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1. Chair’s Introduction

This is the third update to the Nuclear Skills Strategic Plan, and my first as chair of the Nuclear
Skills Strategy Group. In 2016, the UK’s nuclear industry came together to set out a roadmap
for skills and resources that addressed the needs of our sector.
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Conclusion

Four years on and, whilst we have much to celebrate, much has changed. These are troubling
times for everyone as the country faces massive challenges during the current public health
pandemic. COVID-19 has changed the landscape of our business world and had major
impacts on our economy, our way of conducting business, and our way of life.
Many things remain outside of our control, but the proven resilience of the nuclear sector
and its people offers a great deal of optimism that we can rally back to lead a post-pandemic
recovery.
With the need for a sustainable low-carbon energy supply greater than ever, we are ensuring
that this opportunity is met with a proactive skills plan that attracts and retains the best
talent from across all communities and backgrounds, reflecting the diversity in UK society
today.
As parts of our economy feel the impact more severely, NSSG activity around sector
transferability - upskilling and redeploying skills and knowledge from outside of nuclear – will
become a key imperative.
The Nuclear Sector Deal has already highlighted our sector’s role in delivering key themes
of the UK’s Industrial Strategy. Successful development of new civil nuclear projects
incorporating the latest Small Modular Reactors (SMRs) technology is only possible with a
world leading, highly skilled nuclear workforce.

38

Government partners have been directly involved in the NSSG since its inception, and are fully
supportive of this Plan. Unfortunately, due to pressures of planning the response to COVID-19,
and for the UK’s departure from the European Union, it has not been possible to have
ministerial signatures to this document itself, as we have done previously. However, we look
forward to working together to address priorities including opportunities for young people,
strengthening the focus on diversity, achieving the Net Zero Carbon target, and securing our
economic future.
As we seek to simplify and improve the overall effectiveness of the nuclear skills offering, the
recently published Nuclear Landscape Review highlighted a series of next steps for industry
consideration.
I look forward to working closely with colleagues within the NSSG and wider industry to
support the delivery of this Nuclear Skills Strategic Plan.

Corhyn Parr
Chair, Nuclear Skills Strategy Group
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2. NSSG Key outputs since previous Strategic
Plan

3. Background and context for NSSG Strategic
Plan update
3.1 The NSSG Story so far

Considerable activity has taken place over the two years since the last publication. The list below is not
comprehensive but highlights a number of our key deliverables.
In addition, the NSSG plays an integral role in coordinating skills activities in the nuclear sector, working with
external organisations to ensure alignment with our strategy. This work is being further developed with an
ongoing project aimed at achieving efficiency in the nuclear skills landscape. Early findings have been published
and further development is currently underway.

Gender Roadmap launched in partnership with the non-profit organisation Women in Nuclear (WiN), endorsed by senior
industry and government leaders.
Sector Gender Commitment signed by all NSSG & NIC members to show support to action.
Nuclear Skills Conference and Summit 2019 &2020 successfully reached 400+ stakeholders.
The Labour Market Information (LMI) for 2019 Nuclear Workforce Assessment.
Scenario based workforce planning model implemented (used to support IPA cross sector workforce planning activity).
Key research published including Nuclear Apprenticeship Survey.
A bespoke ECITB Accelerated Experience and Learning Programme with 23 individuals on a transfer programme from
EDF’s Coal-fired Power Station at Cottam to Nuclear pre-operations roles for HPC. An early example of Energy Transition
activities.
21 Apprentices from Horizon were also transferred to EDF to continue with their training, now working towards an EDF
Degree Apprenticeship or a Level 3 Engineering and Maintenance Apprenticeship.
Bursary scheme supporting individuals for education and training.

The most recent update to our
Strategic Skills Plan1 took place two
years ago, and its focus represented
a period of formation and strategic
alignment of our membership. The
update set the scene for the transition
to delivery through partnerships,
reflecting the current phase of our
work. The last two years have seen us
reaching out to identify appropriate
partners to take responsibility for
delivering different aspects of our plan.
This partnering takes many forms. For
instance, the increased ownership of
our strategic themes by our industry
NSSG member leads has led to greater
ownership and prioritisation of theme
deliverables. Working with Young
Generation Network (YGN), we have
secured ‘shadow’ theme leads from
the future talent pipeline. They have
been instrumental in progressing
our plans and have become a key
delivery partner. Skills bodies, such
as Engineering Construction Industry
Training Board (ECITB), National Skills
Academy Nuclear (NSAN) and the
National College for Nuclear (NCfN)
have taken ownership of the delivery of
specific initiatives. Women in Nuclear
(WiN) have taken responsibility for
the range of interventions required
to achieve our Nuclear Sector Deal
(NSD) gender target of 40% women

in nuclear by 2030. Through these
partnerships skills interventions,
solutions, and activities happen.
Since the formation of the NSSG, our
role as the strategic voice on skills
for the sector has strengthened, not
least through our involvement in the
NSD. We are responsible for setting,
delivering and reviewing progress
of the interventions of the ‘Future
Workforce’ strand of the nuclear sector
deal. Associated with this, we have
developed a degree of rigour around
the systems and processes associated
with monitoring performance and
benefits realisation.
In the last six months, we have revisited
our main strategic themes. Recognising
the role of the nuclear developers in
identifying and driving future skills
needs, we have now pulled together a
bespoke Developers Group, which aims
to undertake a full analysis of local and
national skills demand and supply for
the new build projects. It will compare
that with comprehensive analysis of
the current work undertaken in regions
to address future skills needs, and
then plan any additional interventions
required to meet any resourcing gaps.
Each of the other themes has reviewed

plans and objectives for the next phase,
and has created, in consultation with
the sector, a revised set of prioritised
deliverables to be implemented over
the next year.
In the two years since the last Strategic
Plan update, the nuclear landscape has
remained fluid, and our approaches
have had to remain agile and sensitive
to the environment in which we
operate. Our Strategic Plan needs to
retain the balance between being
proactive in encouraging appropriate
investment and development in skills
that may be required for the future,
with a sensitivity to the difficult
economic environment that we find
ourselves in, made worse by the
current global pandemic, which can
understandably deflect attention from
longer-term skills planning. A single
credible strategic skills plan for the
sector remains our focus: a plan that
represents civil and defence sector,
nuclear skills and skills for nuclear,
and client organisations as well as
the supply chain. The latest version
of the plan reflects the need to adopt
more scenario-based approaches, as
well as considering skills supply and
demand in the context of other major
infrastructure projects.

Business case approved, and funding from industry obtained for T Level Work placement programme, and a digital portal
for careers material.
Subject Matter Expert functional specification developed.
Online Nuclear Career Pathways platform launched.
“Equality, Diversity & Inclusion in the Nuclear Sector”, the newly developed sector owned strategy, launched. Supported by
an Equality Diversity and Inclusion Task Group together with a set of principles and a framework for action.
Podcast series “Are We Nearly There Yet?”, promoting diverse careers journeys.
Project management support for six themes of activity, future plans and key milestones.
Formalised link to Nuclear Sector Deal Programme Management Office, with dedicated resource, reporting and associated
outputs.
1. https://www.nssguk.com/media/1472/nssg-strategic-plan-update-2018.pdf
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3.2 Major Contextual Drivers
The Nuclear Sector Deal
In our 2018 Skills Strategic Plan
update2 the opportunities for alignment
to the Industrial Strategy and Nuclear
Sector Deal were identified and these
remain valid today. Whilst the exact
make up and nature of the future
nuclear programme have changed, the
importance of the sector for economic
growth, for reliable power and for
contributing to the UK’s Net Zero3
carbon targets remain true.
The NSD, and the Nuclear Workforce
Assessment issued in 2019, both set out
the skills challenges associated with a
new build programme, existing nuclear
operations, and decommissioning
activities in the civil and defence
sectors, particularly in the context of an
aging workforce.
To address these challenges the NSD
made some ambitious commitments
in the area of future workforce. The
headline target was to achieve 40%
women in nuclear by 2030. However,
in addition to this there are 21 other
commitments that can be categorised
into six main themes. To deliver these
commitments and those from the
other workgroups of the NSD, a central
Programme Management Office
has been established, supporting
the relationship and integration of
working group plans and associated
developments in reporting and
performance management. This
structure enables the formal reporting
of progress and raising of issues to
the NSD Programme Board and to
the Nuclear Industry Council. This
formal governance arrangement
therefore provides a direct route for
the activities within Future Workforce
(NSSG) working group to be raised to
the highest level. The Nuclear Industry

3.3 Government Policy
Council has been reformed since our
previous update, and has a formal role
in reviewing progress of the Nuclear
Sector Deal working groups.
The NSD recently celebrated its twoyear anniversary and a summary4 of
progress to date was developed. The
targets within the NSD allow the sector
to show the link between diversity of
thought created by a diverse workforce,
and cost reduction. This in turn is linked
to greater opportunities for exporting
nuclear capability.
In delivering these headline targets,
the sector positions itself as a credible
part of the solution towards a net-zero
carbon economy. In June 2019, the
UK became the first major country to
legislate for a net-zero target for carbon
emissions by 2050. The implication of
this legal commitment for the nuclear
sector is not yet clear; however, the
publication Nuclear Roadmap, Forty
by ‘505 presents proposals for the
contribution of nuclear that would
result in the need for additional large

and/or small-scale reactors. This
increased role for nuclear would lead
to increased workforce demand, a
demand that needs to be to be met
through effective skills planning.
In addition to diversifying our
workforce to achieve diversity of
thought, we are keen to import external
sector best practice into our sector.
This could be learning about initiatives
from other sectors that impact on
our Delivery Plan, or it could be about
secondments or recruitment activities
focused on other sectors. The external
viewpoints can bring innovation to our
sector, leading to new ways of working
and cost reduction.

