MIGRATION ADVISORY COMMITTEE CALL FOR EVIDENCE
BRITISH CHAMBERS OF COMMERCE SUBMISSION
9 November 2017

The mission of the British Chambers of Commerce (BCC) derives directly from the mission of its
shareholders and customers – the accredited Chamber Network.
The core mission of every accredited UK Chamber of Commerce is to:
•
•
•
•

Speak up for their business community, by providing a strong Voice.
Help firms succeed locally, nationally and globally through Trade;
Connect and support businesses in their area through Membership;
Improve the local business environment and build a better Place

Chambers of Commerce bring together business communities rooted in places. Our Network’s depth
and strength at a local and regional level sets us apart from other business organisations.
The focus on place – both in government and business – is increasing, driven by devolution and decision
making moving from Whitehall to the regions and nations. Against this background, Chambers remain
the pre-eminent champions of local and regional business communities and are key players in local
economic development.

INTRODUCTION
The BCC welcomes this Call for Evidence on the Migration Advisory Committee’s commission to examine
the economic and social impacts of the UK’s exit from the European Union and on how the UK’s
immigration system should be aligned with a modern industrial strategy.
The evidence provided in this submission is based on the results of the BCC’s 2017 Workforce Survey of
1,600 businesses across the UK. In the attached annex, we have included evidence submitted by
Accredited Chambers of Commerce highlighting the results of engagement with businesses in their
locality and the needs of individual regions and sectors.
In addition to this written response, we ask that you also take into account the evidence provided by
Chamber member companies during the comprehensive series of BCC roundtable discussions that have
been held with the MAC Secretariat in key regions across the UK.
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SUMMARY OF EVIDENCE AND RECOMMENDATIONS
1

Access To Skills and Labour
Chamber member companies, across all sizes, sectors and regions of the UK, rely on the skills
and labour of EEA workers to fill job vacancies when they are unable to recruit from the local
and national labour market. Firms have expressed concern that any restrictions on access to
EEA workers in future would have a severe detrimental impact on their ability to meet the skills
and operational needs of the organisation. Therefore, BCC recommends that:
•
•

•
•

•
•

EEA workers currently living and working in the UK must be given an unconditional
guarantee that they and their families can remain here post Brexit.
During any transition period, UK businesses require continued access to new EEA workers,
at all skills levels, without additional costs or restrictions, and these workers should be
allowed to remain in the UK at the end of the transition period. Any administrative changes
necessary for employers should be introduced only once, and at the end of the transition
period.
A future immigration system must ensure UK firms can continue to access EEA workers with
the minimum cost and restrictions.
The future system of registration for settled status must be light-touch, fast and affordable
for EEA workers to avoid presenting financial and bureaucratic barriers to employment in
the UK.
The free flow of people across the border between Northern Ireland and the Republic of
Ireland must be maintained.
There must be an intensive communications campaign to inform employers about any
changes or new requirements.

2. Certainty
The lack of certainty over the future status of EEA nationals is causing uncertainty for UK
businesses and their EEA employers. The uncertainty risks damage to business confidence, and
this could affect future investment decisions. Businesses report that the impact of uncertainty
on EEA workers is already leading to a reduction in job applications, and some EEA staff leaving
their current employment. BCC recommends that:
•

•

The government should issue regular communications to reassure businesses and their
workforce that arrangements for settled status will be lasting and that the new system will
be broad and liberal to recognize and accommodate the needs of workers and their
families.
The current immigration system for non-EEA nationals should not be applied to EEA
nationals seeking to work in the UK post Brexit. It would not provide the degree of
flexibility needed to cover the wide range of skills that EEA workers bring to UK firms across
many sectors. The new system needs to reflect the geographic employment connections
and to avoid any sudden shock to the UK labour market.

3. Low Skilled Workers, Sector Deals and Students
EEA workers are employed in a range of jobs, including low/semi-skilled, administrative,
technical, and professional/managerial roles. Many sectors rely on low-skilled EEA workers
who are employed permanently or on a seasonal basis. BCC recommends that:
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•

•

•

The future immigration system should reflect the importance of low-skilled labour to
UK businesses and include a flexible route for businesses to access EEA low-skilled
workers on a permanent and seasonal basis.
The new system should be sensitive to sectoral pressures and skills shortages, to
support industries that rely heavily on EEA labour, such as agriculture and
manufacturing, for example.
The government should remove students from the net migration figures and reiintroduce a post-study route, which allows overseas students with skills that are in
short supply in local labour markets to remain following the completion of their studies.

With employment levels in the UK currently at a record high, there are businesses across all sizes, sectors
and regions of the UK economy reporting skills shortages and difficulties in filling job vacancies. 48% of
businesses in the BCC 2017 Workforce Survey had faced skills or labour shortages in the past twelve
months. The prevalence and worsening of recruitment difficulties facing UK businesses was highlighted
further in the BCC’s Q3 2017 Quarterly Economic Survey. Almost three-quarters of manufacturers
reported difficulties hiring staff, and in services, the percentage rose to its highest level since Q1 2016,
reaching three times the long-term average.
Against this background, Chamber member companies are understandably concerned about the
uncertainty created by the UK’s decision to leave the EU and the possibility of future restrictions on access
to EEA skills and labour. Evidence submitted by Accredited Chambers (see annex) indicates that many
firms are already experiencing a reduction in the number of job applications from EEA migrants, together
with a rise in the number of existing employees leaving their current roles to return to their native member
state, or to take up jobs elsewhere in the EU. Firms who do not currently employ EEA workers have
expressed concern about the impact this trend will have on competition for labour and increased upward
pressure on wage rates. The impact of uncertainty over the status of EEA nationals is exacerbating
recruitment difficulties and, in the longer term, could impact severely on business growth and
competitiveness.
Recommendation
UK firms should have continued access to EEA skills, at all levels, in the short-term, throughout the
transition period, and beyond. EEA workers currently living and working in the UK must be given an
unconditional guarantee that they can remain here post Brexit and any workers who come to the UK
during the transition period should be able to remain indefinitely. The future immigration system must
ensure UK firms can continue to access EEA workers with the minimum cost and restrictions. The
system should be sufficiently broad to also accommodate the familial needs of EEA workers.
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Please provide evidence on the characteristics (e.g. types of jobs migrants perform; skill levels, etc) of
EEA migrants in your particular sector/local area/ region. How do these differ from UK workers? And
from non-EEA workers?
Sectors Relying on EU Migrant Workers: The BCC’s Workforce Survey revealed that 41% of businesses
employ non-UK workers from the EEA, compared with 24% of firms who employed workers from outside
of the EEA. Firms employing over 50 people were more likely to be employing EEA workers, and these
workers were, typically, only 10% of the overall workforce. Evidence from focus groups indicates that
low-skilled and semi-skilled EEA workers are relied heavily upon in the hospitality, agricultural, food
manufacturing, health care and transportation sectors. However, a broad range of other sectors, from
education to specialist manufacturing, employ EEA workers in more highly skilled and technical roles.
Skills Levels: EEA workers were employed alongside UK workers in a wide range of roles throughout the
organisations we surveyed, evenly distributed between un-skilled or semi-skilled (35%),
clerical/administrative (24%), skilled manual/technical (42%) and professional/managerial (37%) levels.
Addressing Skills and Labour Shortages: Our research indicates that, in attempting to tackle skills
shortages, businesses are investing more resources in recruitment (35%), training (31%) and increased
pay and benefits (31%). Other measures include those aimed at retaining older workers (24%) and
developing a pipeline of young talent through relationships with local schools, colleges and universities
(21%). Significantly, 15% of businesses we surveyed were addressing labour shortages through increased
investment in automation.
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Please provide evidence on the methods of recruitment used to employ EEA migrants. Do these
methods differ from those used to employ UK and non-EEA workers? What impact does this have on
UK workers? Have these methods changed following the Brexit referendum? Do recruitment practices
differ by skill-type and occupation?
Recruitment of Non-UK Workers: Businesses use a wide variety of recruitment methods to source skills
and labour, with word-of-mouth advertising (50%) and advertising on job search websites (30%) being the
most preferred routes. Generally, employers prefer to recruit skills from the local area, broadening this
to a national search for more highly skilled candidates. EEA workers are less likely to be recruited where
there is a ready supply of UK labour with the skills and attributes required for the role.
In our survey, only a very small percentage (8%) of UK businesses said they actively targeted EEA workers
overseas. Even fewer firms we surveyed used recruitment agencies outside of the UK (2%) or outside of
the EU (1%) and, in these cases, employers were likely to be searching for very specialist technical skills,
where candidates could not be found in the UK.
While employers are not deliberately targeting their recruitment efforts towards non-UK workers, 56% of
businesses receive applications to job advertisements from candidates in the EU and 41% receive
applications from candidates outside the EU.
Evidence from focus groups indicates that firms are currently experiencing significant costs and delays in
attempting to recruit specialist talent from outside the EU and this is jeopardising their ability to meet
customer demand, innovate and grow. Any increased costs or restrictions on access to EEA workers postBrexit is likely to create similar difficulties for firms and long-term damaging impacts on the economy.
Recommendation
The UK immigration system should aim to give preferential access to EEA workers seeking to work in the
UK post Brexit, to reflect the long-standing and geographic employment connections and to avoid any
sudden shock to the labour market. The future system of registration for settled status must be lighttouch, fast and affordable for EEA workers to avoid presenting financial and bureaucratic barriers to
employment in the UK and to provide certainty for employers and EEA job candidates.
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Have you made any assessment of the impact of a possible reduction in the availability of EEA
migrants (whether occurring naturally or through policy) as part of your workforce? What impact
would a reduction in EEA migration have on your sector/local area/region? How will your
business/sector/area/region cope?
Overall, 38% of firms we surveyed said a restriction on the rights of EEA nationals to work in the UK
would have a negative impact on their business. Around a third of both medium and large size firms
reported a negative impact.
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Case Study - Design engineering company:
“We find it hard to recruit design engineers, project engineers, production engineers and sales/business
development staff with the right level of skills and experience. We employ four EU nationals; a German
sales/business development lady in Germany, a Dutch project engineer plus Austrian and Greek design
engineers. I took a straw poll of their attitude to living in the UK and they would all like to stay, even
when we leave the European Union. However, they are concerned that things will become more difficult
and they are uncomfortable with the current uncertainty. As we employ just 16 people, if they are forced
to leave for whatever reason we would find it very difficult to recruit their level of knowledge and
experience in the UK because we work in the advanced engineering sector and what we do is not easy to
pick up straight from university. It would have a massive impact on the business. We would also lose a
massive amount of knowledge which could be taken to competitors. It would be extremely easy for each
of our EU nationals to gain employment anywhere else in Europe with the knowledge and skills they
have honed here.

