through our work with CCR stakeholders and review of the current and proposed initiatives, 
Nesta has identified three areas of opportunity for the Skills Programme. This paper 
discussed each one in turn and provides recommendations for how the proposals under the 
Skills Programme could be developed in alignment with the strategic priorities of the 
Industrial and Economic Plan. 
 

1. Seizing near-term opportunities to target specific areas of demand for skills. 
2. Investing in a more intelligent labour market in the longer-term. 
3. Exploring wider opportunities within the priorities of the Industrial and Economic Plan. 
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2. Near-term opportunities to meet skills demand 
The key theme of the CCR Industrial and Economic Plan is the significance of technology 
skills and STEM in sectors of strategic priority. The Compound Semiconductor industry 
cluster and associated initiatives provide an area of strong focus and opportunity for the 
Skills Programme to align skills supply with existing and growing demand for employers, 
while achieving programme’s targets of job creation and private sector investment.  

Apprenticeships and graduate scheme 
Growing sectors present an excellent opportunity to establish new apprenticeships and 
graduate positions led by employer needs, while setting an example for cross-cutting 
outcomes in terms of societal benefits and promotion of the region. Both Metro Plus and the 
Compound Semi-conductor sector have the potential to benefit from this model, and the 
opportunity to develop a shared apprenticeship in a priority sector is particularly relevant for 
the region with a large proportion of SMEs.  
 
The wider longer-term priority, identified by the Skills Programme, relates to support creation 
of jobs of sufficient quality to enable progression from entry-level jobs and provide more 
opportunities for graduate employment. Key to this is stimulating companies to become more 
innovative and productive through improving the business environment within CCR. 
 
Recommendations: 
 

● Prioritise Compound Semiconductors sector and its supply chain as an area of 
opportunity for delivering high degree of alignment between skills demand and 
supply, given the strategic importance of the sector, the volume of investment, and 
the clear appetite from employers to identify routes for skills supply. 

○ Identify promising pathways to develop skills required by sector employers, by 
exploring how demand for skills matches the offer of the relevant learning 
institutions for STEM and digital skills in particular (e.g. the National Software 
Academy and others), considering qualification level (apprenticeships, 
degrees), as well as predicted change in skills demand in these sectors: even 
for sectors with current skills gaps, low-level growth or decline in these 
sectors may mean that apprentices and graduates cannot progress to jobs at 
the end. 

○ Develop and pilot mechanisms for monitoring and updating skills demand and 
supply in this sector, by identifying and connecting relevant data sources (see 
Section 2 for more specific recommendations on labour market data). 

 
● Invest in innovative ways to meet demand for apprenticeships among smaller 

employers, who might lack awareness of the benefits of apprenticeships or the 
infrastructure to provide a good-quality learning experience. Testing the potential of 
the current shared apprenticeship scheme provides an opportunity to do so, while 
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ensuring that learners expand their skill-set by working across a number of 
employers.  

○ Conduct preliminary research to establish feasibility of running such a scheme 
the sector, skill area, and/or geographical area. This could include combining 
data on growing skills sectors with feedback from employers currently 
participating in the scheme, as well as gauging demand for the scheme 
among prospective SMEs. Schemes driven by employers are likely to benefit 
from greater commitment and engagement with the process as employers 
seek to reap tangible benefits of the programmes.  

○ Direct a proportion of the investment to support coordination between 
employers, so that young people engaged in these programmes develop a 
wider range of skills useful across the industry, as well as skills that we expect 
to be in demand in the near future.  

 
● As part of setting up the scheme, experiment with the most effective ways to 

engage employers. Learning from international experiences of policymakers 
working with Nesta’s Innovation Growth Lab, the Skills Programme could build in an 
element of rapid experimentation within the apprenticeship delivery workstream 
(using a university or a private research partner to set up the trials). A way of doing 
that would be to set an overall goal of incentivising employers to co-invest in 
apprenticeship programmes in 2-3 priority sectors, and experiment with a number of 
specific options on how the framework would be developed. This approach would 
seize the advantages of scale, while providing an opportunity to iterate early and 
select the most effective options over time. See pp.3-4 of our guide to policy 
experimentation.  
The options to experiment - led by a university or other type of research organisation, 
capable of setting up an experimental trial - could explore some of the following 
options: 

○ Testing effectiveness of different ways to coordinate employer engagement in 
apprenticeship design. 

○ Testing effectiveness of different marketing materials to attract employers to 
the apprenticeships (particularly relevant for the shared apprenticeship 
scheme to reach SMEs that are known to be difficult to engage and 
coordinate). 

○ Testing effectiveness of different marketing materials to attract learners to the 
apprenticeships, including different newsletter formats or channels.  

 
● Test approaches to stimulate job creation in SMEs to enable progression of 

apprentices and graduates in the longer-term. Nesta has conducted research to map 
SME productivity across the UK, and make recommendations on encouraging 
adoption of technology and digital skills by these firms. Our ongoing experimentation 
programme has similarly included trials of practices to improve business performance 
among local retailers.  
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● Integrate apprenticeship and graduate scheme offer within learner pathways 

(discussed in more detail in the next section). Given the staff-intensive structure of 
the current model of the graduate scheme delivery in particular, a shift towards a 
digital platform could be an advantage. Such a platform would also offer the benefit 
of a single-entry interface for those seeking employment opportunities, explaining the 
options of different routes and linking to available opportunities.  
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3. A more intelligent labour market 
The Industrial and Economic Plan rightly calls for a “limited number of significant 
interventions rather than… small-scale activities”, and skills data is an area where this 
approach is particularly relevant. While supporting specific initiatives (such as tools for 
matching employers and learners) can provide discrete positive outcomes in the near-term, 
there is a strategic opportunity for the City Deal to invest in large-scale infrastructure that 
delivers systemic benefits of a coordinated labour market information system, allowing 
people access to timely information, providing a platform for development of new services, 
and ensuring that the demand for skills addressed through other parts of the programme is 
matched by appropriate levels of skills supply. 
 
Nesta’s OpenJobs is an ongoing programme developing ideas to help education providers, 
workforce participants, and businesses to make better labour market decisions. As part of 
this work we explored viability of an open map of skills supply and demand data.  
 
One advantage of open, real-time labour market information is that it can be accessed and 
interpreted by multiple users, including schools, education providers, and even current and 
future workers themselves to make decisions about investment in development of specific 
skills. This type of system would be less reliant on individuals and teams involved in the 
programme to share and respond to labour market intelligence. 
 
Another key opportunity is using the labour market information to adapt initiatives to changes 
in supply-demand balance with change over time. For example, investment in the the 
National Software Academy can provide the skills required by growth in digital companies, 
but could also contribute to ongoing over-supply of graduates if those companies begin 
replacing their skills with technological capability. Development of digital skills should, 
therefore, distinguish between routine digital skills (where demand is likely to decline over 
time) and higher digital skills related to decision-making and creativity. It should also be 
complemented by monitoring changes in supply and demand, as well as initiatives to support 
lifelong learning and re-skilling as demand changes. 
 
Given strong appetite from the workshop participants for more real-time data on skills 
demand and supply in CCR, this section outlines recommendations for the next steps of 
building such a data ecosystem in the region. Piloting these approaches in a high-priority 
sector (e.g. Compound Semiconductor cluster) could benefit from existing engagement of 
employers and learning providers. 

Mobilising labour market data 
As a region CCR will make the most effective use of labour market information if data is 
collected, analysed, and presented back to users at scale. A key part of this approach is 
identifying, collating and sharing relevant labour market information. However, our work with 
the stakeholders identified several barriers to this: 
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● Data sharing. We identified lack of awareness of existing data among stakeholders 

who could use it to inform their decisions, for example, where linking different data 
sources (e.g. on workplace opportunities vs training provision) could draw out a fuller 
picture on skills demand and supply. 

● Data infrastructure. The responsibility and the necessary technical capability for 
coordinating, linking, and sharing the data is unclear. 

● Data quality and relevant. Decision-makers lacked timely and granular data on 
specific skills required currently and in the future. The data available through more 
traditional means (e.g. regional statistical data) was perceived to not accurately 
reflect stakeholders’ actual experiences. 

 
Recommendations: 
 

● Commission mapping of data sources existing in the region, including data in the 
public domain, as well as data held by stakeholder organisations (e.g. careers 
services and industry bodies, employers, learning providers). Specific areas covered 
by the mapping exercise could include: 

○ Datasets that allow understanding of factors behind career success (i.e. 
earnings mobility, ability to transition into adjacent sectors): career history 
data based on tax returns for example, longitudinal educational outcomes 
data. 

○ Datasets describing skills available through learning opportunities: textual 
description of courses and modules offered, including description of relevant 
skills within. 

○ Datasets mapping current demand for skills: actual (jobs data) vs perceived 
(employer surveys). 

○ Data on future skills demand in the region: while it is unlikely that this data 
exists for the region already, the review could identify providers who could 
deliver this data when required. 

 
● Explore the infrastructure to link the datasets once available.  

○ One aspect of this would be to work with a credible organisation who has the 
capability to collate and analyse personal data (e.g. relating to learners’ 
characteristics) in a responsible way, and establish their technical capability to 
analyse large volumes of data and text to understand relationships between 
datasets. Data Cymru have the interest and legitimacy to lead on addressing 
these gaps in CCR, however, have to date been missing an opportunity to 
bring stakeholders together to identify ways for sharing data. 

○ Assign a coordination group, for example, one being established by RSP, to 
consider how this information might be kept up-to-date and develop a future 
data strategy, identifying a structure (responsibilities and resources) for a 
coordinated labour market data approach in the region (JobTech is an 
example of a project to create open data infrastructure).  
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○ Map potential policy levers to facilitate data sharing, to encourage opening up 

data on skills and jobs datasets. Nesta has also recently published a 
partnership toolkit that could be used to develop collaborative models. 
 

● Commission scoping of methodological options for using data to forecast future 
skills needs.  

○ Consider development of a skills taxonomy (a common language for skills), or 
an adaptation of an existing one, that builds bottom-up from the current labour 
market information, but also includes skills categories that are known to be in 
higher demand in the next 20-30 years. 

○ Incorporate impact of ageing on demand for skills in sectors, such as health 
and social care, as well as consider how skills supply and demand in Wales 
fits into UK-wide and global skills supply and demand 

○ At the other end of the spectrum consider mapping vulnerable occupations 
(ones at highest risk of decline in the future) to inform decisions on mitigating 
potential job losses through upskilling or re-training. 

Schools/learner pathways and tools 
A parallel priority to developing more accurate and real-time labour market data is equipping 
learners with tools to navigate this information, as well as to develop technical, soft and 
employability skills necessary to secure job opportunities.  
 
Both the workshops and the Skills Programme proposal reflected on using technology to 
connect learners with employment and development opportunities, promising for two 
reasons. First, it can help connect learners with current opportunities. Secondly, it can 
provide more granular labour market information to underpin planning for future skill needs, 
informing the labour market data system discussed above. 
 
While there are multiple initiatives available to connect learners with current opportunities, 
three key issues were identified across the current approaches: 
 

● Soft skills were recognised both as important and lacking among young people in 
the region. There is desire for effective ways to identify and develop these skills (e.g. 
among hard-to-reach groups) in a way that engaged learners (e.g. through 
easy-to-access digital tools). There is little focus on careers skills in schools, 
particularly as some teachers (and parents) lack knowledge and incentives to equip 
young people with these. 