Economic Policy
The COVID-19 pandemic led to a sharp
contraction in UK Gross Domestic
Product and at the time of writing,
it has some way to go to recover.
HM Treasury provided resources for
nationwide furlough schemes, but
these were intended only to be shortterm, and the longer-term effects
on macroeconomic policy are not
currently clear. The effects of increased
public debt and potential austerity
measures may be set against a policy
of investment in key infrastructure.
The nuclear sector represents vital UK
infrastructure and therefore is capable
of acting as a key plank of economic
recovery. Prior to the pandemic,
HM Treasury had already included
significant nuclear investment in
the updated National Infrastructure
Delivery Plan (2016-21)6. This was
bolstered by the publication of the
National Infrastructure Strategy7
which confirmed further investment in
nuclear energy. It later announced in
the Summer Statement8 that it would
bring forward £8.8 billion of national
infrastructure projects to help kickstart
recovery and create jobs.

Infrastructure Investment
Infrastructure planning was already a
high priority as one route to promoting
economic growth. The impact of
the pandemic has emphasised the
importance of capital spending of the
size and timescale of major national
infrastructure.

Along with colleagues in EDF Energy,
the Construction and Engineering
Construction Industry Training Boards,
and the National Skills Academy
for Rail, we are analysing the total
workforce demand and supply to
identify pinch-points and propose
mitigations. This report to government
will be produced to coincide with
the publication of the new plan. It
will provide an evidential base for
mitigations to support common skill
areas. For nuclear, the emphasis will
be on current projects, opportunities
to support the Net Zero target, and
the importance of government
commitment to the long-term role of
nuclear in the energy mix.

Forthcoming Policies
There are a number of particular
major UK Government policies in
development that we will need to take
account of through the delivery of this
Plan.

Energy White Paper
We look forward to the publication
of the Energy White Paper, currently
expected by early 2021. We expect it
to show the UK’s pathway to achieving
the Net Zero 2050 target, and to
provide policy certainty to allow the
nuclear sector to plan and invest.

Comprehensive Spending
Review
The Chancellor has announced a
one-year Comprehensive Spending
Review that will prioritise the
following areas of particular
relevance to the NSSG:
•

strengthening the UK’s
economic recovery from
COVID-19 by prioritising jobs
and skills

•

levelling up economic
opportunity across all nations
and regions of the country
by investing in infrastructure,
innovation and people

•

making the UK a scientific
“superpower”, including
leading in the development of
technologies that will support
the Net Zero target

Integrated Defence Review
The defence element of the UK nuclear
sector remains an important part of
NSSG work, and we look forward to the
outcomes of the Integrated Defence
Review currently underway. Within
the defence nuclear space there has
been work ongoing to establish the
blueprint for the future defence-related
skills needs, which will help to set the
direction for collaborative NSSG work in
this area.

6. https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/520086/2904569_nidp_deliveryplan.pdf
7. https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/938049/NIS_final_web_single_page.
pdf
8. https://www.gov.uk/government/topical-events/a-plan-for-jobs-2020

2. https://www.nssguk.com/skills-strategy/nssg-skills-strategy
3. https://www.gov.uk/government/news/uk-becomes-first-major-economy-to-pass-net-zero-emissions-law
4. https://issuu.com/nuclear_industry_association/docs/nsd_two_years_on_200915?fr=sYWQyZTE5NTA0ODE
5. https://www.niauk.org/wp-content/uploads/2020/06/Fortyby50_TheNuclearRoadmap_200624.pdf
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3.4 Government Skills Policy (England)

3.5 Skills Policy in Scotland

There have been specific effects of COVID-19 on our key areas of interest, such as a reported 46% drop in overall
apprenticeship starts in England9. We will know more about the specific impact on the nuclear sector’s apprenticeships
once we have the data from the second Nuclear Apprenticeships Survey. Information from some of the larger nuclear
employers suggests that their plans are delayed rather than permanent, but some smaller organisations and supply chain
companies have reported that their plans are very uncertain. We are working with government agencies on the way that
policies and implementation are affected by these impacts.

The Scottish Government’s overarching skills strategy is set out in Skills for Scotland: Accelerating the Recovery and Increasing
Sustainable Economic Growth10. The aims of their Strategic Plan (2019-22) are that:

•
•

All people in Scotland have the skills, information and opportunities to succeed in the labour market
Scotland’s businesses drive productivity and inclusive growth

We continue to work with Skills Development Scotland and the Scottish Qualification Authority on developing new
qualifications and Modern Apprenticeship Frameworks for the sector in Scotland.

Apprenticeship Standards
Engineering & Manufacturing Route Review
The Standards Advisory Group (SAG) has already contributed to the review by the Institute for Apprenticeships and
Technical Education (IfATE) of relevant Standards in the Engineering & Manufacturing Route. This includes all of the
nuclear-specific Standards developed by the Nuclear Trailblazer Group, and some more cross-sector ones commonly used
by nuclear employers. The SAG will respond as needed to any recommendations or changes made by IfATE in 2021.
Professional postgraduate programmes
Following the Skills Minister’s announcement in June 2020 that no Level 8 apprenticeships would be funded, nuclear
employers in the former Trailblazer Group at this level started discussions with government about alternative approaches
to linking professional development with postgraduate and doctoral learning and research. The need for a collaborative
approach to this area remains, and there is significant interest from employers and partner universities.
Apprenticeship Levy review
We worked with other partners in summer 2020 to produce a sector response to the All-Party Parliamentary Group on
Apprenticeships, regarding the impact of COVID-19 on apprenticeships, the future of apprenticeship policy, and the Levy.
The sector was keen to point out that their recruitment plans for apprentices would be affected far more significantly
by certainty on the nuclear programme and consequent public and private investment than by short-term recruitment
incentives.
HM Treasury and Department for Education (DfE) are currently reviewing the operation of the Apprenticeship Levy and
the SAG will ensure that the sector’s needs are represented in the review.

3.6 Skills Policy in Wales
Trawsfynydd
The Welsh government is developing a strategy for the nuclear sector in Wales in response to recent developments, and has
recently established a development company for Trawsfynydd - Cwmni Egino – to develop opportunities arising from the
resources of the site of the former power plant, in order to create and safeguard high value local jobs. Decommissioning of
the site continues to require skilled resource, managed by Magnox and the Nuclear Decommissioning Authority. There is
the potential for significant re-skilling of people transferring from other sectors such as Aerospace, which have seen recent
downturns.

Wylfa
The potential for a new nuclear plant at the Wylfa Newydd site on Anglesey remains, and Welsh Government is in active
discussions with potential interested parties. Skills needs for new build and plant operations for any new developments will
form part of our delivery planning.

Qualifications Policy
The Welsh sector specific approach to Engineering, which includes Advanced Manufacturing and Energy was published in
October 202011.

Apprenticeships Policy

T Levels
The SAG has discussed regularly with DfE and the Institute for Apprenticeships and Technical Education the forthcoming
introduction of T Levels, including formal responses to policy on the planned curricula. One area of ongoing discussion is
the industry placement and how high-quality placements for students can be delivered effectively in the nuclear sector.
We have contracted with NCfN to develop and deliver a pilot project using virtual delivery and simulation facilities, and
the outcome will be used to help shape policy on how these approaches can benefit involvement in the sector.

Developments in Welsh apprenticeships are based on the Apprenticeship Policy Plan (2017)12, with a particular focus on
apprenticeship take up for all ages, and meeting skills needs at Levels 4 to 6. The Apprenticeship Plan in Wales is strategically
linked for economic growth. Aligning apprenticeships with the needs of the Welsh economy is at the heart of the skills policy.
It is about creating training places to meet employer needs and enabling control of where, in what sector and at what level,
apprenticeships are delivered for maximum benefit to the country. There is a clear rationale for how apprenticeships fit into
the wider plan for productivity and growth.