57% of businesses we surveyed believed they would need to respond in some way to any future
restrictions on migrant workers. Actions included focusing recruitment on UK workers (21%),
apprentices (8%), training (6%) and retention of older workers (9%). 15% of businesses did not know
how they would respond.
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Evidence from focus groups revealed high levels of concern among firms in sectors who rely on lowskilled EEA labour, such as agriculture, transport and hospitality. They believed that any future
restrictions would lead to increased skills shortages and unfilled vacancies, which in turn would have
devastating impacts on their ability to operate and sustain the businesses. Many Accredited Chambers
have highlighted immediate and acute skills shortages in their local economy, set against a forecast of
growth in jobs over the next decade. Firms are concerned about their area’s ability to meet the demand
for skills if access to EEA workers were to be restricted.

To what extent are EEA migrants seasonal; part-time; agency-workers; temporary; short-term
assignments; intra-company transfers; self-employed?
Chamber member firms reported that EEA migrants are employed alongside the UK workforce in a wide
variety of roles within organisations, including full-time and part-time roles, as well as permanent and
temporary contracts.
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Case Study - Food Manufacturer – 50 permanent and 20 temporary staff
A number of our permanent staff, and many temporary staff, including supervisors and
administrative personnel, are from Eastern Europe. If the free movement of this labour is
restricted, we will struggle to get the temporary staff required. We are also concerned
that some of the permanent staff will leave.
Most of the permanent staff came through the temporary route, as this allows us to
assess the individuals before recruiting them on a permanent basis.
One option for us as a business would be the potential to use migrant workers from
outside the EU, but this will reduce our flexibility. We are looking at automation in a
number of areas, but the level of investment needed, and the uncertainty with respect to
duties and tariffs, means that will we wait until we have more information and
understanding of the long-term situation.

Evidence from focus groups held in rural economies, such as Herefordshire and Worcestershire, indicated
a heavy reliance on seasonal EEA migrant workers for labour intensive businesses in the agricultural sector
and those involved in food processing. Such businesses are calling for a seasonal worker scheme postBrexit, similar to the previous Seasonal Agriculture Workers Scheme (SAWS). Chamber member
businesses in these sectors argued that automation is not always an available option to them in the short
to medium term as, either the technology is not sufficiently advanced, or they lack funding for the capital
investment required, or they lack the confidence to invest given the uncertainty around Brexit.
In our focus groups, agricultural firms reported a perceived reluctance by the local home workforce to
work in this sector. We heard that efforts to recruit and train younger UK workers had been, in the main,
unsuccessful with a less than one-in-three workers completing their apprenticeship and remaining in the
sector.

Recommendation
The future immigration system should to reflect the importance of low-skilled labour to UK businesses
and include a flexible route for businesses to access EEA low-skilled workers on a permanent and
seasonal basis. Sectoral schemes should be introduced to support industries, such as agriculture, who
rely on low-skilled seasonal labour from the EEA.

To what extent has EEA and non-EEA migration affected the skills and training of the UK workers?
Anecdotal evidence from our focus groups reveals that businesses are actively investing in training to
upskill both UK workers and non-UK workers alike. The aim is to encourage people to progress within
the business and fill more highly skilled roles that are hard to recruit for. We also heard how EEA
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workers who had remained employed in the same business for several years had been able to pass on
some or all of their skills to their UK colleagues, especially within the hospitality and catering sectors, for
example.

How involved are universities and training providers in ensuring that the UK workforce has the skills
needed to fill key roles/roles in high demand in your sector? Do you have plans to increase this
involvement in the future?
Many Accredited Chambers work closely with local universities, FE colleges and schools to create
opportunities for ongoing dialogue and engagement between employers, higher and further education,
skills providers, and students of all ages. For example, the BCC’s Young Chamber initiative provides
young people with an insight into the local economy, local career opportunities and career pathways.
The BCC has long-called for parity of esteem between academic and vocational routes to encourage
more young people, and working age people in jobs, to attain vocational qualifications. This must be a
key part of our Modern Industrial Strategy and be aligned with any future restrictions on access to EEA
migrant labour.

Recommendation
Businesses should be encouraged to invest in the ongoing training of their workforce, for example
through greater flexibility in the use of the Apprenticeship Levy. Individuals should be encouraged to
keep their skills up-to-date, and retrain, with funding available for lifelong learning.

How well aware are you of current UK migration policies for non-EEA migrants? If new immigration
policies restrict the numbers of low-skilled migrants who can come to work in the UK, which forms of
migration into low-skilled work should be prioritised? For example, the current shortage occupation
list2 applies to high skilled occupations; do you think this should be expanded to cover lower skill
levels?
The vast majority of Chamber member companies recruit UK workers from the local area wherever
possible. Recruitment is supplemented with EEA migrant labour, much of which is currently classed as
low skilled.
In our focus groups, firms argued that either the List 2 would need to be expanded to cover lower skill
levels, or the Home Office definition of low-skills would need to be revised. They felt the government
would need to take into account the intrinsic skills and experience required for many roles that cannot
be easily or quickly acquired by UK workers. Businesses in the food and hospitality sector, for example,
argued that specific experience and cultural awareness was required to cook and present food in an
authentic manner and that this was often the unique selling proposition of the business.
As highlighted above, businesses we spoke to in the agricultural sector made the case for a sectoral
seasonal worker scheme which would allow access to low-skilled workers on a flexible basis. The
London Chamber has made public a case for a London regional visa scheme (see annex) to ensure that
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firms in the Capital, where there is a high demand for EEA workers, would continue to be able to attract
and retain the skills they need in the future. While chambers in several of other regions of the UK have
also considered the merits of a regional scheme for their locality, others have highlighted the potential
for displacement of labour and other negative impacts.

Recommendation
The future immigration system should reflect the importance of low-skilled labour to UK businesses and
include a flexible route for businesses to access EEA low-skilled workers on a permanent and seasonal
basis. Sectoral schemes should be introduced to support industries, such as agriculture, who rely on
low-skilled seasonal labour from the EEA. There must also be an intensive communications campaign to
inform employers about any changes or new requirements.
What are the economic, social and fiscal costs and benefits of EEA migration to the UK economy?
What are the impacts of EEA migrants on the labour market, prices, public services, net fiscal impacts
(e.g. taxes paid by migrants; benefits they receive), productivity, investment, innovation and general
competitiveness of UK industry?
The evidence given to us by Accredited Chambers and their member companies suggests that EEA
migrant workers are critical to many sectors of the economy where businesses are unable to recruit
from the local work force owing to a regional shortage of skills and labour. Many employers we heard
from made reference to the industriousness and positive work-ethic of EEA workers.
In our focus groups, we heard from firms who recruited highly-skilled technical EEA workers without
whom their business would be unable to take advantage of new technologies and productivity gains, or
to meet customer demand, or grow the business.
For firms requiring lower skilled workers, many claimed their business would be unable to survive if
access to migrant EEA labour were to be restricted in the future. In this respect, EEA migrants are
playing a vital role in the workforce Another major advantage of ensuring businesses have continuing
access to EEA migrant workers is that it helps firms to maintain a global outlook and have consideration
of the cultural and language differences of overseas customers. Through EEA students, and more highly
skilled workers, UK firms may also have the opportunity to forge trade links with businesses in other
countries in the EU.
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Case Study – SME Manufacturer
The key advantages of employing EEA workers in our experience are:
o Excellent work ethic. We have found that EEA workers generally operate
at the higher productivity rates.
o Good cultural fit for our organisation.
o Highly skilled.
o Motivated to succeed.
The only disadvantage is one we’ve faced since the referendum. There is now a shortage
of supply of good quality labour, and a general uncertainty. The skills and training of our
UK workers has not been affected by migration.