● Role of employers. Participants also wanted to clarify how employers can and are 
shaping training programmes. Employers expressed a desire for skills supply to 
match demand more closely, and highlighted some of the effective mechanisms for 
getting involved (e.g. employer boards). However, it is also recognised that these 
traditional mechanisms are time-consuming.  

● Fragmentation. Several ongoing initiatives involve employers in inspiring and 
providing experience to young people, however, there was a concern that these are 
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fragmented, and miss the opportunity to work across geographical boundaries at 
regional or national level. 

 
Recommendations: 
 

● Consider the business case for a single-entry platform to bring together 
opportunities from across city-level commitments and consistency in codifying the 
skills available and sought (therefore, acting as a source of insight on gaps). The 
graduate scheme could also link into this platform. There is an obvious challenge in 
developing a single tool that builds on and incorporates data from the existing ones, 
but with an advantage of a linked up labour information system.  

○ The challenge of this model would be promotion of the chosen platform to 
individuals and employers to increase uptake. This is where current initiatives 
could have a key part to play in establishing links with employers and schools 
locally, but directing these stakeholders to the central careers hub. For 
example, this work could build on the existing partnership between the Cardiff 
Commitment and the Digital Profile. 

○ The second key challenge concerns incentives for learning initiatives to 
collaborate. As these initiatives are operating a range of business models, 
some of these will become unsustainable under a coordinated, 
single-interface approach. A preferred way to achieve this would be to work 
with the stakeholders (potentially through the RSP coordination group) to 
develop a model for a financially viable collaborative model, as well as 
clarifying ownership of data and responsibilities for data management. An 
alternative would be to issue a competitive call for a single provider to deliver 
the linked dataset, however, that would significantly diminish the incentive for 
the stakeholders holding data and relationships to contribute those into the 
system on a non-commercial basis. 

 
● Coordinate development of a regional/national learner journey, building a unified 

picture of a learner journey, define career pathways and a map of how to navigate 
the career journey, potentially starting with a few specific sectors. This would mean 
that if an individual does not have all the skills necessary to secure a particular 
opportunity with an employer, they would instead be directed to training opportunities 
to fill those gaps.  

○ This approach would require the platform to include live information on 
opportunities for qualifications and connect to other learning, such as 
Founders4schools or Hwb. 

○ FutureGov is an example of using social and digital media to improve services 
and engagement with service users 

○ A Skills Map is a tool for showing the skills students need to reach a particular 
occupation. 
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● Commission collation and dissemination of evidence on what works for developing 

different types of skills among learners. One approach is to conduct a rapid 
assessment of evidence for effective school and industry engagement interventions 
to give more precise direction towards the specific types of school and industry 
engagement initiatives that Skills for the Future programme would focus on. A rapid 
evidence assessment (REA) is a relatively comprehensive approach to assessing 
existing literature on a topic that can be delivered over much shorter time frames, 
compared to a full systematic review. A review like this could also provide an 
opportunity to consider what might work for different groups of learners, for example, 
currently disadvantaged groups, to ensure that the solutions put forward by the Skills 
for the Future programme are inclusive. Nesta’s work in this area includes: 

○ Opportunity Lost report - early exposure to STEM skills and entrepreneurship 
will lead to more women and people from disadvantaged backgrounds 
becoming innovators in later in life 

○ What works in adult learning - lessons from systematic reviews to help think 
about the best way to train professionals. 

○ Future Ready Fund - to develop the soft skills that are in high demand due to 
automation and changing workplace 
 

● Build skills of teachers as key influencers and use technology to bring the business 
world into the classroom. This vision might include: 

○ Improving teacher confidence and experience through industry inset days. So 
they can experience first hand the changing world of work and bring real-life 
business problems into their teaching. 

○ Assessing how technologies like VR/AR can be used to provide digital/virtual 
reality trips for students so they understand career opportunities. Nesta’s work 
with Department for Education on the Edtech strategy explores how emerging 
technologies can be used within education and training.  
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4. Wider opportunities within the Industrial and Economic Plan 
As the Industrial and Economic Plan has an explicit commitment to inclusive growth and 
tackling inequalities, alongside 'boosting competitiveness', the Skills Programme could seize 
the opportunity of current engagement with and interest from stakeholders in priority sectors 
to incentivise focus on inclusion across the skills initiatives, as a condition of investment. 
Specifically, this could include focus on outcomes beyond volume of jobs, related to the 
inclusive agenda of the Plan, as well as extension of learning tools and initiatives beyond 
focus on young people to support re-training and upskilling of adults. 

Inclusive growth 
Nesta has been championing the agenda of “inclusive growth”, where innovation has an 
explicit aim to achieve positive social impact. As part of this work we have proposed a 
framework for assessing how inclusive innovation policy is, based on a comparative analysis 
of international policy examples.  
 
One dimension of this framework with particular relevance here is around ‘participation’ in 
innovation. We suggest that inclusive innovation policies consider both how to improve 
diversity amongst people in innovative occupations/companies, and how to spread 
innovation to less productive sectors, firms and places. 
 
Recommendations: 
 

● Consider inclusion and diversity as part of the apprenticeship scheme design. As a 
general rule, if interventions are designed without an ‘inclusion’ lens, they are likely to 
reinforce existing inequalities. In practice, for example, people with higher skills levels 
are more likely to use an online labour market information system to find new 
jobs/training opportunities than those with lower skills levels (who might benefit 
more).  

○ Explore how to involve different stakeholder groups (including learners) in 
programme design. Nesta has published a guide on public engagement in 
policymaking, which, among others, outlines the benefits of using digital tools 
to engage with many more people than traditional public engagement 
initiatives. 

○ Incorporate metrics of inclusion across the initiatives, and encourage their 
uptake by employers and education providers through the Regional Skills 
Partnership coordination group, and wider communications about Skills 
Programme plans.  

○ Implement specific incentives for inclusive recruitment. Industry bodies (for 
example, BITC) provide evidence and best practice guidance for employers. 

● Alongside support for ‘clusters of excellence’, explore potential to set up a Challenge 
Fund to stimulate innovative interventions in sectors that employ lower-paid people, 
such as those in the ‘foundational economy’ (also a priority in the Industrial and 
Economic Plan). Inform selection of sectors and challenges with data presented on 
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Nesta’s Arloesiadur platform for Wales, and/or complemented by more granular data 
emerging from the data mapping discussed above. 

Lifelong learning 
A related area that could be included among the priorities of the Skills Programme is lifelong 
learning. Although the currently proposed initiatives are not targeting young people 
exclusively, the plan could include a greater focus on learning and re-skilling throughout 
one’s working life. Placing a priority on encouraging lifelong learning would support 
individuals’ continued participation in work over time, as well as their ability to shift careers 
as demand for skills evolves as a result of technological change. 
 
Lifelong learning is an ongoing area for Nesta’s programmes, exploring opportunities for 
funding education for workers and research to understand what motivates adults to learn  
 
Recommendations: 
 

● Where possible, seek to open up learning interventions to a range of people, just 
starting their journeys into work, as well as those looking to upskill or re-train. 

● Target interventions towards particular groups that might otherwise not engage. 
For example, several companies are developing effective programmes to help 
women returners come back into the labour market after taking time out to look after 
children, which both benefit companies by giving them access to talent, and help 
close the gender pay gap. 

● In setting up success measures for the Skills Programme as a whole, adopt a focus 
on job quality, not just volume of jobs, to ensure that newly created jobs provide 
individuals with appropriate levels of security. Matthew Taylor’s review of modern 
working practices provides useful recommendations for other steps to improve job 
quality, including encouraging employers towards transparency of employment 
practices, as well as engaging them with codes of best practice through employer 
bodies, trade unions and similar. 
As the City Deal Office is already working with the bodies like CIPD, highlighting job 
quality as part of the agenda across the workstreams (apprenticeships, graduate 
scheme and other initiatives) could be something to add to the conversation either in 
a form of job quality metrics (see example initiative here), and or as a campaign, 
award or badge (see example of the Living Wage Employer campaign). Rather than 
being a short-term measure, this initiative would represent an investment in the 
longer-term shape of the labour market in the region.  
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5. Summary 
As CCR City Deal seeks to lay the foundation for ambitious economic growth in the region, it 
has an opportunity to make significant strategic investments in skills initiatives that don’t 
simply meet the demands of today, but build a sustainable labour market system.  
One of these opportunities is creation of a more intelligent labour market, where its 
participants have access to real-time and accurate data about skills, training and jobs. This 
granular insight would enable workers, employers, learning providers and policymakers to 
navigate pathways available to them with a greater degree of insight of the likely outcomes 
of their decisions. 
 
Another key aspect is the ability of the labour market system to be inclusive of a greater 
range of people who may currently struggle to find a way into jobs. This dimension hinges on 
today’s investments in less productive sectors, improving quality of jobs overall, as well as 
ability to adapt learning interventions to the changing demand for skills in the future. 
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CCR City Deal ‘Future Ready’ 
Skills Framework

9 March 2020



• CCR City Deal 3 layers of Govt. & £1.3bn to 
achieve goals 

• Need to hit targets with clear purpose
• The people-part of economic growth 
• ‘Growth strategies’ can be about addressing 

priority sectors, skills supply-demand 
opportunities and inclusive growth  

• Innovation business driver but also about local 
& foundational economies

• Skills is a leveler and pre-cursor to generalised 
prosperity

• Key role in matching economic ambitions with 
progressive social policies

CCR – Connected, Competitive, Resilient



CCR City Deal Skills Mission

To leverage the potential and impact of all CCR City Deal investments 
and programmes in creating an inclusive and entrepreneurial future-
orientated system for jobs and skills 



Nesta – Future Skills

Making us all valuable and relevant 
resources in the future workplace:
1) Seize near term opportunities for jobs and 

skills – graduate scheme and shared 
apprenticeships with connecting learner 
pathways

2) More intelligent labour markets – real time 
data & using technology to connect 
schools, learners and employers

3) Sticking to the Plan – inclusive economies, 
innovation and entrepreneurship and a 
challenge fund for low wage foundational 
economies



CCR Future Ready #1 – Scale-up Grad Scheme
• Ph. 1 pilot successful and targets 

hit
• Lessons learnt – timing, 

engagement, business 
leadership & reach

• Ph.2 scale-up – 125 graduate 
posts enabled per annum

• Digital platform opportunity
• Priority sectors focus
• Offers blueprint for related skills 

interventions….