Traineeships
The Chancellor’s Summer Statement announced the intention to treble the number of young people in Traineeship
schemes aimed at entry to apprenticeships. While nuclear employers are not likely to access the specific incentives in
large numbers, work has begun on gathering information as to how they plan to use pre-apprenticeship programmes to
meet their business needs. We will review demand and viability for a collaborative sectoral programme to co-ordinate this
work.

The Apprenticeship is a primary driver for upskilling within the current workforce. Whilst the drive is to encourage new
entrants to the work force to start an apprenticeship, the majority of people who will start an apprenticeship will already be in
employment and require additional skills to support business development, including utilising Degree Apprenticeships.

10. https://www.skillsdevelopmentscotland.co.uk/a-human-future-strategic-plan/strategic-plan-2019-22
11. https://qualificationswales.org/media/6722/the-importance-of-engineering-oct-2020.pdf
12 https://gov.wales/apprenticeships-skills-policy-plan

9. https://explore-education-statistics.service.gov.uk/find-statistics/apprenticeships-and-traineeships/2019-20
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3.7 NSSG Research and Strategy Publications
We have undertaken research in a
number of areas since our previous
Strategic Plan. The findings have
contributed to the development of our
strategy and the associated delivery
plan. By identifying core issues in
consultation with stakeholders, we have
built an understanding of the skills risks
that need to be mitigated, and the skills
opportunities that can be maximised.

Nuclear Workforce Assessment
(2019)
The Nuclear Workforce Assessment
(2019)13 is a core part of regular
research undertaken on behalf of the
sector. This analyses labour market
supply and demand against a number
of dimensions and will be discussed in
greater detail in section 5 below.

Nuclear Apprenticeship Survey
In 2019 we undertook the first of
a series of Nuclear Apprenticeship
Surveys14. The aim of these is to explore
the nature of apprenticeships in the
nuclear sector, how organisations
are using apprenticeships, and which
Standards are most popular. The
surveys also explore the utilisation
of apprenticeship for upskilling and
reskilling, and the extent to which the
apprenticeship levy is being recovered
by supporting apprenticeships in
the sector. The apprenticeship route
remains vitally important to developing
a pipeline of suitably qualified and
experienced people for the sector’s
current and future workforce. Analysis
in the 2019 report covers 2,078 current
apprentices, of whom 72% are new
entrants to the sector and 28% are
existing staff re-skilling or upskilling
to fulfil new roles. Regarding the age
range, only 62% are in the traditional
16-24 year old category, reflecting
a new way of using this route for
resourcing. Figures are dominated by
apprentices in England, with very low
numbers in Scotland and none in Wales.

Apprenticeship completion and
retention rates in the sector are very
high. When asked for the approximate
completion rate in general for their
apprentice recruits, employers reported
a rate of 96%. This figure is much
higher than the official average
rate seen across all apprenticeships
in England, which stands at 67%,
outlining the quality experience
provided by employers within the
sector. When similarly asked what
proportion of their apprentices they
expected to retain at the end of their
apprenticeship period, the weighted
figure from employers was even higher,
at 99%.
This report shows that the sector’s
more collaborative efforts to improve
gender balance is still required. Only
17% of apprentices reported are
female. Female apprentices tend to be
found either at lower levels (especially
in Business functions), or at higher
levels in Scientific and Management
roles, and still relatively few are to be
found at Levels 3 and 4 where many
of the traditionally male-dominated
technician roles are often found.
Between them, respondents
paid £24.25 million annually in
Apprenticeship Levy, of which they
spent only £14.69 million (61%) on
funding their apprenticeships. The
report made six core recommendations,
which the employer members of the
NSSG have raised with government.

3.7 NSSG Research and Strategy Publications
Key Findings of this research
Employers reported strong linkages
with providers. They identified that
most graduate and apprenticeship
recruitment is to / from generic Science,
Technology, Engineering & Maths
(STEM) subjects, creating a gap for
‘nuclearisation’ top up qualifications.
Despite this, there is low transferability
and portability of qualifications
throughout the nuclear sector and
other sectors with similar skills.
Some employers recognised that new
nuclear standards are not yet fully
integrated into national delivery, i.e.,
that the standards were available but
that provision, was not. Employers also
questioned the ability of colleges to
deliver the more technical aspects of
nuclear curriculum, despite being strong
in teaching of generic subjects.
Employers reported that the nuclear
skills landscape is confused with a
range of different bodies with similar
scope and remits.
No major skills gaps were identified as
threatening the industry and its safety,
though recruitment was becoming
more difficult.
These findings will be considered
through the Nuclear Skills Landscape
Review.

Following the finding in the strategic
curriculum review that structural clarity
of the nuclear skills landscape was
required, the Nuclear Skills Landscape
Review15 was commissioned to examine
roles and objectives of organisations in
the nuclear skills landscape.
Reflecting input from key stakeholders
across the sector, the landscape
review mapped the activities of skills
organisations against the Delivery
Plan themes, as set out in the “People”
targets of the NSD.

The landscape review recommended
that the sector undertake detailed
organisational design work to move
to the next stage. This would involve
establishing a design board to act
as the custodians of the blueprint
and to oversee design decisions and
implementation of organisational
changes. This will progress with NSSG
sponsorship and representation from all
the organisations involved, as part of
the next phase of activity.

The purpose of the review was to
identify opportunities to improve the
overall effectiveness of the nuclear skills
landscape.
The review found that the term ‘nuclear
skills landscape’ is used to refer to
the overall system supporting skills
provision – but there is, in reality, no
designed system in place. Stakeholders
found that the current nuclear skills
landscape is both ineffective and
inefficient. Organisational activity
is aligned against the Nuclear Skills
Delivery Plan but not driven from it,
leading to gaps in direct involvement in
the delivery plan and other areas where
there are several organisations involved.
The review presented an optimised
delivery model, based on the skills
value chain, along with a set of guiding
principles regarding the operating
of organisations within the skills
landscape.

Strategic Curriculum Review
We commissioned research on
nuclear-related curriculum to consider
availability and any potential gaps.
Along with the curriculum, it explored
employers’ relationships with their
provider network, and the portability of
qualifications outside the sector.

13 https://www.nssguk.com/media/2018/nuclear-workforce-assessment-2019-full-report-final.pdf
14 https://www.nssguk.com/media/2020/nuclear-apprenticship-survey-2019-final.pdf
Delivering through partnership. NSSG Strategic Plan 2020

Nuclear Skills Landscape
Review

15 https://www.nssguk.com/media/2481/nuclear-landscape-review-summary-final.pdf

10

Delivering through partnership. NSSG Strategic Plan 2020

11

3.7 NSSG Research and Strategy Publications

3.7 NSSG Research and Strategy Publications

Nuclear Skills Landscape Review

Nuclear Skills Landscape Review

Delivering through partnership. NSSG Strategic Plan 2020

12

Delivering through partnership. NSSG Strategic Plan 2020

13

3.8

Diversity and thought leadership

We have identified that our workforce
is not as diverse as it should be. It
does not sufficiently represent the
populations in which we work.
Since the inception of the NSSG,
Equality, Diversity and Inclusivity
(EDI) have been core tenets of our
strategy, and they continue to drive
the work being undertaken. In our
previous strategic plan, the link
between diversity, inclusivity and
innovation were emphasised, along
with the impact of this on productivity
within the sector. In addition to this
significant benefit, more diverse and
inclusive selection processes will enable
us to draw from a larger pool, to
ensure that we are attracting the best
talent irrespective of gender, ethnicity,
disability, etc. It makes no sense to
limit artificially the pool of applicants
because they do not look and think like
the existing workforce.

Fiona Rayment (the NSSG Chair at the
time of publication) stated,
“we know that diverse workforces are
more productive, and safer, and we
know that good people are scarce. The
nuclear sector will require the brightest
minds for decades to come. We need
to make sure that we can attract and
retain talent to meet current and future
skills demands; we therefore need to
remove such obstacles in every part
of our sector. Until we have a more
balanced representation, we will find
ourselves stuck in the status quo and
lacking in the all-important diversity
of thought that delivers change and
innovation”.
The EDI strategy sets out five strategic
aims, delivered through the various
work programmes:

3.8
NSSG member commitment is strong,
and has been demonstrated by formal
signed commitments in the area of
gender diversity. Sharing forums have
taken place, though to date gender
diversity has been prioritised. A renewal
of these forums, across a greater range
of characteristics, will form a central
element of the next phase of our
strategy.

The Nuclear Sector Gender
Commitment is aimed both at
individuals and at companies,
encouraging people to sign up to create
the conditions to ensure a sufficiently
balanced recruitment pipeline. This
commitment signed by all major
nuclear employers, all members of the
Nuclear Industry Council (NIC), and by
Minister Nadhim Zahawi MP.

Given the NSD target of 40% women
in the sector, we have developed a
key strategic relationship with WiN, to
partner for delivery.