Conclusion
Access to EEA skills and labour is extremely important to UK businesses and will continue to be
important for many years to come. Guaranteeing the status of EEA workers is important for business
and the UK economy. Uncertainty is already having a detrimental impact on the attractiveness of the UK
as a place to do business and an inability to staff operations here will add to the challenge.
Therefore, firms will need ongoing access to EEA skills at all levels, with a system that is efficient and
cost-effective for employers and workers, and which avoids multiple sets of adjustment costs.
EEA workers provide a diverse range of skills in local workforces when vacancies cannot be filled by the
local labour force, including low skilled workers. Therefore, the future immigration system must include
a route for all skill levels, including seasonal workers and students.
Employers understand that, in encouraging EEA workers to continue to work in the UK, there must also
be recognition of the EEA worker’s familial needs and responsibilities. Therefore, businesses seek an
immigration system that reflects and accommodates these needs.
To help prevent any loss of skills and business investment from the UK, clear and regular communication
from the government is required to provide information and reassurance to businesses and their
workforce. We are well placed to support the dissemination of these communications via the BCC’s
network of 52 Accredited Chambers, who are in every region of the UK, reaching at least 72,000
businesses and 6 million employees.
Further evidence and case studies from businesses in regions across the UK is provided in the annex to
this submission.
The BCC hopes that our summary points are of assistance and would welcome the opportunity of
discussing them in detail if this was thought helpful in finalising subsequent recommendations and
changes to policy. If you require any further information, please contact Jane Gratton in the first
instance (jane.gratton@britishchambers.org.uk Tel: 020 7654 5800
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BCC’S Response to the MAC’s Call for Evidence
Annex – Evidence submitted by UK Accredited Chambers of Commerce

Roundtable Meetings
During September and October 2017, the BCC and the MAC held a series of roundtable meetings with
Accredited Chambers of Commerce in key regions throughout the UK, including: London, Greater
Birmingham, Coventry, Warwickshire, Herefordshire, Worcestershire, Somerset, Doncaster, North and
Western Lancashire, North East England, Norwich, Northern Ireland, Cambridgeshire, East Midlands,
Suffolk, Liverpool, Edinburgh, Black Country, Essex, Scottish Chambers and Dorset.

REGION

NORTHERN IRELAND

SECTORS
RELYING ON EU
MIGRANT
LABOUR

This evidence is taken from NI Chamber’s Q2 Quarterly Brexit Watch which focused
on the role of workers from outside the UK and Ireland in member
businesses/organisations and the impact, if any, on the recruitment and retention
of these workers from the UK’s vote to leave the EU.
EU workers (outside the UK and Ireland) are of importance to the functioning of
almost 1 in 2 member businesses/organisations. In fact, workers from other EU
countries are ‘very important’ to 17% of businesses. They are of greatest
importance to Northern Ireland’s largest businesses (250+ employees) and those in
the Hotel/Catering and Manufacturing sectors. One in 4 members also place
importance on the role of workers from the rest of the world outside the EU to
their businesses.
Of particular concern is the dependence of investors and research institutes which,
in attracting the best, often start with international hires who over time transfer
their skills and knowledge to local recruits.
For example, 50% of a North West manufacturer’s labour comes across the border
daily. 40% of a financial services company’s staff travel from NI to the ROI to
deliver contracts daily.
Border regions such as Newry and Londonderry attract FDI based around the
incoming company having access to talent from both sides of the border.

SKILLS LEVELS

Demand for this labour covers both ends of the salary spectrum – low skilled
manual operatives through to experienced technical hires. E.g. 21% of staff at
Queen’s University Belfast are EU nationals. Agri-food industry has average of
around 60% foreign nationals.
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SITUATION
SINCE EU
REFERENDUM

In the last three months, 14% of businesses have attempted to recruit EU migrant
workers. Of these, two thirds (67%) consider that the recruitment of EU migrant
workers is more difficult than just before the Brexit vote in June 2016. One in 4
businesses (23%) with EU migrant workers have had some issues retaining them
over the last 3 months.
Manufacturers have been losing skilled labour such as welders owing to currency
issues even before Brexit. They have either decided to go back home or move to
Dublin. Brexit isn’t helping this and the added uncertainty around their future is
making them think twice about staying.

IMPACT OF
ANY
RESTRICTIONS
ON ACCESS TO
LABOUR

Access to skills and labour is the single most important issue for employers in NI.
We need to retain access to skills at all levels in the public and private sectors.
Access to skills and market access are closely interlinked, with both impacting on
long term competitiveness

REGION

COVENTRY AND WARWICKSHIRE

SECTORS
RELYING ON EU
MIGRANT
LABOUR

The sectors of the economy that are most vulnerable to any changes in the
availability of EU workers in the future will be: manufacturing (particularly
around process, plant and machine operatives); hospitality, accommodation and
food services (likely focus of so-called elementary occupations);
construction and other skilled trades.
There are currently a high proportion of non-EU workers in the Public
Administration, Education & Health sector, with a significant concentration within
health and social care. A reduction in the supply of these workers could create
significant labour shortages in these areas.

SKILLS LEVELS

It is estimated that 12-15% of Coventry and Warwickshire’s workforce is currently
comprised of non-UK workers, two-thirds of which are based in low skilled
occupations.

SITUATION POST
EU REFERENDUM

The Chamber is working closely with our business community and politicians to
come to enhance the "Welcome to Coventry & Warwickshire" message. The aim
is to make our migrant workers feel safe and secure and to encourage others to
apply for work here.

IMPACT OF ANY
RESTRICTIONS
ON ACCESS TO
LABOUR

Based on baseline economic forecasts and CWLEP growth ambitions, it is
estimated that around 95,000 net new jobs will be created in Coventry and
Warwickshire by 2030. Furthermore, some 200,000 replacement demand
vacancies will be created over that period, creating some 300,000 employment
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opportunities that will need to be filled by 2030. Shortfalls in labour supply would
normally be filled bringing in workers from other countries, but Brexit is likely to
result in a reduction in levels of immigration and overseas workers.
A significant amount of the net change in population growth for Coventry and
Warwickshire is as a result of international migration. It is forecast that migration
will account for an increase in gross population of 74,000. A reduction in this
number will clearly exacerbate the shortfall in labour that has already been
identified.
Taking a best case scenario (no restrictions on migration and all unemployed and
economically inactive moving into employment) and a worst case scenario
(complete restriction on migration and no shift from
unemployment/economically inactive) would lead to a range in shortfall against
the estimated 300,000 jobs that will need to be filled of between 61,168 161,278 people (20.3% - 53.7% of the total requirement). This clearly presents a
significant challenge to the growth ambitions of Coventry & Warwickshire.
CASE STUDIES

Design engineering company:
“we find it hard to recruit design engineers, project engineers, production
engineers and sales/business development staff with the right level of skills and
experience. We employ four EU nationals; a German sales/business development
lady in Germany, a Dutch lady project engineer, an Austrian and a Greek design
engineers. I took a straw poll of their attitude to living in the UK and they would
all like to stay, even when we leave the European Union. However, they are
concerned that things will become more difficult and they are uncomfortable
with the current uncertainty. As we employ just 16 people, if they are forced to
leave for whatever reason we would find it very difficult to recruit their level of
knowledge and experience in the UK because we work in the advanced
engineering sector and what we do is not easy to pick up straight from
university. It would have a massive impact on the business. We would also lose a
massive amount of knowledge which could be taken to competitors. It would be
extremely easy for each of our EU nationals to gain employment anywhere else in
Europe with the knowledge and skills they have honed here.
We have previously employed Indian nationals who came on student visas; we
then registered with the Border Agency (as was) to gain a licence and sponsored
one of them. But it cost so much and was so complicated and took so much of
my time that eventually, when he left, we decided we could not afford to do it
again and have let our licence lapse.
For each engineer we recruit it costs us approximately an additional £10,000 in
on-costs by the time we have paid for a desk and computer for them and the
associated software licence (anything from £6000 to £22,000 per engineer) and
so we invest a lot of money in our people. Although we are looking forward and
planning for Industry 4.0 to automate some of our production processes we are
one of the very few companies that will undertake very low volume manufacture
and so automation is not easy to apply. Consequently, we invest in skills.
15

We are already considering setting up in Germany after BREXIT and have done
the basic research. We would, however, find it difficult to relocate staff and set
up with a viable business. Our supplier base is 99% based in the UK and to move
the company to another country would mean that we would either have to
import from UK to the new company or establish a new supplier base with all the
pitfalls that would open up.”

Transport Business
“Like a lot of transport companies, we have benefited from influxes of migrant
workers over many years. Although we have caveats about the quality of our
data (some of our staff records are over 40 years old), we estimate that at least
5% of our staff are eastern European, especially Polish. They are present in all
layers of the company - cleaners, drivers, office staff. Many have worked their
way up over the years - two out of our 10 garage managers are Polish. We are
not currently recruiting from overseas but we struggle to fill vacancies,
particularly for drivers. We are concerned that, in the long term, if people from
Europe begin to feel unwelcome in the UK, if they don't feel at home here and if
they lose their communities, they could choose to go and work somewhere else.
Then we would a) lose a substantial pool of really good, experienced workers and
b) find it even more difficult to fill our vacancies.”

Recruitment Business
“Brexit has already started to affect our business. We have a number of contracts
that rely on the use of unskilled temporary labour within companies that have
summer shutdowns. Usually the workers all return to these companies following
the shutdown, but this year a large number decided not to return and went back
to Eastern Europe. Upon further investigation, it seems the workers decided to
find work in Germany, mainly due to Brexit, but also because of the weak pound
and also feeling like they were not wanted in the country by UK citizens. The
knock-on effect of this is a huge drop in productivity and the additional costs of
training new workers to backfill the experienced EU workers. I am unsure how
the labour migration laws will be decided, but if there isn’t a relatively free
movement of labour, this trend will just continue to worsen. The big loser in this
is the British economy, especially if larger employers decide to leave the UK in
order to ensure required staffing levels are maintained.”