CCR Future Ready #2 – Shared Apprenticeship 
scheme for Priority Sectors
• Level 1 to Degree Apprenticeships 

(HE and FE)
• Priority sectors focus
• Builds upon successful shared 

apprenticeship models – Aspire/ Y-
Prentis

• Social value emphasis
• Single entry routes to promote 

better co-ordination 
• Engages more SMEs and smaller 

companies 
• Industry ‘skills pools’ – agency 

convened



CCR Future Ready #3 – Learner Pathways
• Integrating Grad and Shared 

Apprenticeship Schemes
• Connectivity and alignment
• Learner journey
• Young Innovators programme
• Digital platforms and single entry 

routes
• More innovative ways to meet 

demand for scheme amongst 
employers

• KES PhD Studentships & support 
for Ser Cymru



CCR Future Ready #4 – Real-time Labour 
Market Information
• One consistent real-time and live 

dataset for Skills
• Better co-ordination of labour 

market information
• Data assets and resources…
• ….creates new tools, products 

and applications
• RSP leadership is critical



CCR Future Ready #5 – Connecting Learners & 
Employers

• Opportunity to build upon existing 
programmes and scheme for school-
business engagement – Cardiff 
Commitment/ Gatsby

• But lack a central technology hub to 
co-ordinate and drive traffic

• Schools Programmes like F4S offer 
real-time tech platform to support & co-
ordinate existing initiatives as well as 
provide cutting edge services into 
places that don’t currently operate 
learner-employer schemes

• Front door approach – connecting 
short-term and long-term potential

• Has potential to create connections for 
applications like MiFuture

• Underplayed FE opportunity



CCR Future Ready #6 – Entrepreneurship 
Strategy 
• Need to create conditions for 

Future Ready skills by enabling 
more businesses, people and 
organisations to become more 
entrepreneurial 

• Build innovation capacity
• Start-up focus
• Enterprise in education
• Sectors of excellence
• Way of life
• Key role for both HE and FE



CCR Future Ready #7 – Economic Inclusion & 
Local Wealth Building Challenge Fund
• Embedding approach to diversity & 

inclusion in all activities – how we work 
with people ‘outside of the system’

• Developing metrics and measures to 
support 

• Local Wealth Building Challenge Fund –
role of anchor businesses, unlocking 
public procurement, developing open 
data and Housing role in community 
wealth building

• Living wage employment priority
• Social clauses in contracts for Targeted 

Recruitment & Training – Can Do Toolkit 



CCR Future Ready #8 – Alignment with and 
support for Regional Skills Partnership 
• Development of MoU across CCRCD 

and RSP to clarify roles, links & joint 
working

• RSP key role in informing & shaping 
CCRCD-led initiatives 

• Support across CCRCD and RSP for 
transformative regional skills 
ambitions and proposals

• Future employability programmes 
under Shared Prosperity Fund – will 
require closer regional co-ordination 
& collaboration

• Key role in Local Labour Market 
information and intelligence
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FULL BUSINESS CASE – SCALE-UP OF CCR GRADUATE SCHEME – 
MARCH 2020 

 
Background 
 
Regional Cabinet approved the one-year pilot Graduate Scheme in December 2018 to 
commence in April 2019. The objective of the scheme was to reverse the so-called 
‘brain drain’ with around 35% of all graduates leaving the region to seek employment 
opportunities elsewhere each year. The scheme works with businesses that 
historically, have had little or no engagement with the graduate market; in order to 
contribute to business growth and resilience. The scheme operates through a 
collaboration of the University of South Wales, Cardiff University, Cardiff Metropolitan 
University and the Open University, as well as business groups/ trade bodies.  
 
The pilot continues to run April 2019-April 2020. Many important lessons have been 
learned and captured to shape and improve the ongoing operation of the programme – 
and participant feedback has featured strongly in this. A mid-point review report was 
presented to Cabinet in December 2019, to set out key learning and seek a 12 month 
continuation period for the scheme. Cabinet accepted the report, but felt the potential 
existed to scale-up the scheme beyond a pilot to full programme roll-out, in order to 
capture live opportunities and maximise benefits, subject to a full business case. 
 
This Full Business Case document thus, seeks to set out the main aspects of the case 
presented to run the pilot in December 2018, supported and reinforced by real-time 
experiential learning from the pilot. 
 
Strategic Case 
 
The problem we’re trying to solve 
 
There is a low graduate retention rate in both Wales and the Cardiff City Region.  The 
‘brain drain’ of graduates relocating to other parts of the UK, is a potential threat to the 
Cardiff Capital Region’s economic prosperity, particularly given the mismatch between 
the skills needs of employers and the skills profile of the region’s population.1 Despite 
attracting a net inflow of students, new graduates tend not to stay in Wales and Cardiff 
after finishing their studies.2 
 
While there is an emerging thriving micro-business sector, as well as heavy reliance on 
SMEs in the Cardiff Capital Region – smaller businesses can struggle to provide 
opportunities for those just graduating.3 As a result, the Growth and Competitive 
Commission report of 2016, noted that in order to grow, the Cardiff  Capital Region will 
need to focus on retaining people in the region as they develop their skills, keeping 
students after they graduate and matching them to job and enterprise opportunities.4 
 
The Future of Cities Graduate Mobility and Productivity work further notes: 

 Employment available in Cardiff and its surrounding labour market is often of a 
lower quality as measured by pay or anticipated career pathways, than that on 
offer in other parts of the UK. This is particularly the case for STEM subjects 

 The public sector employs around half of the post-1992 graduates who were 
both born in and now live in Wales 

                                            
1 AECOM Baseline Economic Analysis for South East Wales (2015) pg74 and pg85 
2 Centre for Cities (2016) Future of Cities: Graduate Mobility and Productivity: An experiment in place-based open 
policy-making pg42 
3 Growth and Competitive Commission (2016) Report and Recommendations pg27 
4 Growth and Competitive Commission (2016) Report and Recommendations pg30 
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 Wales successfully attracts a net inflow of students to study.  Since 2000, 
student numbers in the city rose by 60%, with the number of postgraduate 
students trebling 

 Once students have gained their degrees from universities in Cardiff or Wales, 
they tend not to stay 

 Cardiff’s population grew by 13% between 2002 and 2013 – a rate of growth 
higher than London or any of the English Core Cities – a trend set to continue 
with a projected growth of 26% over the next 20 years making Cardiff the 
fastest growing UK city – Cardiff now routinely features in the UK’s most 
liveable cities (Cardiff Liveable City report 2015) 

 The population is highly skilled compared with other major British cities, but this 
is not translating into higher wages and higher productivity 

Such findings were strongly supported by the Growth and Competitive Commission 
which noted that within Wales as a whole, the main source of quality employment for 
non-migrant graduates has been the public sector and that, in the light of the reduced 
employment in the public sector, there is a need to encourage an increase in demand 
for higher-skilled employment across the private sector.5 Strategic objectives within the 
CCRCD heads of terms identify core investments will be targeted at developing a 
skilled workforce and tackling unemployment; and supporting enterprise and business 
growth which is an integral outcome of the graduate offer. Furthermore, the approved 
approach for investments through the wider investment fund will be based on: private 
and public sector cohesion; scalable interventions; maximising financial leverage, with 
a clear return on investment. It will drive economic inclusion, support and stretch local 
clusters, and boost ecosystem development. All of which clearly align to the outcomes 
and core principles of the CCR Graduate Scheme. 
 
The CCR Industrial and Economic Plan sets out an ambitious and long-term plan to 
boost productivity and accelerate economic and inclusive growth in the region by 
making the CCR a highly investable proposition, backing businesses to create good 
and sustainable jobs through targeted investments in skills, priority industries, 
infrastructure and innovation. The plan highlights some of the region’s productivity 
challenges and endorses innovation-led, scalable projects that the Regional Cabinet 
and the Regional Economic Growth Partnership believes are necessary to generate 
sustainable growth and inclusive prosperity. In delivering sustainable and inclusive 
growth, we will address two mutually supportive objectives of boosting competitiveness 
and tackling inequalities. The introduction of inclusive and regenerative growth as 
central threads of the plan emphasise the need for an economic agenda that drives 
sustainable economic growth and productivity across all of the region. 
 
Figure 1 below highlights how the graduate programme contributes to meeting the core 
principles of the Investment and Intervention Framework, launched in June 2019: 
 
Fig 1: 
 
 
Cohesion  Policy collaboration and delivery partnerships 

ensuring that there is cumulative impact to the 
range of investments and interventions delivered 
by the City Deal 

 

The CCR Graduate Scheme collaborates across academia and industry 
creating new partnerships which have historically been difficult to marry. The 
collaboration of both sectors is providing impact of delivery which can be 
applied to the full range of investments that will be made by the City Deal.  
Leverage  Maximise the City Deal investments by attracting  

                                            
5 Growth and Competitive Commission (2016) Report and Recommendations pg25 
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co-investors with complementary funding and 
resources 

The CCR Graduate Scheme is averaging, to date, private sector leverage of 
£1:5.80 (accepting this is notional and as more graduates are placed, this 
number increases). This is achieved through the employers paying the 
graduates salaries and associated cost. To date the conversion rate of the 
first cohort is 100%. (8 graduates at the end of their placements have been 
taken on in their organisations on permanent basis, which will evidence 
further leverage and identify additional complementary funding. 

 

Ecosystem Development  Supporting the development of a strong 
economic and innovation ecosystem to deliver 
the plan and develop clusters of excellence 
within our region. 

 

The CCR Graduate Scheme has brought together Industry and academia 
which underpins the growth of a resilient economic and innovative ecosystem 
for the region and aligns well with Cluster priorities. The programme will 
ensure we have a pipeline of skilled graduates to underpin future sectoral 
priorities and cluster growth.  

 

Scale  Limited number of significant interventions, 
rather than a disparate range of loosely 
connected small scale activity 

 

The CCR Graduate Scheme provides a platform for a coordinated approach 
to be taken with business engagement and developing graduate placements 
delivering a simple scalable solution for the region rather than individual local 
schemes which would be costly with patchy delivery. 

 

Return on Investment  Demonstrable impact and benefit  will be 
expected from all investments and interventions 

 

The CCR Graduate Scheme is averaging private sector leverage of 1:5.80. 
This is achieved through the employers paying the graduates salaries and 
associated cost. To date the conversion rate of the first cohort is 100%. (8 
graduates have been taken on in their organisations on permanent basis, 
which will evidence further leverage and identify additional complementary 
funding 

 

Economic Inclusion  Creating opportunity for all to distribute the 
dividends of increased prosperity fairly, to 
encourage and enable participation in the 
economic life of the region 

 

The CCR Graduate Scheme provides an opportunity for all businesses and 
graduates to engage. Programmes such as the Valleys Taskforce are 
beginning to align with our work and with programme minima to support 
economic inclusion being woven into programmes such as Homes for all the 
Region – the opportunity is growing for a more targeted approach.   

 

 
 
The OECD also provide a range of factors that can be used as a diagnostic tool to 
explore the extent to which issues facing a region are supply or demand driven. This 
tool can therefore aid policy makers in creating initiatives to support a transition to a 
more optimal skills equilibrium (see table below).6 
 
Skills supply  Skills Demand 
• Education levels in the workforce or the 

population e.g. according to the 
International Standard Classification of 
Education % of population with post-

• Occupations within the workforce 
• Wage levels 
• Productivity 
• Skills shortages and vacancies (in 

                                            
6 F.Froy, S.Giguère and M. Meghnagi (2012) Skills for Competitiveness A Synthesis Report OECD 
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secondary qualification 
• Graduation rates 
• Uptake of post-secondary and VET 

education 
• Percentage of people not completing 

school education 
• Percentage people receiving training 

within a particular period 

particular unmet vacancies) 
• Employee jobs in knowledge based 

industries/high technology firms 
• Under-employment/over-qualification 

of workers7 

 
While the Cardiff Capital Region preforms well on many of the factors on the supply 
side such as qualification levels and graduation rates, the region scores lower on the 
demand side such as under employment / over-qualification of workers, productivity 
and wage levels.8 9 The programme is helping to reverse this trend through engaging 
with business to identify roles within their organisations that require graduate level 
influence, thus enabling the graduate to realise their full potential to the employer in 
terms of productivity, innovation and status.   
 
Therefore, a key problem with the status quo are consequences from a supply-led 
system: the existing and widening mismatch between skills demand and skills supply, 
underemployment of graduates in the workforce and a failure to translate qualifications 
into productivity. 
 