Having issued the Roadmap, the
working group developed a full project
delivery plan, which has four main
areas of focus: including monitoring
and metrics, core initiatives, guidance
materials and quality assurance. These
core outputs will be developed utilising
mature Project Management principles,
including monitoring and reporting
progress into the Programme Board/
Steering group. Interdependencies with
other NSSG themes such as branding
and careers outreach will be managed
through this process.

We and WiN have both been striving
to achieve a more diverse workforce
for a number of years. Both recognise
that the sector is on a journey, seeking
to become more innovative to achieve

We have a specific area of the delivery
plan focused on EDI. However, this work
stream also ensures that these concepts
are integrated throughout the whole
delivery plan, such that awareness of
EDI become central components to any
new initiative.
To ensure the focus on EDI across the
delivery plan, and consistently into our
members’ organisations, we launched
a Sectoral Equality Diversity and
Inclusivity Strategy16. The vision set out
in this strategy is:

“a progressive, diverse and
inclusive nuclear sector that
inspires, attracts and retains
people from all communities
and backgrounds, and reflects
UK society”

Diversity and thought leadership

Progress on this workstream is fed
through via a dashboard to the NSD
Programme Board and to the NIC.
It forms one of four key metrics that
appear on this dashboard. This ensures
senior oversight on progress to the
commitments that have been signed by
the sector.
The strategy recognises that
organisations in the sector will have
their own approaches to EDI. Therefore
within the strategy is a set of guiding
principles and best practice that
can be used to build on employers’
own strategies and measurement
methodologies. The implementation
will be overseen through three delivery
mechanisms.

•
•
•

NSSG members’ commitment
Sharing Forums
Monitoring and review

The EDI gender work, and partnership
with WiN, is a clear demonstration of
our intended operational model. Our
membership represents a government,
trade union, regulator and industry
partnership, who together set the
strategic direction for nuclear skills in
the UK. However the identification and
delivery of interventions to address
their strategic plans, is delivered in
partnership with the existing network
of skills and people delivery bodies
in nuclear. Here, WiN are a natural
partner for us in coordinating the
delivery of the diversity strategy and
helping to move towards more equal
representation of women in all roles in
the nuclear sector.

New ways of working
The impact of COVID-19 on our
Strategic Plan is covered under section
3.3 above. In relation to approaches
that encourage sector inclusivity, it is
worth mentioning the opportunities
that have been presented out of the
pandemic. Large proportions of our
workforce have been encouraged to
work from home wherever possible to
minimise the risk to transmission via
the workplace.

We recognise that this will create
opportunities for some people. Those
whose work enables them to work
from home, and are equipped to do
so, might decide that home-based
working, at least as part of a routine,
could become a new way of working.
This opens up opportunities for those
for whom extensive travel was a barrier.
This might help to encourage mobility
within the sector for progression, or for
access to new roles.
We will explore opportunities created
by more remote working. However,
any recommendation will be cognisant
of the fact that these options will not
be available for all. There is risk to be
managed around creating inequalities
in accessing these working conditions,
as well as concerns regarding health
and safety (particularly mental health)
associated with being home based.
Additional support and guidance will
be required in terms of how managers
manage their staff remotely.

Image: Courtsey of EDF Energy

the productivity gains needed to be
a competitive contributor to the UK
energy mix.
A winning combination of expertise
in diversity, outreach and project
management, alongside highly
effective partnership working has
already seen the development of a
Nuclear Sector Gender Roadmap and
Nuclear Sector Gender Commitment.
The Roadmap provides guidance and
support for everyone in the industry
to achieve the NSD targets, as well
as providing a means of measuring
progress.

16 https://www.nssguk.com/media/1757/edi-strategy-final.pdf
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3.9 Involving the whole sector

3.10 Extending our reach

Involving the Supply chain

Sector Transfers

A diversity of input into our plans is
essential. We are working at ways
to reach wider and further to obtain
input. Over the last period, we have
strengthened the voice of the nuclear
supply chain, connecting into NSAN’s
Employer Advisory Board, and the
ECITB Nuclear Forum. They enable us
to share progress, and receive feedback
from those organisations that sit
outside of the core membership. We
involve organisations from the supply
chain in various working groups and
the skills engagement activities. We will
focus more on this, to ensure that our
strategic plan reflects the needs of the
wider nuclear sector.

Increased transferability from other
sectors to nuclear makes an important
contribution to thought leadership. We
can learn from other sectors on a range
of issues, and there are significant
opportunities to be gained from the
learning and experience of individuals
or companies that have worked outside
of nuclear. Traditionally the nuclear
sector has favoured nuclear experience,
potentially at the expense of innovative
ideas that can be implemented
from outside. As a result, we have
sometimes created barriers for those
looking to join. This is true of nuclear
skills and skills for nuclear, and can
particularly apply to construction and
deconstruction skills where techniques
(including digital, robotics and artificial
intelligence) could be imported from
other sectors. The Transferability
theme’s vision is to:

Civil and Defence Collaboration
We have member representation from
the Defence Nuclear Organisation,
and also from strategic partners to the
Ministry of Defence who represent their
wider supply chain. This ensures that
the needs of the defence contractors
are fed through to us, and helps to
identify ways to enhance civil – defence
collaboration. Some of the defence
supply chain companies also operate
in the civil sector and are uniquely
placed to help remove barriers (real and
perceived) for individuals transferring
between different parts of our sector.

In addition to using transferees to
enhance and develop our diversity
of thought and innovation, there are
opportunities for us to use our new
starters and early talent to do the
same. Recent examples at Sellafield
show how they are using Game Boy
technology to operate micro robots in
the legacy ponds to characterise and
remove radioactive material allowing
human divers to go into the ponds in
the near future. Apprentices operate
miniature submarine and JCB bulldozer
devices under water. Whilst these types
of innovations are being driven by
companies within the nuclear sector,
there is a role for NSSG promotion
of collaboration and learning from
experience, which will include utilisation
of this kind of technology in training
programmes and careers outreach.

The primary engagement event for
the NSSG is our annual conference or
skills summit. This has taken a number
of formats, but is always designed to
ensure that we can engage and elicit
views from the sector. Indeed the
output from the 2020 Skills Summit
was used to develop the next phase
of our delivery plan. Recognising
that these opportunities tend to lead
to similar types of contributors, we
have decided that for 2021 our core
stakeholder event will be a virtual skills
festival. This will reduce barriers of
cost and travel and allow us to extend
our reach beyond those already in our
sector.

Partnering for Delivery
We have worked closely with the
YGN to ensure that future talent are
strategically engaged. This has led to
the appointment of our YGN Shadow
Theme Leads. Partnership with the
YGN in this way has been extremely
beneficial, as it is early talent that
will be impacted most by the skills
strategies that we implement.

Enable efficient deployment and industry transfer (within/between
sectors) to ensure a competent, enthused and innovative nuclear
workforce, sufficient to meet sector need
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Skills Conference and Skills
Festival

As we move to ‘partnering for delivery’
it will be more important than ever
to consider the relationship between
national strategies and regional
implementation. Where we develop
new interventions/initiatives, we
typically pilot in a region that would
most benefit. In these instances,
working with Local Enterprise
Partnerships/Skills Advisory Panels,
County Councils and Cluster groups
become very important. We have
already seen successful implementation
of this type of regional collaboration.
For example, the Welding School of
Excellence within the Institute of
Technology in the South West has
been developed recognising a national
skills shortage, with immediate
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application for Hinkley Point C. Within
the newly formed ‘Developers Group’,
regional partners are identified for
implementation of outputs arising.
The ‘nuclear brand’ is important in
helping us to communicate to different
audiences. There will be a need to work
with organisations like the Nuclear
Industry Association, who are working
to reposition the sector, and encourage
people to rediscover the benefits
of nuclear. The alignment of this
messaging to our attraction campaigns
will help us to open up the sector and
attract applications from those who
might traditionally have not considered
nuclear as a career.

Nuclear Skills Conference 2019

International Context and
Increased international
collaboration
As our skills strategy matures in the
UK, there are increasing opportunities
for international collaboration, for
learning from shared experience, and
also potentially in terms of shared
implementation. We already work
closely with the International Atomic
Energy Authority and the Nuclear
Energy Agency, and contribute to
working group on shared issues.

Anglo-French Seminar Delegates

Additionally, working with the
Department of Business, Energy and
Industrial Strategy, we have been
involved with bi-lateral discussions with
international partner companies. This
has seen considerable activity working
with our French counterparts on a
number of issues, and more recently
with the Canadian Government. Whilst
there is always a balance between
delivering our UK skills priorities with
this type of international collaboration,
focused and selective involvement can
help deliver innovative ideas efficiently,
as preparation work can be reduced.