Hospitality Business
The main problem is uncertainty among our team from the EU nations who are
concerned about job security, experiences of hostility and feeling unwelcome in
the country and the fall in relative earnings related to the value of Sterling. We
are advertising positions in all departments of the hotel but are receiving no
applications from EU nationals. We are finding it hard to recruit and train local
candidates who have the right qualities and attributes for the role. We cannot
consider candidates from outside of the EU as the hospitality industry is not
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considered a front-line industry that these people can apply for, we do not
generally pay the levels of salary that falls in line with the immigration policy and
nor are we in the position to sponsor people. I feel that we need concrete
assurances for the EU nationals as soon as possible from the government
regarding the safe and guaranteed future of this sector of the workforce.”

Hospitality Business
“Our business is already suffering as a result of the Brexit vote - some staff have
left our employment (and the country) and others are considering their positions
and refusing to make long term plans. It is no exaggeration to say our business
could be under threat in the long term if we cannot get staff from the EU in the
future. We are a restaurant business and 95 % of our staff - including my
husband who has been in the UK for 33 years - are from Greece or have a
connection with Greece. Others are Bulgarian, Romanian, Albanian - but all have
worked in Greece or Cyprus.
Transport, connectivity, housing, apprenticeships are all issues that need
addressing long term to reduce the reliance of the town on migrant workers, but
none are easy fixes. The area needs more workers now and into the future.
Maintaining the supply of well-trained/experienced/willing people from abroad is
probably the only short/medium term solution for us as a town.
We employ around 25 staff, all of whom live in the town. Our staff are nearly all
permanent and full time, and here all year round. Most of them support families
who also live here in the town. Other family members often work locally in the
hospitality sector too or the care/retail sectors and .so several local businesses
will suffer if a whole family decides to leave”.

REGION

GREATER MANCHESTER

SECTORS
RELYING ON EU
MIGRANT
LABOUR

The economy and industrial base of Greater Manchester is highly varied. Whilst
the urban core is mostly dominated by financial and professional services, retail,
tourism and hospitality sectors, the wider city region is home to a range of
industries, with specialties in creative, digital and media, advanced manufacturing
(with aerospace and automotive supply chains, advanced material engineering,
and health and biosciences) and education is particularly important with the
largest university student population in Europe.
Each of these sectors rely on EU migrant workers to different extents, though
there are very few sectors where EU employment is negligible. In discussing
impacts of a reduction in this supply, particularly across skill levels, care must be
taken to understand the differences in the skills of the individuals in comparison
to the skill levels of the jobs they undertake, particularly soon after their arrival in
the UK.
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SKILLS LEVELS

Some sectors rely on high-skilled citizens from the EU: our universities,
particularly, but also advanced manufacturing and professional services, three
key parts of the local economy. Whilst many other sectors utilise EU migrants in
lower-skilled occupations (retail, hospitality, tourism, traditional manufacturing,
etc.), these migrants are often, in themselves, highly skilled. After all, those with
few skills are unlikely to commit themselves to a move across a continent into a
country that speaks a different language without a strong exiting skill set and high
levels of personal determination and ambition. Whilst many of these migrants
may enter the UK workforce in a low-skilled job, many rise through the workforce
quickly. Office for National Statistics data from the Labour Force Survey/Annual
Population Survey shows that it is in migrants from the EU, and particularly from
the EU8 and EU2, that levels of overqualification are the highest. There is,
therefore, a concomitant risk that, in reducing EU migration with the intent of
reducing the volume of migrants from the EU in low skilled work that, over time,
the pressures on UK companies in hiring skilled workers may be further
exacerbated from their already high levels (see BCC QES survey).

SITUATION POST
EU REFERENDUM

We have evidence from a small number of companies that EU migrants have
already begun to leave the UK. For a large car manufacturer that suspended their
factory over the summer of 2016, around 30% of their workforce did not return
after the summer break, all of them EU27 citizens. For other firms, two large
international manufacturers with bases in the UK have suspended all internal
transfers and secondments between EU27 countries and the UK, as they little
clarity over future arrangements, and they also report that employees who have
children who would start school in the coming years have chosen to return home
to avoid uncertainty in their personal lives.

IMPACT OF ANY
RESTRICTIONS
ON ACCESS TO
LABOUR

EU27 migrant labour is important to the Greater Manchester economy: some
sectors rely very heavily on it (with >70% of employees from the EU27), some to a
lesser extent, but even a marginal change in both the current stock, and future
flows, of these economically successful people would leave a large hole in the
Greater Manchester workforce. Of consideration to us, particularly, is that whilst
the brunt of outflows of EU27 labour may be most keenly felt in London and the
South East, where their share of the population is largest, we fear that, in that
situation, London may seek to replace its talent by attracting labour from Greater
Manchester and other northern cities through naturally higher wages and a
denser industry base. At a time when policy is moving to support and grow the
economies of the regions, and to better balance the UK economy overall, any
government policies which contribute to a weakening of the work done so far
would be deeply damaging.
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REGION

DONCASTER

SECTORS
RELYING ON EU
MIGRANT
LABOUR

Skilled workers: manufacturing, engineering and rail.

SKILLS LEVELS

STEM based sectors tend to rely on skilled workers. For service based sectors, it
tends to be what is typically classed as ‘unskilled’. However, there is a world of
difference between a ‘textbook’ definition of a skilled worker (a qualification
based categorization) and what Doncaster SMEs might class as ‘skilled’ which
covers other areas such as work ethic, attitude, problem solving and so forth.

SITUATION POST
EU REFERENDUM

Members are reporting EU workers either leaving the area or talking about
leaving the area. There is also a downturn in applications for job
vacancies. Whilst it is a complex issue (and not just Brexit related), our sense is
that skills shortages in Doncaster are presently at their most acute for over a
decade.

IMPACT OF ANY
RESTRICTIONS
ON ACCESS TO
LABOUR

Any restrictions on access to labour would be potentially catastrophic.
Doncaster’s economy is experiencing an unprecedented level of economic growth
and there is a risk of the growth demand exceeding skills supply. Whilst the
borough has lots of pending activities to drive education reform (National College
for High Speed Rail, University Technical College, Doncaster Skills Academy etc.),
these interventions will provide solutions in 5-10 years’ time, whereas the
problem is in the here and now. Many firms do not know how they would cope
without migrant labour in the short-term.

REGION

STAFFORDSHIRE

SECTORS
RELYING ON EU
MIGRANT
LABOUR

The economic composition in Staffordshire and Stoke-on-Trent has changed
considerably in recent years. In line with national trends, manufacturing has
reduced significantly, with the greatest decline in jobs seen in this sector, mainly
due to the decline in low-value added manufacturing. However, in Staffordshire
and Stoke-on-Trent, manufacturing remains a significant employer, with the
sector providing over 54,000 jobs in the area. The Health services sector has seen
the biggest increase in the number of businesses and provides the largest number
of jobs, over 60,000, a reflection of our ageing population.

Semi-skilled workers: manufacturing, construction, leisure, retail, services.

Having successful manufacturing and health sectors relies on a steady supply of
EU migrant workers. These workers, typically filling low skilled and manual
positions, provide the essential infrastructure for day to day operations to many
businesses. Many manufacturing firms have reported to the Chamber that a
majority of their workforce comprises of EU migrant workers.
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With over 80% of the county being designated as rural the rural economy is
taking on increasing significance, accounting for over 70% of the wider
Staffordshire economy. The number of jobs in rural areas is growing, compared to
falls in jobs in urban areas. With the number of jobs growing in this sector, large
agricultural businesses rely on equally large numbers of EU migrants typically
filling low skilled labour such as crop harvesting or food processing.

SKILLS LEVELS

Migrant workers typically occupy low skilled, semi-skilled or manual positions
within the manufacturing and agricultural sectors. Staffordshire is also home to a
number of Higher Educational institutions such as Staffordshire University and
Keele University. These institutions although employing a lower number of
migrant workers, these workers are operating at either managerial, professional
and highly skilled level.
Within Staffordshire, firms have expressed concerns over the loss of migrant
workers who have been within the UK workforce for a number of years and have
reached a senior managerial level. Businesses are concerned with the loss of
professional and clerical migrant workers in an economy that currently has large
gaps in its professional and managerial level workforce.

SITUATION POST
EU REFERENDUM

The recession and resultant economic downturn has impacted significantly on
employment levels and the type of employment people are participating in, with
a rise in both self-employment and underemployment. Following the EU
referendum result, businesses have indicated a decline in investment in training
and job creation and recruitment. Businesses have not directly reported changes
in numbers of EU workers applying for or leaving their current positions, however
as the Brexit negotiations continue we expect to see a decline in the number of
EU nationals wanting and willing to work within the UK, depending on new UK
legislation around workers’ rights.

IMPACT OF ANY
RESTRICTIONS
ON ACCESS TO
LABOUR

The agricultural sector has indicated that business operations would struggle
without the migrant workforce. A farm in Staffordshire employing hundreds of
seasonal workers with around 90% of them being migrants has reported that the
business would not survive if he could not access migrant workers during harvest
periods.
With employment rates being at a national high, manufacturers and the service
industry are not necessarily fearing the impact of restrictions to migrant labour
with business confidence in being able to recruit UK nationals at an all-time high.
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REGION

EAST MIDLANDS

SECTORS
RELYING ON EU
MIGRANT
LABOUR

Over half of our members employ someone from a non-UK EU country, across a
range of sectors and skills levels. Members tell us that they would struggle to
replace these individuals either due to the quantity or the high-level of skill held
by an individual.
Specific sectors in the region who rely on migrant labour include certain areas of
manufacturing, logistics, hospitality and retail. A number of businesses rely on
agency staff and are already having increased difficulties in finding people to take
roles. These roles are not as of yet being filled by UK candidates, partly a result of
already very low levels of unemployment across the patch..