While SMEs seem reluctant to hire graduates (only 7% of Welsh firms offered 
internship placements in 2016),10 this does not appear to be because of the lack of 
desire to take on graduates, but the perceived barriers to doing so (a survey of 100 
SMEs in the Cardiff City Region indicates that while only 10 had hired a graduate in the 
past, 34 would be interested in hiring a graduate if human resource support were 
provided, in terms of a more structured graduate programme offering).11 These findings 
are supported by the below case studies of programmes designed to increase demand 
for graduates in different parts of the UK.  
 
Figure 2 – Graduate Scheme Case Studies 
 
Case Studies 
Initiatives have emerged around the UK to release untapped graduate recruitment potential in 
SMEs in order to improve an area’s graduate retention rate. Examples include the following: 

 Go Wales - enhanced the graduate retention rate across Wales from January 2009 to 
December 2014 by providing targeted support to businesses including funded graduate 
placements. Over the duration of the programme, over 5,000 individual participants 
and over 1,800 businesses were supported which led to the creation of over 3,100 net 
additional jobs.12 

 West Midlands - Graduate Advantage provides free human resource services to 
SMEs to incentivise additional graduate recruitment. The programme was conceived 
by Aston University in 2003 and through work with partnership organisations including 
other HEIs, business representatives and public sector organisations. It has supported 
over 29,000 graduates and 18,000 businesses in addition to helping to launch the 
careers of over 3,500 graduates in the West Midlands.13 

 Sheffield City Region - Rise provides free human resource services and a £1,000 
grant to SMEs to incentivise additional graduate recruitment. The programme was 
conceived by Sheffield City Council, HE partners and business representatives. Since 

                                            
7 F.Froy, S.Giguère and M. Meghnagi (2012) Skills for Competitiveness A Synthesis Report OECD 
8 Centre for Cities (2016) Future of Cities: Graduate Mobility and Productivity: An experiment in place-based open 
policy-making 
9 Growth and Competitive Commission (2016) Report and Recommendations pg16 
10 Department for Education (2017) Employer Perspectives Survey 2016  
11 Rhondda Cynon Taf Survey of 100 SMEs (2016) 
12 Hardisty Jones Associates (2015) Go Wales Evaluation  

13 Graduate Advantage website (2018) 
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2013, it has delivered over 200 new graduates and it has a target to deliver 250 more 
by 2020.14 All partners are bought into the concept of the programme delivering 
productivity gains, improvements to innovation and economic growth as opposed to 
just additional graduate positions.15 The impact of 250 additional graduate positions to 
be delivered over the next three years include: 

 £6.9m net GVA 

 Return on Investment of £9.95 per £1 spent 

 150 permanent jobs created (60% conversion rate) 

 Private sector wage match of a minimum of £1.6m16 

 
The CCR Graduate Scheme pilot 
 
The pilot of the CCR Graduate Scheme which commenced in April 2019, demonstrates 
that the strategic case for investment remains strong. The initial focus of the scheme 
was to provide support to SMEs, however, as the scheme has developed, other sized 
businesses have also engaged (larger companies and micro-businesses) showing 
reach and activity across the market.  
 
Feedback from the 200+ businesses that the programme has engaged to date (with 
numbers increasing daily), the evidence demonstrates a desire and demand for a 
scheme that offers support for graduate recruitment. Many of the smaller businesses 
engaged have not previously had the time, resource or know-how to recruit a graduate 
– despite intentions to do so.  Some larger organisations have taken the time to 
consider being involved in the Graduate Scheme as they have had to explore 
recruitment needs internally with specific departments, or perhaps needed to consult a 
central/head office before being permitted to advertise with the scheme. Budget setting 
cycles have played a prohibitive factor in many businesses committing to recruiting a 
graduate midyear, so it is forecast that at least a third of the business that have already 
made contact with CCR will be recruiting within the next 12 months of the programme.  
 
As the CCR Graduate Scheme has been growing, employers have had a positive 
experience of using the Graduate Scheme and are willing to share those experiences 
directly with other members of the business community, whether that be in their nearby 
locality, or within their sector. For example, a joint event is being planned alongside 
Vale of Glamorgan Council to promote the scheme, inviting a Penarth-based employer 
as a case study. Scheme success within the Vale of Glamorgan have been attributed 
to ‘Tec Marina’ a serviced office space in Penarth which houses many growing 
businesses and has been very active in promoting the programme within their network. 
An extension and expansion of the scheme would enable more targeting to take place 
within co-working spaces such as this. 
 
In addition, there are sectoral interests emerging. At a Housing Investment Fund event 
with Community Housing Cymru, Lovell Partnerships took the opportunity to talk about 
their positive and continued engagement with the scheme. Immediately after the event, 
CCR was contacted by a number of the RSLs attending the event and many of these 
leads are now being pursued with positive signals for a scalable, sector-wide impact. 
 
The strategic case is reinforced by the pilot findings to date. The scheme continues to 
build momentum and demonstrate significant potential with talented individual’s being 

                                            
14 Sheffield Rise website (2018) see also  https://www.theguardian.com/business/2015/apr/13/rise-up-sheffield-
graduate-scheme-stopping-city-brain-drain  
15 Sheffield Rise website (2018) see also  https://www.theguardian.com/business/2015/apr/13/rise-up-sheffield-
graduate-scheme-stopping-city-brain-drain  
16 Sheffield City Council website  (2018) http://democracy.sheffield.gov.uk/ieDecisionDetails.aspx?Id=1514  

https://www.theguardian.com/business/2015/apr/13/rise-up-sheffield-graduate-scheme-stopping-city-brain-drain
https://www.theguardian.com/business/2015/apr/13/rise-up-sheffield-graduate-scheme-stopping-city-brain-drain
https://www.theguardian.com/business/2015/apr/13/rise-up-sheffield-graduate-scheme-stopping-city-brain-drain
https://www.theguardian.com/business/2015/apr/13/rise-up-sheffield-graduate-scheme-stopping-city-brain-drain
http://democracy.sheffield.gov.uk/ieDecisionDetails.aspx?Id=1514
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both retained and moving back to the region. This is providing significant private 
leverage and productivity outputs. 
 
Headlines are: 
 

• 100% of the first cohort of graduates have all been offered permanent positions 
upon completion of their placement (8 placements finished to date); 

• Vacancies advertised are aligned to CCR priority sectors; 
• Two graduate leads employed to run and operate the pilot; 
• A notional rate of private sector leverage of £1:5.80; 
• Engaged with 200+ businesses across the region and beyond as at February 

2020. Whilst businesses across all areas of CCR have engaged in the scheme, 
50 unique establishments have advertised vacancies to-date, with targeted 
work now underway to achieve outcomes in all ten LA areas (see Figure 3); 

• Within the first 8 months of delivery 50 placements have been advertised;  28 
are filled with others being turned around in quick succession;  

• This has generated the coordination of 11 assessment centres, with the receipt 
of 694 applications;  

• Already, 15 businesses that have participated in the scheme have indicated 
they would like additional graduates and are currently discussing options with 
the team for a second intake; 

• Further opportunities and potential are now opening up around upskilling 
existing employees and learning and development; 

• Graduate applicants have been received from all universities in the region, 
across the UK as well as from international and non-EU establishments; 

• Chief sectors recruiting graduates in the region are Advanced Materials/ 
Manufacturing; Creative Economy; Financial and Professional Services; Life 
Science and Pharmaceuticals and IT (Figure 2). 

 
Figure 3 – Areas of engagement  
 

LA Areas of businesses engaged  
   

LA Number % 

   Blaenau Gwent 10 5.2% 
Bridgend 19 9.8% 
Caerphilly 32 16.5% 
Cardiff 51 26.3% 
Merthyr Tydfil** 1 0.5% 
Monmouthshire 15 7.7% 
Newport 33 17.0% 
Rhondda Cynon Taf  14 7.2% 
Torfaen 8 4.1% 
Vale of Glamorgan  8 4.1% 
Other* 3 1.5% 
TOTAL 194 100.0% 
*Other represents businesses that have been signposted to the team from outside of 

the Capital Region 
** Business engagement events have been arranged to drive a targeted approach in 

localities where take up has been slow 
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Lessons Learned 
 
Lessons learned through the pilot period which help reinforce learning for the strategic 
case are as follows: 
 

• Timing and sequence. Whilst the one year pilot has performed well and 
demonstrated significant growth potential – the timing of the start of the 
programme was out of synch and mis-aligned with the graduate-business cycle. 
This is also relevant to the business planning cycle and financial planning 
cycles of local businesses, as budgets are set a year in advance, staff / revenue 
resources need to be planned a year ahead.  

• It takes time to mobilise, build trust and a reputation. The three month 
mobilisation period January-April 2019 was on reflection, not sufficient to recruit 
the two officers, develop the workings of the scheme and - generate the initial 
leads and interest. Whilst the scheme did go live on 1 April, the co-ordinators 
had just started and so a lot of the development time had to be twin tracked with 
delivery. This needs to be borne in mind for key stages of scheme evolution and 
priority given to developmental time. 

• Working differently and embracing innovation. The scheme needs to work 
outside of conventional boundaries. For example, the tipping point regarding the 
surge in demand from graduates only occurred once vacancies were advertised 
on the Indeed platform. This approach is outside of the traditional advertising 
route for many businesses due to the size of their establishments. Initially the 
lack of publicity surrounding the vacancies had a negative impact upon quality 
of applications received and ability to fill the positions.  

• Broadening support and engagement. Key to securing business engagement 
and participation in the scheme should be supported by Local Authority partners 
and Universities in the region due to their links with their local business 
communities. Improving levels of support, interest and brokering introductions 
via local teams – this must constitute a stronger dimension of the scheme in 
future. Strategic buy-in from all institutions needs to be reviewed and refreshed 
moving forward. 

• Direct business-to-business engagement. The most powerful tool is business 
word of mouth. The Regional Business Council has facilitated roadshow events 
– but this needs to be stepped up with consideration given to targets for 
placements in the short-term. The Regional Skills Partnership continues to play 
a strong support role in terms of industry events and using case studies to 
promote the scheme, along with access to priority sector cluster groups and 
more localised business partnership events. 

• Positive obligations and social clauses. Consideration is currently being given to 
how this can be embedded as a core requirement of submissions to the 
Investment Fund Framework. As the scheme has operated, learning has been 
adapted from the Metro Plus Common Assessment Framework and how local 
construction and project development opportunities can support skills 
requirements.  

• Sector focus. Certain sectors are better represented than others. With the new 
focus on building sector clusters, there is an opportunity to be more targeted in 
the sectors where there are specific needs, skills shortages and requirements, 
in alignment with the Regional Employment & Skills plan. 

• Better co-ordination & engagement of university contributions – the majority of 
applications are not coming via universities and this indicates the difficulty 
inherent in keeping in touch with graduates who have left university and the 
area. This is a key issue for universities to address in terms of the wider skills 
issue. Contact is being made with graduates via digital and social media 
platforms in the main. This is an area of development for the programme to 



Page 8 of 21 

ensure all of the 4 Universities coordinate efforts to promote the programme 
and engage with their students 

• Role of industry, trade and membership bodies – some of the greatest business 
demand has been generated from industry and trade body events. This has to 
be sustained and strategically planned to ensure high levels of engagement can 
be achieved. A more targeted approach aligned to industry pipeline forecasts is 
needed moving forward.   