Delivering through partnership. NSSG Strategic Plan 2020

YGN members at the
Nuclear Skills Workshop 2020
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3.11 Delivery plan themes
Our delivery mode and implementation
is covered later in this document. The
delivery structure largely reflects that
of the previous Strategic Plan; however,
the above context has led to some
subtle changes to the delivery plan
themes.
The most significant development is
the inclusion of a new ‘Developers
Group’ theme, focusing on the
requirements of new build programmes
(civil and defence). It was felt that
our previous focus might not always
appropriately reflect the requirements
of the construction (enabling, civils and
mechanical engineering) phases by
engaging with developers nearest to
delivery and by engaging with major
UK projects and CITB.

3.12 Summary Background and Context Section
Other developments include separating
out the Gender Diversity subgroup from
the broader EDI subgroup in order to
maintain a focus on the Gender targets
in the NSD.
Finally, there has been a subtle change
to wording of what was the Local
Apprenticeships theme. This is now
being extended to include pathways
into apprenticeship, recognising that
there may need to be some innovation
in that space, to encourage uptake
of trainees in challenging economic
environments.

This new theme concentrates and
focuses on these needs. Construction
activities that might have similar skill
requirements are also undertaken in
other parts of the nuclear lifecycle (e.g.
decommissioning).

Additionally greater clarity of skills
demand in competing infrastructure
projects will affect future skills and
resourcing strategies. For these reasons,
this Strategic Plan will need to be
revisited as greater clarity is obtained.

The Net Zero target presents
a challenge for the UK, and an
opportunity for our sector. The
contribution by nuclear for the UK’s
future power demand is not yet known,
and we are awaiting more clarity in
the forthcoming Energy White Paper.
The financing attached to large-scale
nuclear reactors remains challenging,
despite evidence to suggest that
repeat builds can create 30% plus cost
reduction compared to a first of a kind
model. Therefore, future workforce
demand still lacks some clarity.

The need for diversity of thought to
ensure continued development in
innovation and productivity lead to
renewed emphasis on all aspects of our
strategy that impact in this area. As
well as accessing diverse capabilities,
there will be work required to ensure
that we are open to these capabilities,
and welcome alternative viewpoints.
We in the sector have been very good
at talking to ourselves, and now is
the time to extend this conversation
to those outside our sector, to widen
the appeal of the sector to a broader
audience.

New technologies will affect the
nature and type of skills required, so
our approach to skills planning needs
to be flexible and scenario based.
Previous skills planning and intervention
planning has been based on giga-scale
plant, and associated supply chain.
New resourcing models for alternative
reactor types are still maturing.

The theme aims to support the
delivery of new output from nuclear
as part of the Net Zero target by
mitigating considerable construction
workforce risk. It focuses on creating
opportunities for UK suppliers to grown
their capabilities and business. An
immediate priority is to deliver the
workforce profiles and skills pinchpoints for concurrent UK new nuclear
builds starting in the next five years.
These refer to UK evidence on supply,
and major infrastructure plans, and
make output recommendations on
pipeline delivery. The approach is
technology-neutral, and considers
both nuclear sector profiles and
infrastructure profiles by region. It will
include representation from the Small
Modular Reactor (SMR) community
and in time could include developers of
Advanced Modular Reactors.
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The analysis outlined in the sections
above, along with the workforce supply
and demand analysis, ensures that our
Strategic Plan is delivering outcomes
and benefits that land well within the
economic/political environment.
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These key priorities have been reflected
in our updated Delivery Plan.
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Centre of excellence creates a lasting impact
for UK skills

Creating a skills Legacy

The first new nuclear power station to be built in the UK in over 20 years; Hinkley Point C in
Somerset will provide low-carbon electricity for around 6 million homes, create thousands of jobs
and bring lasting benefits to the UK economy.

The partnership approach evidenced in the creation of the
WCoE will continue to benefit the South West region and
beyond. With a clear focus on the technical skills needs
required for welding, the WCoE will provide employers with a
work ready talent pipeline and give students a clear path to
technical employment.

Skills intervention
Delivering vital new infrastructure on the scale of Hinkley
Point requires access to a suitably skilled workforce. Without
which, it would become increasingly difficult and costly to
deliver a project, crucial to the UK’s ambitions for net zero
carbon emissions by 2050.

Working together, employers such as the HPC MEH Alliance
of Tier One contractors, the ECITB and skills providers, have
intervened to develop, support and standardise the training
of high-quality welders within the region. This approach is
designed to not only support HPC but also ensure a legacy
of a highly skilled workforce, which will position the region
favourably as it seeks to attract inward investors.

The nuclear industry along with a number of other key
industries rely on skilled welders to function effectively.
As a direct response to a skills gap in welding and technical
training, a number of partners in the region intervened to
lead an exciting initiative designed to create a talent pool of
skilled individuals suited for opportunities in the South West
and other regions.

Andy Berry
Principal and CEO of Bridgwater &
Taunton College
“We work to create innovative solutions
for industry specific skills requirements
that not only benefit our employers but
also our students, helping them to develop
the skills they need to compete in a global
market. The WCoE is a great example of
this approach” He continued “With a focus
on creating solutions to fill industry specific
skills shortages the WCoE will provide
training for new entrants into the industry
and upskilling, training and assessing for
those already employed in the sector. The
WCoE will provide employers with a skilled
workforce and students with a clear route to
technical employment.”

A combination of factors have created a shortage in the
market for UK welding skills. A declining workforce due to
retirement, redundancy and re-skilling alongside a fall in
occupational take-up, means that many of the essential
welding skills are in short supply.

Collaboration in action
To address this, an innovative cross-sector collaboration to
tackle the shortage in welding skills led to the development
of a new centre of excellence to train and qualify the next
generation of highly skilled welders at all levels.
The launch of The Welding Centre of Excellence (WCoE)
at Bridgwater and Taunton College represents a successful
partnership between the College, Weldability Sif, the South
West Institute of Technology, Hinkley Point C (HPC), and the
Heart of the South West LEP.
Delivered from state of the art facilities and designed to
provide employers with the welding skills they need to
succeed, the centre enables welders to undergo trade testing
prior to site deployment. Additionally the WCoE provides
upskilling and apprenticeship opportunities for welders
looking to join the workforce of Hinkley Point C, other major
infrastructure projects and employers across the region and
beyond.
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Karl Tucker,
Chair of the Heart of the South West LEP
“Employers across the Heart of the South
West have told us that a skilled workforce is
their highest priority for achieving growth.
Welding skills in particular are in high
demand, so we’ve teamed up with the South
West Institute of Technology, Bridgwater &
Taunton College, Hinkley Point C and the
Weldability Sif Foundation, to create the
Welding Centre of Excellence. The centre will
deliver specialised courses and train people
up with the right skills to pursue high-value
careers.”
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4. The Sector’s Requirement for Skills
4.1 Changes from 2018

4.3 The Defence Sector

Predicting the future demand for skilled workers is essential in establishing and justifying the right skills interventions for the
sector. This is particularly so at a time when developments in nuclear technologies meet an increasing demand for clean
energy, resulting in a range of new opportunities.

The defence programme provides a steady workforce demand supporting the ongoing production of seven Astute class
submarines, alongside the development of Dreadnought, the replacement nuclear deterrent Trident platform. Three Astute
boats are in construction, with completion expected to be in 202620. Construction of four Dreadnought class submarines is
scheduled, with two already underway. They are due to come into service in the early 2030s21.

However, a further challenge exists, that the industry and government have committed to address. Namely, to develop a
more equal, diverse and inclusive workforce that accesses the best of the nation’s talent. Increasing demand from new
projects provides the opportunity to improve diversity more rapidly than the turnover of a static programme.

Some of the defence engineering skills are common to the civil sector, and there has always been a two-way exchange of
workers in some areas, although it is worth noting that both have specialist competences that need suitable training and
experience. Increases in demand for civil projects could affect the availability of skills in the defence sector. One important
area of consideration will be the development of SMRs, where much of the skills and experience developed for submarine
propulsion could be used to support work on the emerging opportunities. Work on a new deterrent warhead, announced this
year, will increase the demand for many expert nuclear skills over the next 20 years in science, engineering, infrastructure, and
production. However, with the right forecast, confidence in future skills demand will support the timely supply of new talent.

4.2 The Civil Sector
Since the publication of the Nuclear Workforce Assessment (NWA) 2017, the expectations around civil new build have
changed significantly. The report was finalised just ahead of the announcement that CGN planned to construct a new plant
at Bradwell in Essex. At the end of 2018, NuGeneration ended its project at Moorside in Cumbria, and Hitachi began a review
of the Wylfa Newydd project on Anglesey (withdrawing completely in September 2020).
Hinkley Point C has continued to lead the provision of new facilities with the completion of the Unit 1 reactor base in June
2019. A fourth stage of public consultation for Sizewell C in Suffolk was completed in September 2019, and EDF Energy is
expected to make a planning application in 2020. At Bradwell B, the reactor Generic Design Assessment is well advanced, and
investigative site works and survey are underway.