SKILLS LEVELS

There is a complex mix of skills levels, from low skilled to very highly skilled,
depending on the sector. A clothes recycling factory employs around 200 EU
nationals working at relatively low-skill levels, some of whom have already
decided to leave the UK. Conversely, an electronics manufacturer in Nottingham
has sourced highly skilled engineers from Romania and Spain because these skills
were not available in the local labour market. Both businesses said they had
attempted to recruit locally first.

SITUATION POST
EU REFERENDUM

Businesses are noticing changes in the number of EU workers applying for jobs or
leaving current jobs, although not at great levels yet. There are, however, many
instances of people expressing concerns and an expectation that they’ll return
home, regardless of the eventual outcome. A large food manufacturer in
Leicestershire told us they are having several such conversations on the shop
floor. Part of this desire is also driven by improved economic performances in
other EU countries relative to the UK.

IMPACT OF ANY
RESTRICTIONS
ON ACCESS TO
LABOUR

In the medium to long-term it would be good to have a more consistent pipeline
of appropriately skilled labour force coming from indigenous UK communities.
However, delivering this is not an overnight project. In the immediate and shortterm a significant number of our businesses would struggle with harder access to
EU-labour. Those businesses that can automate to reduce need for staff numbers
are finding it difficult to take these decisions owing to high levels of uncertainty
around the future trading environment. Many are finding an ROI of circa 2-3
years for pieces of kit difficult to justify given there is low confidence in what the
policy environment will look like within that period. Others have moved to reduce
staff numbers where possible. One hotelier in Leicester has cut their housekeeping staff from 8 down to 6, asking the remaining 6 to increase their
productivity.
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REGION

North and Western Lancashire

SECTORS
RELYING ON EU
MIGRANT
LABOUR
SKILLS LEVELS

Many of the migrant workers employed in our area tend to be in hoteliers,
agricultural, construction and low-skilled manufacturing sectors.

SITUATION POST
EU REFERENDUM

78% of respondents we surveyed in October hadn’t noticed any change in the
number of EU workers applying for jobs or leaving current jobs. 22% who
reported change said they had seen a mix of fewer job applications, workers
leaving current jobs or workers expressing an intention to return home in the
near future. A few isolated cases reported an increase in job applications from
EU nationals.

REGION

Greater Birmingham

SECTORS
RELYING ON EU
MIGRANT
LABOUR

Trends, Patterns and Characteristics of EEA Migrants
It’s difficult to identify how many EEA workers there are in the regional economy
and in which sector they work as the ONS data does not categorise figures on a
regional basis. However, ‘NiNo registrations’, the term given to National
Insurance Number allocations to overseas nationals is a useful indicator to
identify both the short-term trends of migration in the West Midlands, and the
nationality of the type of EEA worker registering. It also provides one with a
rough estimate to how many EEA workers that may exist.

Mainly low skilled.

Since October 2014, Birmingham has been the most popular destination for
European workers, after London, with 30,472 Europeans registering for NI
numbers during this period.
While Birmingham has been very popular with EU workers, the number of new
arrivals did see a fall after the referendum. Between October and December 2014
there were 3,893 NI Number registrations in the city. However, that figure
dropped to 3,639 in the period after the referendum October Dec 2016.
Locally, Coventry was the second most popular destination, with 14,992 NI
numbers given to EU workers since October 2014.
However, the number of EU registrations in the city increased from 1,037 to
1,232 in October- December 2016.
Overall, for 2016/17, the number of registrations from European Union residents
for the county of the West Midlands is as follows. As can be seen, registrations
from the ‘EU2’ (Romania and Bulgaria, the last two countries to join the EU,
represent the largest percentage of new registrations from the EU).
Birmingham: European Union - 12,869. EU15 – 4,743. EU8 – 2,024. EU2 – 6,001.
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Coventry: European Union – 6,036. EU15 – 1,372. EU8 – 1,598. EU2 – 3,022.
Dudley: European Union – 925. EU15 – 233. EU8 – 190. EU2 – 504.
Sandwell: European Union – 3,795. EU15 – 1,395. EU8 – 1,032. EU2 – 1,361.
Solihull: European Union – 416. EU15 – 190. EU8 – 97. EU2 – 133.
Walsall: European Union – 1,960. EU15 – 479. EU8 – 454. EU2 – 1,006.
Wolverhampton European Union – European Union – 4,477. EU15 – 1,025. EU8 –
705. EU2 – 2,731.
According to a 2016 Social Market Foundation study, 5% of employees in the
region of the West Midlands were born in the EEA area. This was slightly lower
than the 6% national average and much lower than the region with the highest %
(London, where 13% of workers were born in the EEA).
Like the rest of the country, EEA employees are particularly prevalent in the
manufacturing and accommodation and food services sector.
According to an analysis of the Labour Force Survey 2015 undertaken by People
1st, the size of the West Midlands workforce in the hospitality sector was 445,183
with 37% of such workers coming from within the EU.
According to the TUC, the West Midlands is home to 8,700 NHS and Adult Social
Care workers. 5,500 (4% of the workforce) of adult care workers are from the EU,
with 3,242 (2.5%) working in the NHS.
IMPACT OF ANY
RESTRICTIONS
ON ACCESS TO
LABOUR

Potential Impact of Possible Reduction of EEA Migrants
A British Chambers of Commerce survey undertaken in 2016 showed that in the
West Midlands, 37 per cent of businesses in the region who employ EU workers
reported that they had employees expressing uncertainty over future residency
status. Some 24 per cent thought that the tightening of immigration policy for EU
citizens would have a negative impact on their recruitment of higher skilled staff.
45 per cent of West Midlands businesses who employ EU workers think that
residency guarantees for these employees would have a positive impact on their
company.

CASE STUDIES

An SME arts organisation
An arts organisation in the Greater Birmingham area has expressed concern that
its high international standing would be compromised by restricted access to
migrant labour.
This organisation employs 71 full time artists, and currently has 20 open
vacancies. 15 of the current full-time artists are from outside of the UK (21%).
The international talent pool is crucial to the success of the organisation. Most of
these are from the EU, and 4 are from outside of the EU (1 from each of: Bavaria,
Africa, Australia and New Zealand). The recruitment and selection process for a
permanent role in the organisation could take a year.
International students and graduates need the ability to work through a visa if
they are to work in the industry. At this level, artists must have worked as a
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freelancer (often worldwide) in addition to their formal training to be
considered. One international student with a Tier 4 visa is currently working on a
trial basis – the organisation is ‘hiring’ her effectively from her institution, as it
counts towards her higher education.
Tier 5 visas have been obtained in the past for 2 weeks work where necessary for
assessment periods. If necessary, the organisation can show that the resident
labour market test has failed where they wish to make full-time applications.
Once an applicant is offered a job however, there is no probation period. There
are provisions for if standards drop, but generally an artist can stay with the
organisation for anything up to 30 years. As a result, the organisation requires a
migration system which offers individuals from outside of the UK the opportunity
to live, work and bring their families to the UK long term.
These artists are extremely high skilled, but not particularly well paid. The
organisation is concerned that, were a salary cap imposed on migration (even at
£30,000), as they are 30% government funded, they would be unable to raise
salaries to meet this.
The same organisation also have a need for particularly high-skilled individuals
who simply could not be sourced exclusively from the UK, and guest artists who
need to have rights to temporary employment in the UK. As such, they also
require that the post-Brexit migration system allows artists to come and work for
3-10 days at a time.
This organisation is effectively an exporter (performing worldwide), and
contributes significantly to tourism in the region. They do not simply bring in top
talent from abroad, but also train local talent. They are in consultations about
opening a music-based free school locally, and involved in regional apprenticeship
programmes.
As they regularly tour in Europe, the organisation need a regime under which
artists and equipment can go into Europe for a few days and then leave again. It
currently takes more time and administrative work to tour outside of the EU.
They cannot plan their May 2019 tour due to Brexit uncertainties. Delays at the
start of a tour at borders, even where anticipated, will cost the organisation
money.

REGION

Essex

SECTORS
RELYING ON EU
MIGRANT
LABOUR

The sectors that rely to a large extent on the employment of EU migrant workers
are hospitality, retail and transport
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CASE STUDIES

Transport Company
“Over recent years we have employed a number migrant workers in our
warehouse and fulfilment centers, some have shown real ability and have
progressed to office based roles, others have remained good and loyal workers
however of late individuals are understandably concerned for their future in
the UK. Their skills levels vary, but often candidates are over qualified for the
specific requirements of the role. Since the EU referendum we are experiencing
less EU applicants for HGV driver vacancies. If access to migrant labour was
restricted post Brexit it would have a detrimental impact on the business as
unemployment is low in Essex and South East”.

Horticultural and food processing / manufacturing company:
“We employ low skilled workers in in a starting role. Following training they
become highly skilled in manual harvesting operations. Numbers of EU workers
arriving on site versus those booking pre-season have dropped by 20% at peak
season. We are also seeing much earlier departure this season (once staff have
earned up to their tax free threshold) than in previous years. If access to migrant
labour was restricted post Brexit it would have a significant Impact on the
business. We are a vertically integrated business and would lose our primary
production capability (as we were unable to plant, maintain and
harvest crops). We would need to import all of our primary produce
from overseas”.

REGION

BLACK COUNTRY

SECTORS
RELYING ON EU
MIGRANT
LABOUR

The Black Country has a large manufacturing base. Many of the manufacturing
and engineering businesses in the Black Country employ EU workers and have
fears regarding access to that labour during UK/EU negotiations and thereafter.
Manufacturers, as with all sectors across the Black Country, are seeking clarity on
the status of EU citizens over the next two years until March 2019, and
thereafter. Although it is fair to say the manufacturing voice in the Black Country
has expressed the most concern, the hospitality and care sectors have also been
vocal with regard loss of staff or changes to rights.