• Business Capacity to engage – initially the main focus of the programme was to 
engage with SMEs, due to the very nature of their business they are few in 
numbers and quite often deliver dual roles / functions within their organisations. 
This had an impact on turn-around times from businesses to applicants post 
interview, resulting in some of the graduates seeking employment elsewhere 
and the vacancies not being filled.  

 
CCR Employment and Skills Plan 
 
The Cardiff Capital Region Skills Partnership has developed a 3 year vision for 
employment and Skills across the Region, in consultation with business, education 
and training providers to inform and influence Welsh Government on its future 
planning and funding of post 16 learning ensuring a demand led and sustainable 
skills system which will lead to increased productivity and prosperity across the 
region. The plan has embraced industry feedback that access to a skilled and able 
labour market ready to embrace industries of the future is a prerequisite. The CCR 
Graduate Scheme compliments and contributes to the core objectives of the Skills 
plan which are:   

 
• Strengthen the post-16 further education offer in priority sectors through 

increased specialisation to meet the demand from employers across CCR 

• Improve planning of curriculum to ensure colleges, training providers and 
others are delivering the right balance and mix of provision for learners and 
businesses 

• Develop a more joined-up approach to skills delivery across CCR to support 
people into work and to progress in work 

• Broaden the apprenticeship offer at levels 3, 4, higher and degree by 
responding to government policy changes 

• Influence the work of Qualifications Wales and work with key stakeholders to 
maximise opportunities and ensure that emerging qualifications meet 
industry needs 

• Establish more effective approaches to careers information, advice and 
guidance to address issues of sector perception and promote the key sectors 
as viable career options. 

 
Nesta work 
 
The Nesta work undertaken in 2019 to support future skills development in the CCR 
states that the framework developed for the Graduate Scheme could form a blueprint 
for future skills schemes. In fact, it states that development of initiatives such as 
Shared Apprenticeships should integrate with the process developed so as to focus 
more on user journeys and the connections across programmes. It also adds two 
valuable insights: 
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• The need to explore potential for single points of entry to overcome confusion 

and lack of clear signposts 
• The need for the model to be powered by digital platforms and reduce some of 

the people intensive focus, making the process more streamlined and efficient. 
 
Part of the broader Future Ready Skills framework offer will encompass engagement 
with the whole education spectrum. Starting off with schools, feeding into an 
apprenticeship offer which will be followed by the graduate offer.  It is anticipated as the 
future skills framework is developed both the apprenticeship and graduate schemes 
shall become a single point of access for businesses to seek advice and guidance. 
This should help address areas of market failure and endeavour to create a more 
inclusive and accessible system within which businesses can more effectively operate.  
Options are currently being explored to establish a Shared Apprenticeship programme 
at CCR-wide scale. To date, individual establishments have not succeeded in 
developing a shared approach – albeit the levels of interest in both Aspire and Y-
Prentis remain significant.  Some sector specific programmes are operating – but the 
overwhelming feedback from those businesses engaged and those who want to 
engage is that there is a clear gap for an intermediary and a clear single point of 
access that promotes all offers in a neutral but co-ordinated way.  
 
Economic Case 
 
For the original business case to support the pilot, case studies and labour market 
intelligence was shared with representatives from the four universities in the Cardiff 
Capital Region in order to gauge whether there was an appetite to develop a similar 
initiative in the region. 
 
Through various workshops that were facilitated by the Office of the Cardiff Capital 
Region City Deal, approaches to enhance the graduate retention rate in the region by 
supporting businesses were explored.  
 
The key spending objective was to support businesses to create additional graduate-
level employment in the private sector. Crucially, the scheme would have to contribute 
toward key City Deal metrics including: 

- £4bn private sector leverage 
- 25,000 additional jobs 
- 5% increase in GVA 

 
The rate of private leverage achieved on the first 28 placements is £540,988 without 
on-costs. This is based on a full salary costing. With on-costs at c30% (NI/ pension, 
office overheads, equipment, training and line management), this figure reaches 
£703,284 and provides £5.80 for every £1 of CCR monies invested. However, it should 
be noted that this is a notional figure with every new graduate appointed, impacting 
this. The salary range offered span £17,500-£24,500; with an average salary of 
£19,231 (without on-costs) and £25,117 with on-costs. 
 
Figure 4 – Examples of roles and salary ranges 
 
 

Type of Graduate Role and Salary (without on-costs) Sector 
  
Land and Partnerships Graduate 
Graduate Bid Coordinator 
 

£18k / £22k Land / Development 

Renewable Energy Graduate Trainee £18k Energy 
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Type of Graduate Role and Salary (without on-costs) Sector 
 
Graduate Quality Engineer 
Graduate Operations Trainee Manager 
 

£17k/ £27k Advanced Manufacturing 

 
Trainee Finance Broker 
Graduate Trainee Accountant 
Graduate Client Relationship Account Manager 
 

 
£18k/ £20k 

 
Fintech 

New Product Design, Development and 
Engineering Executive 
Graduate Service Desk Engineer x 2 
Graduate Technology Engineer  
Graduate Client Relationship Account Manager 
Graduate Technical Support Team Member 
Training and Sales Support Coordinator 
 

£24,500 Digital /  
Cyber 

International Trade Executive  
 £18k Internationalisation  

Graduate Marketing Executive  
Graduate Communications Executive  
Graduate Marketing Assistant  
Graduate Commercial Executive  
Graduate Graphic Designer 
Graduate Digital Marketer  
Graduate Marketing and Communications 
Officer @ 2 
 
 

£18k-£22k Creative economy 

Graduate Conjugation Scientist 
Graduate Production Technician  
 

£19k-£23K Life science 

 
 
In the original business case, the assumed potential benefits and risks associated with the 
scheme were outlined as below. Commentary has been added under the heading ‘what the pilot 
found’ to provide an up-to-date view on actual benefits achieved. 
 
Figure 5 - Benefits 
 

Main 
stakeholder 
beneficiaries 

Benefit 
no. Main Benefit Criteria 

 
What the pilot found 

Cardiff Capital 
Region 

1 Potential for sustainable economic 
benefit – increase the number of 
graduate-level employees in the 
private sector 

Initial engagement has been 
steady, as the program has 
evolved, out-puts have increased 
as demand has been realised 
across all businesses rather than 
just SMEs. The scheme has 
manifest potential to continue to 
grow as recognition of the benefits 
of participating in the program are 
increasingly realised. 

Businesses 2 Improved productivity  It is too early in the program to 
evaluate. End of graduate 
placements surveys will be 
circulated to capture graduate 
impact. However, anecdotal 
feedback from business suggests 
productivity has improved 
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3 Business growth It is too early in the program to 
evaluate. End of graduate 
placements surveys will be 
circulated to capture graduate 
impact and whether this has had a 
direct impact on business growth. 

4 Reduced costs for recruitment Feedback will be sought in the end 
of placement questionnaire. Initial 
feedback suggests that business 
wouldn’t have invested in 
advertising on a national 
recruitment platform, so it is 
assumed establishments would 
benefit from reduced costs for 
recruitment.  

5 Improved networking opportunities Business to Business engagement 
has improved through networking 
opportunities, the programme has 
also contributed towards arranged 
and sponsored events. 

6 Improved ability to attract staff The use of a national recruitment  
platform has enabled businesses 
to attract staff from a broader 
talent pool that a localised 
graduate recruitment platform 
would have achieved 

7 Increase in new ideas Business have been able to 
exploit the benefits of recruiting a 
graduate and utilising their 
creativity to increase innovation 
within their businesses. Further 
details will be captured through 
the end of placement survey. 

Graduates 9 Improvement in career prospects 100% of the first cohort of 
graduates who commenced in 
Sept 2019, have all been offered 
permanent positions upon 
completion of their placement. All 
graduates have also completed 
their professional qualification 
during this time. 

10 Improved opportunity for 
networking 

Events have been coordinated 
through the team to encourage 
graduates to engage as a cohort. 
This includes workshops, 
invitations to events and 
conferences 

11 Improved graduate employability Participation in the program will 
enhance employability 
opportunities of the graduates as 
not only would they have 
completed a paid placement, they 
would have completed a 
professional qualification and 
received bespoke employability 
support through-out. 
As in point 9 and a follow up 
survey will be circulated 9 months 
post placement to enquire as their 
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current employment status and 
whether the program has 
influenced this. 

 
Figure 6 - Non-financial risks 
 
Risk 
No. 

Non-financial risks What the pilot found 

1 Lack of appeal of the programme to 
businesses 
 

Businesses have been engaged and 
supportive of the programme, all of the 
feedback to date has highlighted there has 
been a gap in the market on ‘know how’ for 
smaller enterprises to access graduates 
and surprisingly some larger business who 
didn’t realise graduate employment was an 
opportunity for them. 

2 Lack of appeal of the programme to 
graduates 

Initially there was a lack of awareness, this 
has been overcome through targeted 
marketing campaigns and the use of an 
International recruitment platform 

3 Business confidence / willingness to recruit 
damaged by Brexit 

To date the programme has not 
experienced any negative backlash due to 
Brexit.  
The only feedback to date is that business 
are concerned about the uncertainty that 
Brexit could realise for their organisations  

4 Failure to attract businesses from each 
local authority area 

Business engagement has been taking 
place across all of the 10 LAs. Graduate 
placements have been slower in some LAs 
than others. This will be addressed through 
a more targeted approach during the full 
roll-out of the scheme and through the 
increased capacity. 

5 Failure to support businesses of strategic 
significance 

Many businesses identified within our 
priority sectors have existing graduate 
programmes that they can access (e.g. 
Welsh Finance Graduate scheme). The 
main focus of the programme has been not 
to duplicate existing programmes, but 
address market failure in providing support 
to the wider eco-system and supply chain 
that feed businesses of strategic 
significance. 

 
Figure 7 - Financial risks 
 
Risk 
No. Financial risks What the pilot found 

1 

Potential vulnerability to deadweight loss if 
businesses would have recruited 
graduates in the absence of the 
programme 

The businesses who have participated 
would not have otherwise recruited 
graduates into their organisations. If the 
programme was not in place the additional 
benefits would not have been created 



Page 13 of 21 

2 Difficulty to assess costs per output prior to 
the programme’s implementation (i.e. more 
applicants than anticipated could increase 
the costs associated with assessment 
centres) 

Application sifting and coordination of 
assessment centres is time intensive which 
could be reviewed as progression is made 
towards an electronic system where by 
applicants could be prioritised through a 
digital platform. As the programme grows, 
application numbers will increase, which 
will have an incremental impact on officer 
time.  
Accurate costs per output can only be 
assessed post 6 month completion   

3 Providing support to businesses could 
prove to be more resource intensive than 
anticipated 

Face to face business engagement is 
resource intensive, but is essential during 
programme set up to build relationships, 
trust and confidence in delivery. As the 
programme evolves and alternative 
methods of engagement are explored this 
should have a positive impact on 
resources.   
 

4 Risk the programme does not secure other 
sources of funding which would allow the 
programme to operate independently of 
the wider investment fund. 

This is an on-going risk of the programme. 
To date little work has been undertaken to 
explore programme sustainability with the 
application of a fee (or other charge). As 
the programme is still developing and 
bedding in, opportunities to be 
independently financially viable need to 
explored and could be aligned to the 
development of an emerging digital 
platform e.g. sponsorship & advertising 
opportunities 

 
 
In exploring how to maximise benefits and to avoid or minimise risks, the following 
standard critical success factors were considered at the time of the pilot business case. 
Based on real-time learning from the pilot they have been updated and amended to 
reflect the evidence-based factors deemed most critical to future growth and success of 
the programme.  
 