4.4 Scenario planning
The NWA 2019 recognised the uncertainty in the extent of the new build programme by using two scenarios. The first
reflected the well-established projects at Hinkley Point, Sizewell and Bradwell. The second was an indicative profile that
doubled the final capacity to 18 GWe, constructed according to an arbitrary but realistic time scale, and without reference to
any specific reactor technology. This is only one of many possibilities.
As decommissioning progresses, the workforce demand decreases. The construction of Hinkley Point C, Sizewell C and
Bradwell B (in blue) raises demand in the late 2020s, but even so there is a net reduction. However, with an ageing workforce

These three projects form the core of the UK new build programme. Outside those, opportunities remain to exploit both
established sites (for additional conventional reactors) and new technologies offering more distributed low-carbon heat
and electricity. This would help to maintain a sustainable pipeline of nuclear expertise for use nationally, and for export to
overseas markets.
All new reactors under consideration over the last decade or more have been gigawatt-scale Light Water Reactors (LWRs).
However, in the last two to three years the option of SMRs has gained popularity, with government looking at their potential
in the near term, and advanced systems further into the future. The skill sets for these technologies are still being determined,
in terms of both volume and type.
The Net Zero target is a significant challenge that will need to include road transport, which makes up around a fifth of the
UK’s total greenhouse gas emissions17. Low carbon electricity and hydrogen are the established energy vectors for achieving
this, both of which can be generated by nuclear reactors.
A concrete example of the movement towards a broad nuclear power generation mix has been the establishment of the UK
SMR Consortium, led by Rolls-Royce18. A First of a Kind 400 – 450 MWe SMR is planned for 2030, with 7 GWe total installed
capacity over time.
According to Rolls Royce, “Design, development and production of a UK SMR fleet has the potential to create up to 40,000
additional highly skilled UK nuclear supply chain jobs between 2030 and 2050. These would be located largely outside of the
South East around the sites of the new nuclear plants. Investment in a UK SMR programme effectively doubles the size of the
UK nuclear industry within a period of 15 years”19

Figure 1 Overall demand for existing operations with two scenarios
for civil new build

Figure 2 Calculated Cumulative Required Recruitment for two
scenarios. Scenario 1 reaches 40,000 new or replaced FTEs, and
Scenario 2 60,000.

and natural turnover, the replacement demand is still sizable. Calculations22 of the gap between the current workforce and the
forecast demand, give a lower limit to the required recruitment to maintain planned programmes. By 2030 this would amount
to a cumulative total of 40,000 new or replacement full-time equivalents (FTEs) (Figure 2 – blue curve).
In scenario 2, the cumulative total by 2030 rises to 60,000 full-time equivalents. Given the challenge of reducing greenhouse
gas emissions to net-zero within 30 years, even scenario 2 is a modest ambition.

17.https://www.ons.gov.uk/economy/environmentalaccounts/articles/roadtransportandairemissions/2019-09-16
18. https://www.rolls-royce.com/~/media/Files/R/Rolls-Royce/documents/customers/nuclear/a-national-endeavour.pdf
19. https://www.rolls-royce.com/~/media/Files/R/Rolls-Royce/documents/customers/nuclear/smr-technical-summary.pdf
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4.5 Diversity

4.7 Forecasting

Increasing the diversity of the workforce is a high-profile aim of the NSSG’s work that includes, but goes beyond, the Nuclear
Sector Deal targets of 40% of the nuclear workforce, and 50% of apprenticeship starts being women.

Until the end of 2018, forecasts for the workforce demand for new build rested on a small range of options, based on up to
six conventional gigawatt-scale sites. The construction, location, and financing potential of modular reactor design has now
considerably increased the range of possibilities.

Women are less well represented at high levels (Figure 3). The factors that affect this are not yet clear. We find a similar
imbalance between STEM and non-STEM disciplines, where women form a far higher proportion of business functions than
they do science and technical occupations. Since the inflow and outflow of staff can both affect the gender balance, the
NWA data collection is being expanded to include leaver data for the first time.

The NIA, working with us and NIRO, has recently proposed an ambitious programme to generate 415 Terawatt hours per
year of clean energy by 2050. Electricity would form the bulk of the output at 240 TWh/year, but includes district heat at 100
TWh/year, and hydrogen production for transport at 75 TWh/year.

Information about gender is the most reliable and readily available diversity data, and this has inevitably been the focus
of quantitative analysis. The importance of other aspects of diversity, including (but not limited to) ethnicity, disability and
neurology will feature in future work. An important step towards this will be to find a common reporting format for diversity
data from different organisations.

Figure 4 Forty by Fifty - a scenario for the production of 40% of clean energy by
2050. 415 TWh per year requires a generating capacity around 50 GWe.

Figure 4 represents just one particular route, showing the total generating capacity developed over time.
The skills demand for such an expansion now needs to be determined dynamically, to account for this and other scenarios. To
this end, the NSSG with employers in the NSSG Developers Group are constructing a model that combines different reactor
workforce models on an adjustable timeline.

Figure 3 Female population of each of eight levels. Women are less well
represented at higher levels.

The first version of the simulation has been produced and tested, and is currently being populated with initial real data. We
are working with key nuclear developers to define the workforce data to represent all of the technologies on offer.

4.6 Apprentices and Graduates
Training the next generation of nuclear workers is essential to maintaining a pipeline of skills, and an opportunity to address
barriers to a diverse workforce. Apprenticeship and graduate numbers are collected in the NWA. For apprentices, we also
collect data through the apprenticeship survey, run for the first time in 2019. These two measures help to identify the most
widely used routes and potential gaps, and provide an insight that is not possible from national data sources.

The range of development opportunities opening up, at a point when infrastructure build is recognised as a crucial driver of
the economy, is a fillip to the sector, but also a challenge in the generation of robust labour market intelligence. National
data sources fall short in providing the targeted data to support the sector’s potential, and we rely on a steady flow of highquality information directly from employers. Working with our employer partners, we will continue to develop responsive
workforce models, and to understand the barriers to equality and diversity in the workforce.

With the industry’s support, we will continue to collect trainee data annually.

Delivering through partnership. NSSG Strategic Plan 2020
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Coal staff find new roles: skilled power
generation teams move into nuclear sector

EDF Energy is supporting the group’s priority to support the transfer of skills from within the sector
and other related industries. This priority is aligned to the Nuclear Sector Deal (NSD) and also
allows EDF Energy to address its skills needs.

From coal to nuclear

Next Steps

As the UK’s coal stations close, linked with government’s
commitment to decarbonisation, trained staff in that sector
are looking for roles in similar safety critical and regulated
environments.

This initiative is developing a number of core principals and
key value measures, it is already clear that there is real
value added to the individual, to EDF Energy and also to
the wider nuclear sector by such a programme.

Cottam Power Station*, owned by EDF Energy, recognised the
importance of retaining these skills and has been preparing
for its planned site closure by proactively working closely with
employees. This allowed the company to fully understand
everyone’s individual future aspirations and mobility.

This pilot programme could pave the way for similar moves
from other energy operators into the nuclear sector, at
different points in the lifecycle of the plants. The key is
to develop a programme that is open and accessible and
transferable for all those that would benefit from it.

And so far 20 Cottam operations staff have moved from the
station to other roles within EDF Energy’s new nuclear fleet.
EDF Energy is working with ECITB to develop and support
a development programme that will help these individuals
into their new roles within the nuclear business which include
Operator Technicians, Maintenance Technicians and desk
engineers.
ECITB is funding the Accelerated Experience and Learning
Programme (AELP) which builds upon existing operational
and generic knowledge and skills.
Those on the programme are experienced individuals who
are technically competent, and the course recognises these
skills and tops them up with the elements required to ensure
they meet the suitably, qualified and experienced personnel
(SQEP) criteria required by the nuclear sector.
In addition, there are skills and competencies that the
staff from the Cottam Power Station bring to the nuclear
environment including agility, innovation and commercial
acumen.
The scheme also delivers reduced training time, accelerated
speed to competence, and cost savings, as well as diversity of
thought.

Ian Williams, Operational Capability Lead, Nuclear Skills Alliance, EDF Energy
Generation
“There are many benefits in the ECITB supporting the training of individuals
transferring from one of EDF Energy’s coal power stations to one of its nuclear sites.
From EDF Energy’s perspective the accelerated programme has, in several cases, reduced
the training commitment by approximately one third, which for an 18 month training
programme, means that the individual is ‘suitably qualified and experienced person’
(SQEP) in 12 rather than 18 months, thus being a core ‘worker’ in their respective role
much quicker. This utilises the individual’s prior knowledge & skills and is used to
baseline the huge training commitment required for individuals to become SQEP within
the nuclear sector. This links the technical and behavioural aspects required in a highly
safety critical working environment.”