SKILLS LEVELS

The skill level of EU workers varies. In the Black Country, we have examples of
low, semi and high skilled workers being employed. Hence, there is a genuine
concern across multiple industries, as migrant labour accounts for all job-types
and skill-levels.

SITUATION POST
EU REFERENDUM

Although members have not specifically outlined that job applications from EU
nationals are down, one member outlined that their EU nationals are ‘fearful of
the current political climate’. Members at a recent roundtable event outlined that
Europe is a ‘great place’ to recruit from. Some members have experienced EU
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workers leaving, but the exact reason for this is hard to pinpoint, as the
depreciation of the pound has had a negative effect for some EU workers. One
such example was a small business who had tried to reassure staff about their
employment post-Brexit. Thus, aside from direct economic consequences, there
are certainly social implications as well – as how the UK is viewed from abroad
has also been raised as a challenge by one member who frequently visits Poland.
IMPACT OF ANY
RESTRICTIONS
ON ACCESS TO
LABOUR

Businesses are aware/fearful of the potential cost to bring in EU workers postBrexit. There is concern due to the complex nature of recruiting non-EU nationals
currently, and whether the recruitment of EU nationals post-2019 will be equally
as difficult, time consuming and costly.

CASE STUDIES

We have had discussions and roundtable events with manufacturers where
access to EU labour has been raised as an issue. One example is a local steel
foundry with more than 250 employees who fear for access to highly-skilled
workers. Another example is a smaller engineering business who work in sparkerosion who have loyal, hard-working EU workers who have recently bought
homes in the local area and are fearful of their rights, post-Brexit. Although both
firms were aware of the need to onshore and positive attempts to change the
UK’s technical education system, they stressed that this was a long-term strategy,
whilst businesses need short-term solutions as well.
Below are listed the registrations from EU residents in the Black Country’s four
metropolitan boroughs.
Dudley: European Union – 925. EU15 – 233. EU8 – 190. EU2 – 504.
Sandwell: European Union – 3,795. EU15 – 1,395. EU8 – 1,032. EU2 – 1,361.
Walsall: European Union – 1,960. EU15 – 479. EU8 – 454. EU2 – 1,006.
Wolverhampton: European Union – European Union – 4,477. EU15 – 1,025. EU8
– 705. EU2 – 2,731.

REGION

North East

SECTORS
RELYING ON EU
MIGRANT
LABOUR

The proportion of the North East’s population who are EU migrants is lower than
across the UK as a whole. Anecdotally, we know from members that EU migrant
workers, particularly the highly-skilled, are important to the Advanced
Manufacturing & Engineering, Logistics, Health & Social Care, and Digital
Technology sectors.
There are 5 universities in the North East, and several colleges with HE provision.
For these institutions, maintaining the flow of migrants from the EU and the rest
of the world is important.
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To ensure that the region is an attractive place for international students and
workers, a visa system that allows EU and non-EU graduates to move into work in
the region is necessary.

SKILLS LEVELS

These workers tend to be high-skilled or semi-skilled. The Chamber Workforce
survey results for the North East region for the question “How would you
describe the skill levels of the non-UK employees in your business?” were:
•
•
•
•
•

SITUATION POST
EU REFERENDUM

36% Professional/Managerial
46% Skilled manual/technical
25% Clerical/administrative
11% Un-/semi-skilled
7% Don’t know

One large business, in the Advanced Manufacturing & Engineering sector, told us
that they have lost 12 EEA-national engineers over the past year. Their view was
that this was due to prejudice they had encountered and the feeling they were
not welcome.
Another small business, in the Digital Technology sector, said that they have seen
the number of UK nationals applying for vacancies decrease, and the number of
applications from EU nationals increase.

IMPACT OF ANY
RESTRICTIONS
ON ACCESS TO
LABOUR

A direct impact would be felt by sectors already facing skill shortages. This would
increase recruitment costs, increase wage costs, and affect the ability of these
companies to grow and meet demand.
We also know from looking at past Census data and speaking to members
anecdotally that EEA nationals are often recruited to work in the North East from
other areas of the UK labour market, rather than moving to the region directly
from Europe. Therefore, restrictions on access to migrant labour, and increasing
skills shortages in other regions, would have an impact on the North East and
make recruitment more difficult.
The introduction of a regional visa system when the UK leaves the EU, along the
lines of the Canadian or Australian model, would be opposed by our members as
the proposed geography for a regional visa system (using LEP or Combined
Authority boundaries) would mean that EEA migrants could not move freely in
the North East, as we cover two LEP areas. As mentioned above, our members
recruit skilled EEA migrants from other areas of the UK labour market, including
London. This would not be possible under a regional visa system, or at the least
would involve a bureaucratic application process
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REGION
SECTORS RELYING
ON EU MIGRANT
LABOUR

Dorset
In Dorset the following sectors rely heavily on migrant works:
tourism and hospitality, health and social care, manufacturing (production line
type work), engineering and construction.
Many employers in these sectors are already reporting great difficulty in filling
posts with a marked reduction in the number of migrant works applying for roles
This problem is being acutely felt in Bournemouth in the tourism industry, a
major sector that has traditionally relied on migrant workers filling roles.

SKILLS LEVELS

This is mainly (but not exclusively) low or semi-skilled roles. In tourism many
management level staff are migrant workers.

SITUATION POST
EU REFERENDUM

We have many unfilled vacancies and many employers across a number of sector
are telling us they are finding it very difficult to fill roles that have traditionally
been undertaken by migrant workers.

IMPACT OF ANY
RESTRICTIONS ON
ACCESS TO
LABOUR

Restrictions would significantly impact on productivity as businesses would
simply be unable to fill the jobs needed to produce their goods and services at a
specific price. An increase in wages would impact on prices and
competitiveness.

CASE STUDIES

Do you have any case studies to illustrate this?
http://www.businessdorset.co.uk/news/15574479.WEDNESDAY_BOSS__Lack_of
_staff_is_hitting_industry_even_before_Brexit__warns_hotels_chief/?ref=mrb&
lp=23

REGION

CUMBRIA

SECTORS
RELYING ON EU
MIGRANT
LABOUR

We estimate there are 10,000 EU migrant workers in Cumbria, the bulk of whom
are employed in the hospitality/tourism and food processing sectors.
Hospitality/tourism businesses are concentrated in the Lake District National Park
where employers have long struggled to recruit locally.
The rural nature of the National Park means that few people live there, and house
prices/rentals are high, forcing young people to move away.
Hotels have responded to the lack of local labour by providing live-in
accommodation for staff, and this has attracted migrant workers. Hotels in the
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National Park told us that between 27% and 50% of their workforce is made up of
migrants. Outside the National Park, the proportion falls to 8%.
Food businesses of all sizes employ migrant workers. The food processing sector
ranges from small artisan producers to some of the largest factories in Europe
Farming in Cumbria is dominated by livestock, rather than arable, and so is not
labour intensive and not a major employer of migrants.
SKILLS LEVELS

There are a mix of skills. The food processing and hospitality/tourism sectors
employ large numbers of low-skilled and semi-skilled migrants. However,
migrants are to be found right across the county’s economy, and some perform
crucial highly-skilled roles.
A large training provider supplying apprentices to businesses in the
manufacturing, nuclear and defence industries told us that fewer than 1% of its
workforce are migrants, but they are “critical” to the business because of their
specialist knowledge and skills.

SITUATION POST
EU REFERENDUM

A communications business told us that “our migrant labour force feels unsettled
by the current muddle” while an outdoor education provider said that some staff
were “returning to Eastern Europe”. A shopping centre operator employing five
migrant workers told us that two had left to return to Portugal.
Likewise, a hotel chain said that “a number of our EU nationals are feeling
negative about their future prospects and some have already left”.
Several hotels report a drop in the number of job applications. A large food
business, said that applications were “down significantly” and its existing migrant
employees felt “very unsettled”. Another food business reported that job
enquiries from EU countries had dried up completely since the referendum.