Figure 8 - Critical Success Factors 
 

Key CSF – as informed by 
Pilot Based on learning - how well does/is the option: 

Strategic fit and business 
needs 

Satisfy the investment objectives and business 
needs? 
Optimise the identified benefits? 
Align with and promote national, regional and local 
strategies? 

The programme is currently satisfying the investment objectives and business 
needs through starting to reverse the trend of low graduate retention across 
CCR by matching the skills needs of employers (demand) with graduates 
(supply). This is evidenced through the number of business that have engaged 
with the programme the number of graduate placements that have been 
advertised and the number of vacancies filled. 
 
Additional focus to optimise associated benefits needs to be factored into the 
future programme, e.g. post placement surveys will capture value added; 
business benefits; employee benefits etc. A detailed impact analysis needs to be 
considered in terms of the benefit to the business; the local economy; and the 
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Key CSF – as informed by 
Pilot Based on learning - how well does/is the option: 

individual.  
 
The programme aligns to the strategic objectives identified within the  

• Industrial & Economic Growth plan (2019) 
• Regional Employment and Skills Plan 2019-2022 
• Prosperity for All (WG 2017) 
• Employability Delivery Plan 
• Apprenticeship Skills Policy Plan 
• Economic Action Plan 
• Well-Being of Future Generations Wales Act 2015  

 

Value for money Optimise available resources and provide value for 
money? 

The programme has evidenced return on value for money on many fronts. 
Providing the revenue infrastructure for a small team creates returns on average 
of £5.80 for each £1 of City Deal investment (based upon the current delivery 
model and recognising the notional nature of a part-way evaluation), however it 
is anticipated to increase to £8.45 for each CCR £1 invested with the new 
proposal. These are conservative estimates based upon average projected 
salaries with 30% on-costs. Broader value for money in terms of improving local 
graduate employment opportunities; assisting innovation and productivity in local 
businesses; improved business engagement and communication (all of which 
accurate outcomes will be picked up through the poste placement survey) 

Potential achievability 
Acceptable to key stakeholders? 
Politically acceptable? 
Operationally and physically achievable? 

A number of successful graduate schemes operate within SE Wales which 
triggered initial concern from key cluster stakeholders that the programme would 
duplicate their graduate offer. This  was addressed through seminars and 
engagement events when the bespoke offer of the City Deal Graduate scheme 
became clear that the programme was addressing pockets of market failure 
where businesses has not been successful in recruiting a graduate and would 
complement existing programmes. This has led to the mutual exchange of 
information and signposting of opportunities, which reflects how the programme 
has been accepted by key stakeholders across key priority clusters. 
 
Feedback from December 2019 Cabinet indicates that the programme is 
strategically important and aligned with improving accessibility into such 
programmes for businesses right across the region.  
 
The scheme has evidenced, through its initial near full-year of delivery that it is 
operationally and physically achievable. The programme will need additional 
resource injected into it to ensure it will be able to meet future targets.   
 
Supply-side capacity and 
capability 

Attractive to potential suppliers to deliver the 
requirements? 

The programme has been delivered ‘in-house’ through the City Deal office 
through professional experienced officers. A future assessment of delivery 
options will need to be undertaken to ensure the sustainability and fit for purpose 
of the programme. This will also align to evolving the program in in parallel to 
any digital advancements that are made to deliver less resource intensive 
outcomes. Program delivery options and budgets would be re-aligned 
accordingly.  
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Key CSF – as informed by 
Pilot Based on learning - how well does/is the option: 

 

Potential affordability 

Affordable within the forecasted revenue of the 
organisation? 
Affordable within the forecasted capital funding of 
the organisation? 

 
The programme is funded by the City Deal Wider Investment Fund via the HM 
Treasury Revenue Grant 
 

 
In order to maximise the impact for businesses in the region, the pilot has substantiated 
that the Graduate Scheme must have a core offer and clear identity to attract as many 
high-calibre applicants as possible. This relies on all aspects of the system working 
together and being aligned. Acting on and implementing all of the lessons learned will 
be critical to this. Bringing more coherence and self-identity to the programme, 
ensuring continued fit with the wider CCRCD investment framework, programme of 
work and in particular, synergies with the Future Ready Skills Framework, will be 
critical to this. In addition, as further schemes develop under this framework, such as 
for example, a Shared Apprenticeship Programme and a schools based Learner-
Employer initiative – seeking opportunities for integration, single entry points, clear 
learner pathways and digital platforms will be key development opportunities that go to 
the heart of the continued critical success of the programme.  
 
The offer to graduates 
 
The programme provides an accessible platform for graduates to access bespoke 
opportunities in the area, available to apply for any graduate with an undergraduate 
degree. The graduate leads, in partnership with the careers service in the universities 
provide wraparound support for the graduates from advice on their application form; to 
encouragement and preparatory guidance for interviews and selection processes. 
Feedback is provided to unsuccessful applicants at all stages of the application and 
recruitment processes and signposting is provided to other similar advertised 
vacancies that may be of interest.  
 
The graduates become part of a cohort that gives them additional identity and peer to 
peer support for the first few months of working life. The additional benefit of the 
leadership qualification, for which specific modules can be chosen to meet employer 
needs, enhances the experience, transferable employability skills and ultimately 
employment opportunities for the recent graduate.  
 
 The offer to businesses 
 
One of the main appeals of the Graduate Scheme to businesses is that flexible 
approach that can be offered, depending on business needs and capacity. For example 
some businesses are interested in being informed of all stages of the recruitment 
process i.e. attending assessment centres. Some business have job descriptions 
‘ready to go’ whilst other businesses may require support and assistance to put a 
tangible job description together.  
 
Feedback so far suggests that businesses are interested in investing and employing 
graduates on a longer-term basis. Existing businesses that have employed a graduate 
with the Scheme have been willing to take part in case studies or events to raise 
awareness of the scheme to other businesses within their local authority or sector, 
emphasising the importance and impact of ‘business-to-business’ promotion. This also 
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has the additional benefit of raising the profile of that particular business within the 
Cardiff Capital Region.  
 
The Graduate Scheme is working alongside existing trade bodies and associations 
(such as Community Housing Cymru and the South Wales Chamber of Commerce) to 
promote the benefits of taking part in the scheme to relevant business members and 
stakeholders. This partnership approach builds further legitimacy and trust in the 
scheme for businesses, if a relevant trade body is willing to provide a platform for it.  
 
In considering the sufficiency of the offer to businesses, the conclusion is that the main 
aims of the scheme remain the same, with some minor additions and enhances: 

• All roles need to be paid, graduate-level positions 
• There should be potential for a job at the end 
• Employers make final recruitment decisions 
• Short surveys should be completed at the end to secure open and transparent 

feedback 
• The creation of ‘Partnership Agreement’ between industry and the programme 
• The creation of a MOU which ensures compliance with GDPR 
• Continued investment is needed in business engagement and building upon 

local level connections 
• More work needs to be done to leverage opportunity off the back of CCR 

investments 
• The role for the CCR Business Council must be considered as a key avenue 

through which to support and create awareness of the scheme  
 

In addition, the Nesta feedback on the scheme is valuable. Particularly around ways in 
which learner pathways could be built to and from the Graduate Scheme, the 
importance of collaboration and co-ordination with other complementary current and 
future schemes, to create single points of access and importantly, development of 
more digital points of access and underpinning data and digital platforms. Building in 
time and resources into the core team going forward will help create the development 
capacity to learn, iterate and develop the resilience and relevance of the scheme 
ongoing.  
 
Soft skills were seen as being particularly important for employers, including attitude, 
punctuality, dress code, diligence, public speaking and willingness to learn. Such 
factors remain as core aspects of the programme as qualities to assess in the 
recruitment process for graduates and/or themes to promote in the induction. Feedback 
from businesses engaged in the programme feel the softer skills are just as important 
as qualifications as attitude to engage enables greater development within the role and 
the broader organisation.  
 
Preferred way forward 
 
Option 1 – Do nothing 
No market intervention and coordination across the region. This is not considered the 
preferred way forward as evidence shows without co-ordination and know-how, 
outcomes could not have been realised. It is evident from the level of interest from 
business that there is a need and demand for such an offer due to the level of take up 
through the pilot, testimonials and case studies, future interest garnered and the levels 
if ongoing engagement with the scheme.  
 
Option 2 – Incentivised offer 
Consideration has been given to an offer, similar to those identified in the strategic 
case above to incentivise placements within each organisation. After consideration of 
this approach, it has been determined not to be a preferred option for the region as one 
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of the main objectives of the City Deal is to try and reverse the reliance upon subsidy 
and support for businesses. This would also have a negative impact on the 
programmes ability to maximise private sector leverage; which is one of the City Deals 
core strategic outcomes. 
 
Option 3 – Continue to evolve the programme based upon the principles of the pilot. 
Overall, the preferred way forward has been identified as building upon the successes 
of the pilot period, implementing and acting upon some of the aspects that could work 
better and in short, scaling-up and rolling out an enhanced version of the pilot into a full 
programme. Whilst studies and research are important – building the future of the 
scheme in this way ensures it is built upon and experiential learning. There is no 
replacement for real-time and real-world experience and in so many ways, the pilot 
period has enhanced full production of this programme.  
 
The report to Cabinet in December 2019 recommended scaling up from the pilot of 50 
in 1 year to a total 125 graduates over 2 years. It is suggested that the scheme is 
scaled up to an additional 500 over a four year period commencing in 20/21. Given the 
current delivery of 50 in the first pilot year, this will be profiled as follows: 
 
Figure 9 – Proposed Profile of Graduate Scheme Scale-up 
 
Graduates 
recruited 

2020/21 2021/22 2022/23 2023/24 Total 

 80 140 140 140 500 
 
Based on a capacity assessment of the current team, which comprises two members of 
staff and aligned to other skills programmes that operate at this scale, scaling-up to this 
degree will require: 
 

• 5.5 FTE members of staff, inclusive of 1 Graduate Coordinator; 3 x Graduate 
Leads; 1 x Business Support and a 0.5 FTE graduate digital/ engagement 
officer 

• A budget of £1,538,475 which includes the staffing budget and a realistic budget 
for programme development/ digital design / event management/ non-salary 
expenditure etc. 

• Support from the Universities careers services to engage with businesses and 
signpost to the programme 

• Support from the Universities careers services to increase graduate 
engagement and awareness of the program 

• Increased support from Local Authorities to assist with business introductions 
and to showcase the program 

• Support from the Regional Skills Partnership to showcase the program and 
engage with priority sector clusters  

 
Engagement of 200+ businesses to date has unlocked 50+ graduate opportunities; 
therefore with the right strategic support from all agencies identified, upscaling the 
program to achieve 500 graduate placements across the whole region is judged to be 
achievable.  
 
The current delivery model allows for the graduate to be employed on a fixed term 
basis with the recruiting organisation, this has be delivered through a number of 
options e.g. an internship or a placement. To date the conversion rate of the first cohort 
of graduates to be taken onto a permanent contract is 100%. This is not a guaranteed 
outcome for the graduate however, it is an outcome that the programme will be tracking 
and monitoring ongoing.  
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The potential impact of programme delivery over a four year period for 500 additional 
graduate placements is an estimated £13m of private finance which equates to £8.45 
private sector leverage for every CCR £1 invested. This is a conservative estimate 
based upon an average salary of £20-21k a year (over life of scheme) with 30% on-
costs. Current feedback indicates that the majority of businesses that have engaged 
through the programme anticipate offering the graduates permanent positions post 
internship. Actual leverage will be calculated on an annual basis and reported to 
Investment Panel, the Regional Skills Partnership and Regional Cabinet as part of the 
annual monitoring report. 
 