Jamie White, Construction Skills
Capability Lead, Nuclear Skills Alliance,
EDF Energy Generation
“ECITB have been incredibly pro-active in
increasing the retention of trained and qualified
staff, ensuring that these vital skills, attitudes
and behaviours are not lost to our industry.
People are highly valued within EDF and the
ECITB have supported our commitment to our
staff and ensured that they have a bright future.
The latest ECITB strategic plan will build on
this desire to serve the industry in the most cost
effective way possible. Skills training in the
nuclear sector is long, arduous and expensive.
To be given the opportunity to reskill these
individuals is invaluable and will both sustain
the existing generation platform, and will seed
the skills required for the Nuclear New Build
Programme in the UK.”

Although sad to see Cottam close, those joining the
programme are pleased with the opportunity to remain
within EDF Energy and with the support that the ECITB has
provided to help make this happen.

l-r: Lesley Cox, Cottam Power Station; Ian Williams, EDF Energy; Mike
Preston, ECITB; Beccy Pleasant, NSSG and Jamie White, EDF Energy met in
late 2018 to explore the transfer scheme which is now live.

* In February 2019 EDF Energy announced it had decided to end generation at its Cottam coal-fired power station in North
Nottinghamshire; the company proposed to cease generation on 30 September 2019. Coal-fired power will be phased out altogether by
2025 under Government policy.
Delivering through partnership. NSSG Strategic Plan 2020
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5. Delivery Mode and Implementation
5.1 NSSG operational model
Our strategic direction, our mission,
objectives and Key Performance
Indicators are developed by our
members from industry, trade unions,
government and regulators. These are
then translated into a Delivery Plan
with the help of the Strategic Support
Team, offering support to the sector
in nuclear skills, project management,
labour market intelligence, policy, and
communications. The background
and context, and labour market
intelligence feed into a delivery plan,
which is organised around themes.
The themes identify the key categories
of intervention where there would be
benefit from cross-sector collaborative
action, and these themes broadly
align with the theme identified in the
Nuclear Sector Deal, thus allowing
alignment between the activities of the
NSSG, and the NSD.
Under each theme a series of short
and medium term interventions are
identified, and in those areas with
longer term KPI’s, a roadmap has
also been developed to identified the
interventions and expected impact
over a longer duration. While the
delivery plan is a rolling document, the
theme owners, in consultation with
employer review and identify priority
interventions every 12-18 months.
These interventions are prioritised,
according to available resource and
then are fed into the NSSG Delivery
Plan, which captures activities required
to implement the intervention, owners,
and timescales. Key milestones for
these interventions feed into a Delivery
Plan Dashboard, and this is used for
reporting progress into the NSSG on a
quarterly basis.
Currently, the enabling strategy is
developing. Theme owners identify
potential resources to support, or
engage with organisations in the
landscape that are well placed to
support the activity. Delivery teams
form around each theme/subtheme

5.2 Delivering on the Themes
that assigns and monitors progress
at the activity level. Where financial
resources are required, then the theme
owner would present a business case to
the NSSG, outlining required funding.
In these instances, the development
work is outsourced via tender process
(unless there is justification for a
single source tender). This enabling
strategy, and the way in which external
organisations support the delivery
of the NSSG strategy, is subject to
amendment as part of the Landscape
Review objectives.
A key objective of the NSSG is to add
value through collaboration. Members
pay a fee to be part of the NSSG,
and expect to achieve a return on
the investment that they have made.
Through each of the themes, and
associated deliverables, the NSSG will
realise benefits and will work with
industry members to demonstrate that
benefit back to their organisation. Each
key output in the delivery plan (how),
contributes to an outcome (what),
which in turn contributes to a benefit
(why). As the NSSG moves to the next
phase of delivery, we will be working
harder on understanding and realising
these benefits and making sure that
every organisation can see the value of
their membership to the NSSG.

The NSSG is a strategic group, and we rely on working together with partner organisations to ensure that the strategic
themes lead to valuable action for the sector. An overview of recent developments and future priorities for our themes include
the following:

The NSSG is
organised along
six themes:
• Enhanced Skills
Leadership
• Sector
Transferability
• Pathways and
Apprenticeships
• Exciting the Next
Generation
• Staying at the
Cutting Edge
• Developers Group

Enhanced Skills Leadership

Pathways and Apprenticeships

Exciting the Next Generation

Theme Leads: Corhyn Parr (NDA) and
Georgina Hines (NIA)

Theme Leads: Jennie Chapman (EDF) and
Charlotte Burman (Royal Navy)

Theme Leads: John Male (ONR), Richard
McMeekin (MOD) and Priya Hira (NDA)

This theme sets the strategic direction
for skills. Its objective is to develop
a coordinated landscape with clarity
of responsibilities, and coordinated
action on priority areas. It helps
to set an aligned voice within our
sector, to government but also to the
outside world. It sets the strategic
direction for recruiting, retaining and
developing a diverse future workforce.
It also develops and analyses the
resource demand picture for the
coming decades. This labour market
intelligence is a key element of strategic
skills planning.

This theme has so far focused on
ensuring that the nuclear sector had
the necessary mechanisms in place to
recruit and train apprentices, especially
in light of the new Apprenticeship Levy
and the new system of Apprenticeship
Standards in England. Now that this
has become “business as usual”, the
delivery plan actions concentrate
on quality, and on supporting the
pathways into apprenticeships and
the routes people can take to progress
their careers. We are particularly aiming
to diversify the applicants to these
schemes, reaching out to people that
might not have traditionally considered
nuclear, in order to ensure that they
can benefit from the economic value
associated with our sector. We have
started to gather information on how
employers are using pre-apprenticeship
programmes, T Levels and using the
Levy to upskill their staff, and are
sharing this information in a series of
webinars and guides to good practice.
We are exploring development
of collaborative programmes to
broker placements and to support
apprenticeship entry.

All employers in the sector are already

Sector Transferability
Theme Leads: David Boath and Sarah
Grayston (Jacobs)
The theme looks at how we move
people into, between and out of
the nuclear sector – recognising
the value of people from different
sectors, and backgrounds. It explores
the benefits of transferring people
between civil and defence and between
nuclear employers. It is clear that
transferability can add much value to
the sector but there are still too many
barriers in supporting mobilisation of
resource into and between the sectors.
This theme looks at issues such as
security, induction, and competency as
potential barriers, and makes the case
for change for doing things differently
to make these more efficient.

Theme Leads
Each theme is allocated a lead from
among the NSSG membership, and
we have recently strengthened this
arrangement by adding Shadow Theme
Leads from among volunteers from the
Young Generation Network. The lead
member is accountable for the action
delivered, and often works with their
shadow to pick up on some items that
need to be closed out. The names of
these people are listed on our website.

conscious of the need to encourage
a new generation of young nuclear
professionals, to give us the long-term
stability we need as we replace our
older workforce. Most are already
involved in a range of programmes
on careers information and outreach
to young people, and our aim with
this theme is not to duplicate that
but to add value by collaboration.
NSSG members have contributed a
proportion of the resources they would
already be spending on this area to
support work in two main initial areas.
The first is the pilot programme using
virtual and simulation technology to
overcome the potential barriers to
hosting placements for young people
on restricted sites. The second is a
collective portal of information for
employers showing them the myriad
programmes and support materials
available for them to use in reaching
out to young people. We will be using
contracted delivery partners for each
of these. Once these are underway, we
will be exploring how we can better
support the Continuing Professional
Development of teachers in schools and
colleges so that they have a good, up
to date understanding of the modern
nuclear sector.

A description of each theme follows to
highlight each themes core objectives,
and the key areas of focus.
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5.2 Delivering on the Themes

5.3 Stakeholder Map

Staying at the cutting edge

Developers group

Theme Leads: Liv Thompson (NNL), Zara
Hodgson (NIRO) and Dakotah Shirfield
(NDA)

Theme Lead: Jennie Chapman (EDF)

This theme is designed to address to
ensure we have subject matter experts
and higher-level skills for the future,
recognising in particular the age
profile of our existing SME population.
This theme looks at development
programmes for areas for higherlevel skills in more niche areas, where
we might not need as many people,
but the capability is critical for our
organisations. We are particularly
looking at how we can we can develop
vocational pathways to these higherlevel skills to facilitate access to those
who might not want to (or be able
to) study full time for so long. The
theme also focuses on the professional
development for subject matter experts,
to ensure access to quality career
development opportunities.

This is a new theme, recognising the
specific requirements of the new build
developers, who are competing with
similar skill requirements from other
major infrastructure projects. The theme
focuses on the main gaps between
project demand for certain skills, and
the current project supply of these skills,
and then will work with regional and
national skill bodies to ensure that the
opportunities for new build programme
are maximised for young people in the
local area. The theme looks at developers
needs to for existing planned gigawatt
scale plant but is also engaging with the
UK SMR Consortium to help with early
skills planning for the potential UK SMR
fleet.
The key outputs and milestones for each
of these theme are captured in section
5.3 (The Why, What, How plan). Detailed
activity level planning is held by the NSSG
strategic support team but can be shared
on request.