IMPACT OF ANY
RESTRICTIONS
ON ACCESS TO
LABOUR

Some members said it would have little or no impact but for others the
consequences would be serious, potentially catastrophic.
One hotel described it as a “threat to the existence of the business”. We
anticipate that the hospitality/tourism sector would find it very hard to recruit
elsewhere, given the constricted supply of labour in the National Park.
The Lake District Hotels’ Association told us: “We have to act now and make it
crystal clear to the Government that EU migrants are hugely essential to the
Cumbrian economy and without them businesses will close.”
Some firms were concerned that, if they have to raise pay to fill vacancies,
competitive pressures will prevent them from passing on higher costs.
One food business said: “It would cause significant financial stress as we are not
in a position to recoup any labour cost increase from the market.”
Another food business said that restrictions on EU migrants would be a “massive
handicap on our business”,
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There are businesses that do not employ migrants but nonetheless expect to
suffer if the labour market tightens. A horticultural business told us: “We know
that many of our competitors have high percentages of EU workers and so, if they
struggle to fill roles, then that will probably make recruitment even harder for us
than it can be now.”
The impact of restrictions on migrants has to be seen in the context of the wider
Cumbrian employment market, which is grappling with the twin challenges of
outward migration and an ageing workforce. The county’s Local Enterprise
Partnership estimates that we will require 80,300 additional workers by 2021 to
replace those lost through retirement and outmigration, and to fill the new jobs
likely to be created by then.
Manufacturing businesses may be able to address staff shortages by boosting
productivity but this will be harder for service businesses, especially those in the
hospitality/tourism sector.
CASE STUDIES

HOTEL
The hotel employs 52 people, half of them EU migrants.
“The kitchen is pretty much all migrant workers, as is the housekeeping team, and
we also have migrants in public-facing roles. It’s very difficult for us to recruit
locally because of our location, which is why we provide staff accommodation.
Where we have recruited UK workers, and they stay, they can become great
employees - but often they don’t stay. They don’t like working shifts. Very often
migrants have a better work ethic. They know what they’re here to do.
“There has been a noticeable reduction in the number of job applications from EU
migrants since the referendum. If the supply of migrant workers dries up, wages
may rise but I’m not convinced that will work as the people just aren’t there.”
FAST FOOD OUTLET
The business employs 16 full and part-time staff. Although the business has only
one EU migrant employee, from Poland, it operates in an extremely tight labour
market. The claimant count rate in Eden District is only 0.7%, one of the lowest in
the UK. The business is concerned that restrictions on migrant workers will
exacerbate what is already an acute labour shortage.
“We are desperate for staff and if you talk to other employers they all say the
same. If there are restrictions on migrants it’s only going to get worse. Larger
businesses can bus workers in from outside Eden District but a small business like
ours can’t do that. We’ve just advertised for a cleaner in the local paper, on
Facebook and on posters in the village, and I’ve had nothing. We pay above the
minimum wage, £8 an hour for a cleaner and £9.75 an hour for fryers”.
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REGION

HAMPSHIRE

CASE STUDY

The business employs EU staff in haulage and warehousing. They are mainly
semi-skilled roles including HGV licences, Driver CPC qualification, Fork truck and
other vocational licences. They have received no applications from EU workers
for any advertised position for several months. 4 EU workers have left the
business during the same period. There is already a shortage of HGV drivers
nationally and there has been for 3 years. There does not appear to be any
interest from UK nationals wanting to make a career in driving HGVs, so any
restrictions on EU migrant labour will negatively impact this situation.

REGION

GLASGOW

SECTORS
RELYING ON EU
MIGRANT
LABOUR

Glasgow has a diverse economy and there are concerns about the impact across
Glasgow’s key sectors as highlighted in the Brexit and the Glasgow Economy Impacts, Actions and Asks’ report published last year (link below)
https://www.glasgow.gov.uk/index.aspx?articleid=20195
Specifically we would highlight concerns from :
• tourism and hospitality ,
• financial services (given Glasgow’s role as a top European financial
centre),
• digital and tech,
• higher and further education sector employing over 1,200 EU staff.

SKILLS LEVELS

The roles range from low to high skilled.

SITUATION POST
EU REFERENDUM

Our members are noticing a decline in applications from EU workers as well as
more EU workers leaving current jobs.

IMPACT OF ANY
RESTRICTIONS
ON ACCESS TO
LABOUR

Our members have concerns that it would have a negative impact on their
business. The Chamber is concerned that it would impact the city’s ability to
attract investment and new companies.
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REGION

Aberdeen & Grampian

SECTORS
RELYING ON EU
MIGRANT
LABOUR

We have held roundtable discussions with our members specifically regarding
migration and more generally regarding leaving the EU. We have heard from
different sectors that EU migrant workers are of significant importance to many
businesses in the North-east. Key sectors include:
•
•
•
•
•
•
•

Fish processing – heavily reliant c50% of workforce in many cases (not
seasonal)
Food processing e.g – heavily reliant over 30% of workforce in some cases
Oil & Gas
Research / Academic
Brewing and distilling
Hospitality – high percentage
Retail – high percentage

SKILLS LEVELS

The level of skills of migrant workers in the region is mixed across the sectors,
ranging from low skilled to highly skilled and technical labour.

SITUATION POST
EU REFERENDUM

We have heard evidence that businesses are noticing a change in the number of
EU workers applying for jobs. This anecdotal evidence has been supported by our
case study which highlighted that there has been a change in the number of EU
workers applying for jobs.

IMPACT OF ANY
RESTRICTIONS
ON ACCESS TO
LABOUR

The impact of any restrictions would be significant in the North-east with many
industries relying on migrant labour. Businesses tell us it is unlikely that these
positions will be filled by the local workforce and therefore without EU migrants
there would be a detrimental impact on businesses.

CASE STUDIES

Food Manufacturer (500+ employees).
Of the (just over) 500 employees, 340 are non-UK citizens. The diagram below
illustrates the significant proportion of migrant workers from the EU. Many of
the workers are employed in key roles as follows: See tables attached.
Quote from company
“The impact of any restrictions would be huge and have a detrimental effect on
the entire industry. To put it bluntly, UK workers can’t/won’t do the work so we
have to look out of the UK for labour. Many of our processes cannot be done
mechanically so we rely heavily on our workforce. Restricting migration would be
catastrophic, not just for us, but all companies in the sector. If migration was to
be limited, the UK government would have to relax migration rules for non-EU
workers, allowing ‘lower skilled’ workers from countries such as the Philippines to
come and work in the industry. The UK cannot be self-sufficient if people won’t do
the work.”
“since Brexit was announced, we are finding it a daily struggle to attract quality
applicants and went from receiving around 10 speculative applications a day to 1.
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There has been a significant decrease in application from EU workers. When
recruiting UK workers we have found that their either did not attend the interview
or would start with us then leave within a week.”

The diagram below illustrates the significant proportion of migrant workers from the EU.

What level of skills do these migrant workers have: low skilled, semi-skilled, high skilled, or a mix?

The table below demonstrates that many of the workers are employed in key roles.

Production Manager
Shift Manager
Technical Manager
Hygiene Manager
Production Supervisor
Production Assistant
New Product Development
QC Supervisor

Irish
Lithuanian
Spanish
Portuguese
Polish
Polish
Polish
Polish
Spanish

Hygiene Chargehand

Production Chargehand

Production Team Leader

Polish
Lithuanian
Czech
Polish (x3)
Lithuanian (x2)
Latvian
Portuguese
Polish (x3)
Lithuanian
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REGION

Herefordshire and Worcestershire

SECTORS
RELYING ON EU
MIGRANT
LABOUR

Agriculture
A predominant sector in Herefordshire and Worcestershire, agricultural firms
would be unable to survive without access to an EU workforce. In order to keep
British agriculture alive, the sector is in desperate need of a seasonal scheme
post-Brexit similar to the previous Seasonal Agriculture Workers Scheme (SAWS).
This is a labour intensive industry where a substitute for labour does not
currently exist and the home workforce is, in the majority, not willing to work in
the sector. Firms have highlighted on many occasions how working with the job
centre for agricultural roles has resulted in failure with candidates “rocking up
drunk” or “only attending for a tick on their form”. When looking at attracting
younger people into roles in the sector, businesses refer to recruitment and
retention being “stubbornly low” with less than one in three success rates for
apprentices staying with an agricultural firm. Looking to the future,
mechanisation is not a viable option for the UK to rely on to address this issue for
such a labour intensive sector. Automation is a long way away, with the first ever
prototypes coming out this year which are still in need of years of development
and scores of capital investment. Even when mechanisation becomes an option,
it would be a long term challenge for the sector and investment into growing
crops that can be grown, gathered and packed in this way.
Food and Drink Production
According to the Food & Drink Federation (FDF), EEA migrants make up 27% of
the workforce manufacturing food products. On the whole, these roles are nonseasonal, permanent roles in significant supply chain companies that sell into
major brands and supermarkets. For example, locally EU migrants make up nearly
half of a 2,500 strong workforce at a food manufacturer in Herefordshire. British
consumers, as well as importers from across the globe, want UK food produce
and make an ethical decision when buying ‘British’. The FDF also found that 54%
of food consumed in the UK comes from Britain, in order to maintain this lifestyle,
companies need easy access to EEA migration to continue producing food and
remain competitive with European and global competitors. The sector struggles
to recruit locally and when they do, they usually stay no longer than three days.
Hospitality
Similar to the impact on British agriculture, the hospitality sector would similarly
struggle with limited access to EEA migration. According to the British Hospitality
Association, 24% of the workforce in the sector is made up of EEA migrants and
that the shortfall in ten years time would be one million if EU migration was to
halt all together. The roles that are predominantly filled by EU workers are vital to
the running of hospitality services: waiting staff (75%), chefs (25%) and
housekeeping (37%). I can assure you that even those who voted for Brexit to
reduce EU migration will want to be able to be served quickly, effectively and to a
high quality in their high street chains they visit on a Saturday night. If the
government is committed to growing and developing British tourism, then the
sector must be able to provide the service expected and this can only be done
with easy access to EU migration
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CASE STUDIES