Broader benefits of the programme aside from additional job creation, include 

• Addressing the under employment of graduates across CCR 
• Maximising graduate potential 
• Business Development & Growth 
• Improved communication and university accessibility  for business 
• Increased local spending capacity for the graduates 
• Networking and cohort engagement for the graduates 
• Opportunities for business to  business engagement 
• Signposting to additional support via trade/ representative bodies 
• Access to City Deal networks and engagement events 
• Business / brand promotion through the programme  

 
Key Performance Indicators 
 
The scale-up of the scheme over a four year period, will seek to target: 
 

• 500 graduate placements 
• For every £1 off CCR investment - £8.45 of private leverage over the life of the 

scheme as a whole 
• 60% conversion rate into permanent roles 
• £13m private sector leverage 

 
Commercial Case 
 
The scheme to date has run from the City Deal office in Tredomen with the current two-
staff team being mainly field-based to facilitate high levels of business engagement, 
graduate support and visibility with the HE community and other partners (Universities / 
Local Authorities / Business forums). As this was initially setup as a pilot, a partnership 
approach with the Universities was considered the best way forward. MOUs are in 
place with each of the universities, which are reviewed on an annual basis.  
 
This current approach has worked well. However, consideration will need to be given to 
discrete space for the team to work out of, given the importance of developing its 
identity and the expanding staff base. In addition, the City Deal Office oversees 
strategic programme development. This is very different to a hands-on operational 
environment. Consideration needs to be given to how both teams can be best 
accommodated, retaining complementary links whilst supporting their different growth 
paths.  
 
The team will continue to be managed and overseen by CCR’s Head of Business 
Development and Inclusive Growth. This ensures the alignment of business 
development opportunities with the continued development of the scheme and enables 
a core focus on issues of economic inclusion and tackling inequality. In addition, given 
the role liaises with Universities, other stakeholders in the Skills and Talent space and 
organisations such as Careers Wales and FE Colleges – it is appropriate that the 
scheme develops in line with wider strategic opportunities. Examples of this are recent 
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work to promote the scheme on a national and international stage through participation 
in Wales in London week. This is a great opportunity to open up practice; engage with 
new and different markets and stakeholders and create a wider awareness of the 
richness of the CCR offer.  
 
It is also proposed that a programme for engagement with individual Council Business 
Groups and Networks is established. This will be best supported through the CCR 
Business Council and the role of Head of Business Development and Inclusive Growth.  
 
The scheme is predicated on strong rates or leverage and private sector contributions. 
Other than the enabling or ‘seed’ contribution of the CCR City Deal, there is no other 
public sector contribution and as such, no state aid or procurement considerations.  
 
Financial Case 
 
The four-year budget is set out as below:   
 
Figure 10 – Four-year budget 
 

 

Projected 
Expenditure 

19/20 

Proposed 
Budget 
20/21 

Proposed 
Budget 
21/22 

Proposed 
Budget 
22/23 

Proposed 
Budget 
23/24 

Total 
Budget to 

23/24 
Graduate Lead (Gr7) 43,950  43,914  44,792  45,688  46,602  224,946  
Graduate Lead (Gr7) 38,331  39,466  41,474  42,684  43,604  205,559  
Graduate Lead (Gr7) 0  38,299  40,255  41,474  42,684  162,712  
Co-ordinator (Gr9) 0  49,399  51,749  53,097  54,454  208,699  
Graduate Support (Gr6) 0  25,109  26,148  26,694  27,253  105,205  
Digital Support (Gr6 .5) 0  16,416  17,091  17,806  18,283  69,595  
Non-salary expenditure 6,000  15,000  15,000  15,000  15,000  66,000  
USW Secondee 14,400  14,400  14,400  14,400  14,400  72,000  
Qualification cost 8,740  45,500  65,000  65,000  65,000  249,240  
Website, bilingual 
marketing and events 8,100  16,000  16,000  16,000  16,000  72,100  
Evaluation  0 15,000 0 25,000 0 40,000 
Contingency 22,419  10,000  10,000  10,000  10,000  62,419  
Total 141,940  328,503 341,909  372,843  353,280  1,538,475 

 
The current budget forecast has been created on the assumption that delivery of the 
program will continue in line with the pilot scheme but with additional resources put in 
place to allow for the increase in activity described and justified above. Staffing costs 
are based on Cardiff Council’s salary scales and on-costs with an assumed annual 
inflationary uplift of 2% from 2021/22 onwards. 
 
Regular monitoring of costs against budgets will take place during the life of the 
scheme and reported via the appropriate channels with decisions sought if the budget 
assumptions transpire to be inappropriate. For, example, as the benefits of digital 
engagement are explored further, it is anticipated that the staffing costs will reduce 
over time. Impact of which will also be monitored through the annual performance 
report to ensure the program is continually delivering at its optimum whilst utilising 
available resources to their maximum.  
 
It should also be noted evaluation costs included above will enable a full cost/ benefit 
analysis to be undertaken to provide a real time economic impact assessment which 
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will also provide full insight into value for money of the programme. The evaluation will 
also capture and provide a qualitative outputs which will to highlight additionally of the 
programme.   
 
The Cardiff Capital Region City Deal Business Plan 2020/21, approved by Regional 
Cabinet at its meeting of 19th December 2019 set out that Revenue Resources of over 
£5.5m have been set aside for ‘Future Revenue Projects’ over the period to the end of 
Financial Year 2023/24. It is expected that this project will be funded from this 
resource. 
 
Management Case 
 
The aim is to deliver 500 graduate interns through the full-scale roll out of the scheme 
over a four year period. Salaries achieved with on-costs and post-scheme salaries and 
company investment in skills and training will be captured to demonstrate full private 
and additional funding leveraged.  
 
Universities in the Cardiff Capital Region have agreed to undertake the student 
focussed element of the ‘Attraction’ stage, provide premises, support in parts of the 
‘Application and Assessment’ stage and support in parts of the delivery of the 
‘Internship Programme’ stage.  The programme will continue to take this apprach along 
with re-enforce stratiegic links with all of the universtites to ensure this approach 
continues and all business contacts are maximised to ensure adequate scale up.  This 
relationship has been formalised through an MOU and overseen by a small project 
management group which consists of the University Rep / City Deal Rep. This group 
provides the strategic direction for the programme, monitors budgets, assurance, risk 
and outcomes. It is anticipated that this group will expand to include a representative of 
the Regional Skills Partnerhsip to ensure alignment with delivery of the the strategic 
outcomes contained in the 3 year Skills and Employment Plan. 
 
5.5 FTE members of staff will be appointed to undertake delivery of the programme – 
inclusive of the two officers who currently make up the team. In addition to this, a 
Graduate Coordinator will be appointed so the team can demonstrate leadership by 
example. Development capacity will also be in-built in the 0.5 FTE post to focus on 
future development of the scheme, particularly in relation to learner pathways and 
linkages to wider aspects of the skills offer and digital platform development to improve 
the efficiency and effectiveness of the scheme and enhance visibility and accessibility. 
The team will need further strategic co-ordination as the ‘Future Ready’ Skills 
Framework evolves, which will be factored into the development of the financial case 
for additional programmes. Flexibility has been built into the team to accommodate 
wider activity of the emerging pillars of the skills framework. The team will be required 
to undertake the delivery / performance management of the programme. This will 
include: 

• The SME focused element of the ‘Attraction’ stage; 
• Business engagement and local organisation involvement; 
• The human resource support services from the ‘Application and 

Assessment’, ‘Matching’ and the ‘Internship Programme’ stages; and, 
• Monitoring and data management. 
 

The credentials and track-record of the staff and the SME/Industry capture plan will be 
crucial to ensure that high-quality career opportunities for graduate candidates are 
created as part of the programme. Induction will be heavily reliant upon the existing 
team and knowledge transfer given the significance, expertise, relationships and local 
business knowledge they have gained. 
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All staff will work out of the Office of the City Deal under the direction of the Head of 
Business Development and Inclusive Growth and will use Office of the City Deal, 
university and local authority premises in order to engage businesses flexibly and 
deliver graduate intern starts in all ten local authority areas. 
 
The outputs of the programme are achievable with a fairly modest staffing structure 
due to the cost-effective approach of leaning on the pilot and expertise and existing 
provisions across the region’s universities, local authorities and partner organisations. 
As discussed earlier in the document, there is potential for synergies and connections 
to be built with other aspects of core skills provision within the region. One example is 
CCR current work on establishing a region-wide shared apprenticeship scheme and a 
schools-employers programme. 

 
The following outputs will be monitored by staff delivering the CCR Graduate Scheme: 

• intern starts; 
• number of applicants per position; 
• business location and sector; 
• intern salaries and post duration; 
• the conversion rate of interns to post-internship jobs; 
• post-internship salaries and contract length;  
• feedback on the programme from businesses and graduate; 
• job satisfaction and future prospects; 
• investment in skills and training; and, 
• connections into other apsects of CCRCD skills offer 
• Business Growth 

 
Given the activity now needed to scale-up the scheme, recruit and develop the wider 
practices and procedures the scheme will need to rely upon, it is suggested that an 
annual progress report is taken to Cabinet. 
 
The scheme will also provide regualr reports into the Regional Skills Partnership and 
as required into REGP and Chief Executive’s to ensure ongoing full visibility and 
reporting of its key outputs and to increase interest and engagement ongoing. A full 
evaluation structure will be developed, based on the above KPIs to allow this. This will 
be important given the scheme will feature as part of the first CCRCD Gateway Review 
in April 2021. 
 
 
Figure 11 – Provisional Timescales for the first year of activity 
 
Timescales Activity  
March 2020 • FBC to be presented to Regional Cabinet  

• RSP Consultation 
March – July 2020 • Recruitment of the team 

• Begin to explore digital enhancements and opportunities 
Summer  2020 • RSP engagement & agree reporting approach 
October-November 2020 • Develop Evaluation & Monitoring processes 
 
………………………………………………………………………………………… 
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Name of the Officer completing the evaluation: 

Kellie Beirne 

Phone no: 03000 040414 – ext 19003 
E-mail: Kellie.Beirne@cardiff.gov.uk

Please give a brief description of the aims of the proposal 

The core aim of scaling up the Cardiff Capital Region (CCR) Graduate 
Scheme is to enhance productivity, innovation and economic growth 
while promoting the CCR as a destination for talented graduates. This 
would be achieved by providing targeted human resource support 
services to businesses and facilitating events to release untapped 
graduate-level recruitment potential.  

Proposal: CCR Graduate Scheme Date Future Generations Evaluation form completed: March 2020 

1. Does your proposal deliver any of the well-being goals below?  Please explain the impact (positive and negative) you expect, together
with suggestions of how to mitigate negative impacts or better contribute to the goal.

Well Being Goal Does the proposal contribute to this goal? 
Describe the positive and negative impacts. 

What actions have been/will be taken to 
mitigate any negative impacts or better 

contribute to positive impacts? 