Herefordshire Grower
EEA labour makes up 99% of this firms seasonal workforce of 1,350 and 57% of its
permanent workforce of 210 workers. These are predominantly low skilled roles,
although there are elements of skill when you tie them in with productivity,
which is why the 66% returnee rate is important for the firm. As well as the low
skilled roles, EU workers within the permanent workforce make up a number of
managerial and supervisor positions. This company has already seen a reduction
in the number of applicants for jobs from 10 applicants to 1 job in 2016, to 2.5
applicants to 1 job in 2017. Following research by the firm this was down to
exchange rates, feeling unwelcome in Britain and uncertainty. Without access to
an EU workforce they would need to look elsewhere for a supply of labour as
they cannot currently employ sufficient numbers from the UK. If labour isn’t
found, the firm would reduce the amount of fruit they would be able to produce
in the UK and look at other alternatives outside the UK.
Herefordshire Nursery
EEA workers make up a third of their skilled permanent staff, 7% of their semiskilled permanent staff and 76% of their seasonal workforce. Changes to this
would be catastrophic for the nursery, despite having looked at UK based sources
by working with schools and job centres; they have found it difficult to attract
local workers. The use of EEA labour successfully “plugged” the gap, proving to be
more reliable and cost effective. The reliance on this labour has become so
inherent to the business it would take years with supportive government policy,
even longer without, to reverse the trend and replace the skilled staff if another
source of unskilled labour is found. If this happened, the company would have to
dramatically reduce production and stop growing certain crops altogether. With
lower stock and higher labour costs, prices would rise and the company would be
forced to import from elsewhere in the world – an idea that runs against
biosecurity concerns which favour increasing UK production.
Worcestershire Grower
EEA workers make up 87% of this company’s 600 strong workforce, with roles
varying between low skilled packing/picking jobs and medium skilled Managers
and Supervisors. This firm has already seen their numbers of employees down by
25%–35%, again attributed to uncertainty with long term prospects in the UK and
the impact of the exchange rate on sending money home. The impact of not
having easy access to an EU workforce would put the firm at a difficult crossroads
on whether to invest in the UK or Europe. The cost of goods is dependent on
labour and they have to be able to harvest at all, a genuine concern when the
firm looks ahead post 2019.
North Worcestershire Manufacturer
This company truly describes themselves as an international company with over
half of their workforce non-UK, featuring at all levels of the company from lower
skilled floor roles and upwards to Managerial and Director level, not to mention
the MD. They have struggled to attract local candidates, despite endless attempts
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at working with the job centre. Candidates don’t last with the less cosy
conditions of a chilled food factory. The firm needs to be able employ from
Europe otherwise they would not be able to produce, pack and sell the food and
run a successful, profitable business. If access was restricted, ultimately the
company would move outside of the UK, endangering local jobs and impacting
the local economy.
Worcestershire Hotelier
A high profile Worcestershire Hotelier employs 47% of their workforce from the
EEA at a number of skilled levels. Four employees are employed as Chefs, a skilled
role which is in high demand. Other EEA workers work in traditional hospitality
roles such as waiting, bar work, housekeeping and reception, but many progress
into sales and marketing roles. Since the EU referendum they have experienced
far less applicants from the EU looking for work in the UK, a change which has not
improved since and found that higher quality applicants have been put off by the
risk of moving to the UK, and instead actually seen less experienced applicants
taking the risk instead. Should post-Brexit the access to migrant labour be
restricted the impact would be significantly detrimental to the business. For
example,it would be harder to service rooms in good time meaning selling fewer
rooms or changing the user experience, e.g. having a later check-in, which would
be a negative experience for the customer. This is the same for longer waiting
times in the restaurant or bar, while this may seem trivial in the long term this
could affect profits, reputation and after some time raise questions about the
profitability of running the business, which would in turn endanger local jobs.

REGION

Liverpool

SECTORS
RELYING ON EU
MIGRANT
LABOUR

Hoteliers, catering and education.

SKILLS LEVELS

EU migrants are employed in a variety of roles within the hotel and catering
sectors, including in management positions. Generally, employers in these
sectors regard staff as highly skilled because of the required personal attributes
required for the roles. In the leisure and restaurant sector, employers seek EU
workers with the cultural knowledge and experience that is intrinsic in providing
an authentic dining experience for the customer.
Local universities employ highly skilled EU workers in a variety of educational and
research roles. EU students form a significant percentage of their
undergraduate customers.

SITUATION POST
EU REFERENDUM

Employers have experienced a fall in the number of job applications from EU
workers and some existing staff have returned home, mainly due to exchange
rate changes. The hotel sector is seeing increased competition for labour and is
36

investing more in staff benefits and HR resources. The universities are seeing an
impact on the motivation of EU workers to enter into long-term research funding
arrangements owing a perceived lack of clarity and certainty as to their future
welcome and status in the UK.
IMPACT OF
FURTHER
RESTRICTIONS

Firms anticipate increased competition for labour, staff shortages, and an inability
to meet the demands of local economic growth projections. Smaller
independent restaurants forecast recruitment of more UK workers but are
concerned about the impact future levels of trade as the customer experience
changes.

REGION

Suffolk

SECTORS
RELYING ON EU
MIGRANT
LABOUR

Agricultural businesses are reliant on low-skilled seasonal labour and are seeking
a seasonal worker scheme post-Brexit to avoid damage to their sector.

CASE STUDIES

Fruit Growing Business
“Without a new seasonal workers scheme, we face catastrophe. The 2019 crop
and with it the future of the industry is at stake. Until now, the vast majority of
our labour has come from Europe, but there are currently no post-Brexit
guarantees that this will continue. We have to organise our workforce about a
year in advance, so September 2018 is the deadline for a seasonal workers
scheme to be in place. Without this, the consequences for us, growers,
consumers and the environment will be devastating”.

Food processing and manufacturing firms employing EEA workers with a diverse
range of skills.

Food Manufacturer
“A number of our permanent staff, and many temporary staff, including
supervisors and administrative personnel, are from Eastern Europe. If the free
movement of this labour is restricted we will struggle to get the temporary staff
required. We are also concerned that some of the permanent staff will leave.
Most of the permanent staff came through the temporary route, as this allows us
to assess the individuals before recruiting them on a permanent basis. One
option for us as a business would be the potential to use migrant workers from
outside the EU, but this will reduce our flexibility. We are looking at automation
in a number of areas, but the level of investment needed and the uncertainty
with respect to duties and tariffs, means that will we wait until we have more
information and understanding of the long-term situation”.
Case Study – Manufacturing Business
“We are a privately owned manufacturing company, making household cleaning
chemicals for the FMCG markets. We manufacture both branded and private
label products, and contract pack for others. We supply all the major retailers in
the UK, as well as grocery wholesalers and DIY retailers. We employ 56 people in
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the UK, 28% of whom are EEA job migrants. Our average length of service for EEA
migrants is 5½ years, compared to 8 years for the total workforce. As you can see,
this group is an important part of our success. EEA migrants are employed in
our manufacturing function, initially working on production lines. Many have
progressed to manager level in the organisation, as we find that they are in fact
highly skilled. All staff are employed on a permanent basis, and will complete
the role application form, as all other workers. There is a noticeable reduction
in EEA immigration in our area. We had previously not struggled to source
workers, but since the referendum, it has been very difficult.
We are still in the process of assessing the impact of any restrictions on access to
EEA labour in future, but we believe it would have a significant impact in our
region. The unemployment rate in South Suffolk, is very low, so it is very difficult
to source local employees. It is difficult to see how we will source our future
workforce in this function area. We continually look to improve efficiencies
through automation and process. However, we will always need people, so we
are limited in the plans that we can make.
Typically our production staff start as Agency workers, and are then employed
permanently if we have a need and they prove to be good. UK workers in the
same department, have been recruited through referrals from existing workers.
Previous attempts to advertise have failed to attract UK workers. These methods
have not changed since the referendum.
Recruitment practices differ across the organisation. The key advantages of
employing EEA workers in our experience are:
o Excellent work ethic. EEA workers generally operate at the higher
productivity rates.
o Good cultural fit for our organisation.
o Highly skilled.
o Motivated to succeed.
The only disadvantage is one we’ve faced since the referendum. There is now a
shortage of supply of good quality labour, and a general uncertainty. The skills &
training of UK workers has not been affected by migration. We have struggled to
engage with local education establishments. Although, we have made contact on
several occasions, there has been a lack of support. We feel that manufacturing is
not presented as a valid career choice in schools and colleges, which undermines
the sector. I am vaguely aware of UK migration polices for non-EEA migrants, but
our job migrants do not fall under the criteria for the shortage list. As such, I
believe that the list should be expanded to cover a variety of skill levels.
It is essential that we retain this source of labour if we are to remain competitive
in the both domestic and global markets. The impacts of restricting this
important part of the workforce will be felt across all workers, regardless of
migration status, sector, occupation of skill leve”l.
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London

SECTORS
RELYING ON EU
MIGRANT
LABOUR

London is three times more reliant on foreign workers than the rest of the UK.
The capital contains 11% of the nation’s UK nationals, but 35% of the UK’s EU
nationals. Over 15% of London’s workers are EU nationals and over 9% are nonEU foreign nationals5.
In Q1 2016 with 1.2m foreign nationals working in London (771,000 being EU
nationals) that equated to 25% of the London workforce being “foreign-born”.
The share of EU migrants in London is over twice as high as in any other part of
the country
Within the capital, the workforce of the economically significant sectors of
financial services and construction is made up of 24% and 36% of EU workers
respectively
Fuller detail within LCCI report: ‘Permits, Points and Visas: securing practical
immigration for post-Brexit London’:
▪ A single-issue ‘London Work Visa granting ‘indefinite leave to remain’ would
reassure current EU national employees and their London employers.
▪ The government should consider a ‘Targeted Migration Area’ designation for
the London Region, within the UK Immigration system, to manage London’s
unique skills and labour requirements.
▪ The MAC should maintain a separate ‘Shortage Occupation List’ (LSOL) for
London (as Scotland has) to attract the skills and talent necessary to ensure the
long-term sustainability of the capital’s economy.
▪ The LSOL could provide an evidence base to underpin a dedicated ‘Capital Work
Permits System’ for future migrants overseen and administered by City Hall, on
behalf of the Home Office.
▪ The Office of Mayor of London and the capital’s established business
organisations could seek UKVI licensing as the Work Permit Sponsorship Body for
the region.
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