A prosperous Wales 
Efficient use of resources, skilled, 
educated people, generates wealth, 
provides jobs 

The proposal seeks to build on the success of an 
intervention that could secure external sources of funding 
to embed a long-term link between graduates and 
businesses, particularly those in priority sectors and 
SMEs, in the region. This link is crucial to increasing 
private sector demand for highly skilled workers. 

Whilst wholly positive, effort must be made to ensure that 
businesses in the most deprived parts of the region also 
benefit from the scheme and that a coordinated approach 
is adopted with existing graduate recruitment activity. 

The approach to delivery involves leaning on expertise 
and existing provisions across the region’s universities, 
local authorities and partner organisations and therefore 
optimising public value in establishing proof of concept of 
the graduate scheme.  

A sectoral focus and experimental approach in delivering 
the graduate scheme would be more likely to establish 
partner buy in for the programme beyond the pilot. 

Moreover, links with business support departments in all 
local authorities will allow the  scheme to target high-value 
businesses and priority sectors to maximise the value 
added of the programme.  

Future Generations Assessment Evaluation 
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Well Being Goal Does the proposal contribute to this goal? 
Describe the positive and negative impacts. 

What actions have been/will be taken to 
mitigate any negative impacts or better 

contribute to positive impacts? 

A resilient Wales 
Maintain and enhance biodiversity and 
ecosystems that support resilience and 
can adapt to change (e.g. climate 
change) 

The proposal reflects an opportunity to ingrain and embed 
economic resilience within businesses as a result of the 
fresh ideas, innovation and productivity gains that 
graduates can contribute. Stronger links between 
businesses and universities would also create a fertile 
environment for the develeopment of more integrated 
partnerships to support business resilience. 

A sectoral focus and experimental approach in delivering 
the pilot would also be conducive to establishing various 
windows of opportunity to secure sustainable support for 
the programme beyond the pilot. 

The programme will work with partners to identify specific 
resources to incorporate practical guides on line 
management of interns, carrying out career 
conversations, principles of job design, and strategic 
workforce planning. Such resources are particularly 
important as transitioning internships into jobs may 
require different type of advice. 

It is likely that larger businesses and businesses from 
key sectors will have more established career pathways 
and jobs demanding higher skills than businesses in 
sectors reliant on lower-skilled roles. Such factors will be 
accounted for in the industry engagement plan. 

A healthier Wales 
People’s physical and mental 
wellbeing is maximized and health 
impacts are understood 

Additional graduate level employment will have a positive 
impact on a range of sustainability considerations, 
including health benefits of being in employment and 
reduced pressure on public services due to individuals 
moving from being economically inactive or unemployed 
into employment.  

Furthermore, providing a higher number of opportunities 
that include training and development will provide 
potential to get local people into steady and stable work, 
which in turn, reduces the stress burden around financial 
issues which can be a key contributor to mental health 
problems. 

A qualification, an induction and events have been 
included in the programme to instil a commitment to 
continuing professional development in the graduates and 
by extension, the wider business community.  

Working with partners to strengthen the support to 
businesses beyond the internship period presents the 
opportunity to create more sustainable employment.  

A Wales of cohesive communities 
Communities are attractive, viable, 
safe and well connected 

A core aim of the proposal is to sell the Cardiff Capital 
Region as a destination for talented graduates. 
Accordingly, efforts have been made to ensure that 
communities in each local authority area would benefit 
from the proposal. 

Links with business support departments in all local 
authority areas will not only allow the scheme to target 
local economic priorities, but will also ensure the 
programme is conducive to delivering enhanced 
economic development across the whole region. 
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Well Being Goal Does the proposal contribute to this goal? 
Describe the positive and negative impacts. 

What actions have been/will be taken to 
mitigate any negative impacts or better 

contribute to positive impacts? 

A globally responsible Wales 
Taking account of impact on global 
well-being when considering local 
social, economic and environmental 
wellbeing 

The project seeks to create sustainable opportunities in 
the Cardiff Capital Region within the context of 
underemployment of a high proportion of graduates.  

A graduate-facing event led by the Well-being of Future 
Generations Office has been incorporated into the 
programme to achieve a greater impact on local social, 
economic and environmental wellbeing. The event would 
involve promoting the business opportunities from the 
circular economy, energy efficiency and other business 
benefits the well-being act could offer. 

A coordinated approach with partners, including 
signposting businesses to provisions that could meet 
their needs and working with partners to encourage 
additional events for graduates. 

A Wales of vibrant culture and 
thriving Welsh language 
Culture, heritage and Welsh language 
are promoted and protected.  People 
are encouraged to do sport, art and 
recreation 

The coordinated approach between higher educational 
institutions, local authories and business representative 
organisations underscores a significant commitment to 
regional prosperity and selling the brand of the Cardiff 
Capital Region as a destination for talented graduates. 

Additionally, the events present the opportunity for 
graduate involvement in or promotion of more recreational 
activities and networking.  

Consideration has been given to the approriate amount 
of information and events that graduate interns could be 
invited to in order to ensure an inundation of invitations 
does not detract from attendance to events that are 
beneficial to those on the scheme. 

A more equal Wales 
People can fulfil their potential no 
matter what their background or 
circumstances 

Within the context of significant underemployment of 
graduates in the Cardiff Capital Region, the creation 
additional graduate-level opportunities would allow people 
from different and diverse backgrounds to benefit from a 
range of opportunities that are unlikely to emerege in the 
absence of this intervention. 

Information on the application process will be included on 
the website for the CCR Graduate Scheme and feedback 
will be provided to unsuccessful candidates to help them 
to learn from the experience and improve their 
employability skills for future applications. 

2. How has your proposal embedded and prioritized the sustainable governance principles in its development?
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Sustainable Development 
Principle  

Does your proposal demonstrate you have met 
this principle?  If yes, describe how.  If not explain 

why. 

Are there any additional actions to be taken to 
mitigate any negative impacts or better 

contribute to positive impacts? 

Balancing short term 
need with long term 
and planning for the 
future 

The proposal is about creating long-term prosperity that will 
enhance the number of higher level skills opportunities in the 
region as well as sustained growth in businesses across the 
Cardiff Capital Region. 

An experimental approach combined with continual 
assessment will help to maximise the positive impacts. 

Working together 
with other partners to 
deliver objectives  

The programme has been developed in partnership with 
universities, business representative groups, local authorities and 
other partners. It has taken an inclusive approach to engagement 
and is working with a wide-range of partners. 

Continuing to engage partners, including those that offer 
additional support services to businesses, will be crucial to 
maximising positive impacts of the programme. 

Involving those with 
an interest and 
seeking their views 

Surveys, consultation, workshops and research from various 
interest groups were used to develop the scheme and strike a 
balance between creating an offer to graduates while minimising 
the burden of participation for businesses.  

Continual engagement with businesses and graduate interns 
will present the opportunity to provide feedback on the 
programme and review whether there is scope for improvement 
in the programme’s delivery in future. 

Putting resources 
into preventing 
problems occurring 
or getting worse 

The ambition to create a long-term support service to help 
businesses overcome barriers to recruitment would result in the 
creation of a service that provides a tailored response for 
businesses that face similar barriers. 

Working with sector groups and business representative 
organisations could support the development of the 
aforementioned sustainable approaches to incentivising 
graduate recruitment. 

Considering impact 
on all wellbeing 
goals together and 
on other bodies 

The partnership arrangements between the ten local authorities in 
the region, the four universities and business representative 
organisations ensure that a coordinated approach is adopted. 

Not at this time 

3. Are your proposals going to affect any people or groups of people with protected characteristics?  Please explain the impact, the
evidence you have used and any action you are taking below.
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Protected 
Characteristics 

Describe any positive impacts your 
proposal has on the protected 

characteristic 

Describe any negative impacts 
your proposal has on the 
protected characteristic 

What has been/will be done to 
mitigate any negative impacts or 

better contribute to positive 
impacts? 

Age Should the proposal be successful opportunities 
will be open to all.  

None arising – although particular attention 
will have to be paid to how the message and 
opportunities is conveyed as consistently as 
possible to all aspects of the future 
workforce. 

Particular attention will have to be paid to 
how the opportunities are conveyed as 
consistently as possible to all aspects of the 
future workforce. 

Disability Should the scheme be approved, training and 
skills development will be done on a flexible 
basis ensuring accessibility and equality of 
access. 

As above As above 

Gender 
reassignment 

Should the scheme be approved, training and 
development processes will be focused on all 
equalities principles and matters, including 
gender. 

As above As above 

Marriage or civil 
partnership 

Should the proposal be successful, employment 
and recruitment processes will have regard to all 
of the protected characteristics including the 
rights of married couples or those in civil 
partnerships. 

As above As above 

Pregnancy or 
maternity 

Should the proposal be successful, proper 
regard will be had to the rights of any employees 
with regard to pregnancy/ adoption/ maternity 
and paternity.  

As above As above 

Race Should the proposal be successful and a 
recruitment and appointment process begin, 
proper regard will be had at that time, regarding 
promoting equality of opportunity, translation 
services and general support to ensure 
opportunities are genuinely open to all members 
of the community/ workforce. 

As above As above 

Religion or Belief As above. As above As above 
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Protected 
Characteristics 

Describe any positive impacts your 
proposal has on the protected 

characteristic 

Describe any negative impacts 
your proposal has on the 
protected characteristic 

What has been/will be done to 
mitigate any negative impacts or 

better contribute to positive 
impacts? 

Sex Again, should the proposal be successful, proper 
regard will be had to working conditions and 
rights and ensuring equity.  

As above As above 

Sexual Orientation As with all of the section above. As above As above 

Welsh Language Should the bid be successful we will discharge 
all of our duties in relation to the Welsh language 
Act.  

Not at this time but the situation will be kept 
under review. 

As above 

4. Safeguarding & Corporate Parenting.  Are your proposals going to affect either of these responsibilities?

Describe any positive impacts your 
proposal has on safeguarding and 
corporate parenting 

Describe any negative impacts 
your proposal has on safeguarding 
and corporate parenting 

What will you do/ have you done 
to mitigate any negative impacts 
or better contribute to positive 
impacts? 

Safeguarding Any work with young people or in the context of 
schools/ learning establishments, will have 
proper regard to safeguarding requirements and 
policy compliance.  

Safeguarding is about ensuring that 
everything is in place to promote the well-
being of children and vulnerable adults, 
preventing them from being harmed and 
protecting those who are at risk of abuse and 
neglect. 

As above 

Corporate Parenting If successful, an opportunity exists to advise and 
support graduates about the potential for 
careers, growth and personal development. 

None arising As above 

5. What evidence and data has informed the development of your proposal?
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• Data and evidence on the Cardiff Capital Region Economy
• Academic research
• Graduate mobility trends
• Survey research and business repsonses
• Reports on future trends

6. SUMMARY:  As a result of completing this form, what are the main positive and negative impacts of your proposal, how have
they informed/changed the development of the proposal so far and what will you be doing in future?

The proposal will support businesses to grow and deliver additional graduate positions that would not be present in the absence of the intervention. The experimental 
approach in the pilot will allow proof of concept of various ideas to be attained thereby creating a range of paths to creating a self-sustaining programme beyond the pilot. 

7. ACTIONS: As a result of completing this form are there any further actions you will be undertaking? Please detail them below, if
applicable.

What are you going to do When are you going to do it? Who is responsible Progress 

NA 

8. MONITORING: The impacts of this proposal will need to be monitored and reviewed. Please specify the date at which you will
evaluate the impact, and where you will report the results of the review.

The impacts of this proposal will be evaluated on: NA 
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