Themes and interdependencies
The first five Themes were developed to align with those in the Nuclear Sector Deal. These have been shaped to
deliver not only NSSG specific deliverables, but also Nuclear Sector Deal commitments. The Developers Group was
added this year to reflect the particular skills development of nuclear new build.
Some activities within the Enhanced Skills Leadership theme have interdependencies with both the Exciting the Next
Generation and Developers themes. These interdependencies occur when there are cross cutting activities occurring,
such as ‘branding of the sector’ and ‘Dynamic Workforce Planning’. The Enhanced Skills Leadership Theme’s aim is
to exploit and demonstrate the need for a diverse and inclusive sector, as well as setting the direction for achieving
this through the Skills Strategy piece. Expertise from external organisations and companies will be providing support
to deliver on these in conjunction with the NSSG strategic support team, the Nuclear Sector Deal Programme
Management Organisation, and the Theme Leads.
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5.4 Delivering the NSSG Strategic Plan: the why, the what and how

5.5 Risks and challenges

1

Risk/challenge

Impact

Insufficient and/
or uncertainty over
work to train the
workforce

Loss of our brightest talent, demotivated workforce, loss of supply
chain (particularly damaging in the
defence sector), delays to nuclear
programmes and over-dependence on
foreign labour for civil new build

Risk
Mitigating actions
Factor
M

1.

2.
3.
4.

Inability to build competence and
experience in time

5.
6.

2

3

Insufficient
Training
Infrastructure Training provider
base may not have
the capacity or
capability to deliver
training required.

Robustness and use
of Labour Market
Intelligence

Lack of suitable training available to
meet industry demand.

M

2.

Increased costs of training due to lack
of geographical alignment of training
available to where training required.

3.
4.

Poor quality of training with
insufficient depth to satisfy industry
requirements for future safe operation
– erosion of fundamental knowledge
base in new technologies.
Problems with the nuclear programme
due to lack of SQEP due to incorrect
advice from NSSG. Or wasted resource
and poorly motivated students
following poor direction from NSSG.

5.
6.
M

Insufficient diverse
talent pipeline

Cost increase due to salary inflation
through a more limited supply.
Loss of ‘diversity of thought’ and
good practice from other sectors.

1.
2.
3.
4.

Potential loss of credibility and
trust in nuclear skills strategy by
students, industry, supply chain and
government.
4

1.

5.
M

1.
2.
3.
4.

Group recruitment and secondment schemes (across
Nuclear sector and across sectors for more generic skills)
to share practical experience and grow competence.
Transferee schemes. [2.2, 4.2]
Remove barriers to speed-up resource deployment [4.1/
4.2]
Public contracts to specify use of trainees.
UK/ France collaboration targeting academic, NNL and
Industry exchange.
Introduce specific bursary schemes and other initiatives to
‘pump prime’ to ensure timely recruitment.
Continued discussions with Government regarding
optimising funding (including levy) to support the sector.
[2.3]
Enhance confidence in training needs from all levels of the
industry. [1.4]
Clearer understanding of scenarios to inform training
provision decisions [1.5]
Group schemes enable training to be spread ahead of
demand [2.2]
Working with providers on the requirements for training
equipment and simulators. [5.2]
Closer involvement and communication with training
organisations on standards and training frameworks. [2.1,
4.3]
Greater targeted and prioritised investment tailored to
specific local needs.
Optimal workforce mobilisation model [1.6]
Industry commitment to provision of accurate source data
Improved communication of report to ensure all data
providers understand the implications of poor data
collection. [1.4]
Ensure participants gain benefit from reports and advice
given and consequently value the importance of the data
collection exercise. [1.4]
Gain an improved understanding of the supply side
through a modelling capability. [1.5]
A branding and sectoral communication strategy [1.2]
A sectoral Equality, Diversity & Inclusivity strategy [1.3]
Initiatives to excite the next generation [5.1,5.2,5.3]
Increase number of apprentices, graduates and
transferees from other sectors [2.2, 4.1, 4.2]

Don’t think differently or challenge
the status quo.
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5.5 Risks and challenges

5

Risk/challenge

Impact

Lack of workforce
transferability

Serious impact on the
interchangeability between civil and
defence sectors and the regulators’
ability to recruit experienced
resources. This could lead to delays to
the nuclear programmes

5.5 Risks and challenges
Risk
Mitigating actions
Factor
M

2.
3.
4.
5.

Loss of SQEP personnel to other
sectors and the inability to get
transferees onto paid work due to
their inexperience

6.

Supporting industry
to embrace
technology
advances - Industry
fails to respond to
changing reactor
technologies,
innovation
or advanced
production and
manufacturing
techniques

The industry is not prepared for new
technologies and cannot compete
internationally with other nations
who have made greater advances.
NSD targets cannot be met without
innovative approaches and advanced
manufacturing techniques.

7

Retention of
SME Knowledge/
Expertise

Potential problems during future
commissioning, operation, failure
modes or maintenance when there is
a demand for skills or knowledge from
previous generations of plant at that
early phase in their operating cycle.

M

8

Leaving EU

A rapid exit from Euratom could affect
the UK nuclear industry.

M

6

1.

M

1.
2.
3.
4.
5.
6.

Move to standardised standards and qualifications. [2.1,
4.3]
Collaborative approach to skill provision: Better coordination, mapping and interfacing with frameworks of
devolved nations [2.1]
Mobilisation and transfer scheme, ME&H mobilisation
[4.2]
A range of standards and qualifications [4.3]
Standardise career pathways across sector: rationalise job
profiles and publish / promote them. [4.4]
Develop regional plans in collaboration with LEPs, training
providers, industry and supporting bodies.
Future technologies landscape review [3.3]
NCfN curriculum to consider technology advances
Standards and qualifications for technology advances
[4.3]
Diversity of thought from other sectors [4.2]
NIRO report on future technologies
University research and CDT programmes

9

10

11

12

Many of the nuclear co-operation
agreements relied on by the UK
are Euratom agreements. Where
the UK has current bilateral nuclear
cooperation agreements in place,
those agreements are predicated on
application of the Euratom safeguards
regime within the UK.

1.
2.
3.
4.
5.
1.
2.
3.

CDT programme to support SME development [3.1]
Professional postgraduate programmes [2.1]
Nuclear STEM Returners Programme [3.3, 3.4
Development scheme for transferees from other sectors
[3.4]
Experconnect or NI alumni scheme
Ensure a sufficient UK pipeline of nuclear skills. [2.2]
Establish a UK pool of SME expertise independent of the
EU. [3.3, 3.4]
Work with Government to lobby safeguarding of access to
labour and EU facilities

Risk/challenge

Impact

Leadership of the
industry sector on
nuclear skills

The Nuclear Sector Deal objectives
and targets are not met through
dis-jointed and ineffective action
through the nuclear sector. The
benefits and need for change are
not communicated or supported for
implementation.

M

The exploitation of new technologies
and advances in production/
manufacturing techniques necessary
to meet the Nuclear Sector Deal
objectives will not be possible without
commensurate up-skilling the
workforce.

M

Regional
Implementation
- Inefficient and
disjointed skills
development
implementation.

Development of a diverse talent
pipeline through local schemes and
access to LEP funding support would
be impacted. National solutions will
be less effective if regional differences
are not taken into account through a
regional implementation plan.

M

Leaving EU

Coronavirus impact on business unit
model

H

Integration of
People with other
sections of the
Nuclear Sector Deal

Risk
Mitigating actions
Factor
1.
2.
3.
4.
5.
1.
2.
3.
1.
2.
3.

1.
2.
3.

13

Reduction in
membership
organisations
capable/willing
to pay NSSG fee
due to COVID-19
repercussions

Member contributions account for
the majority of the funds allocated
to delivering on the work projected
by the NSSG so without a reasonable
yield, the NSSG secretariat will have
to cut back on its resource or amount
of proposed work to be delivered.
This would have an impact on overall
success of the NSSG, as a delay in
delivery would be a set back to the
already defined yearly plan.

H

1.
2.

Update of NSSG Strategic Plan [1.1]
Integration of NSSG programme with NSD
implementation.
Clarity of outputs and linkage to benefits of programme
delivery [1.1]
NSSG Nuclear Skills Conference
Communication activities including NSSG website
Developments of outputs and programmes on good
practice from other sectors [4]
Development of new standards and qualifications for new
technologies and production/ manufacturing techniques
[4.3]
Integration of People with other sections through the NSD
implementation programme.
Place workshop to prioritise regional themes and integrate
with NSSG delivery plan.
Attendance of regional LEP groups such as HSDF-People.
Integration with overall NSD implementation programme.

Ensure a sufficient UK pipeline of nuclear skills. [2.2]
Establish a UK pool of SME expertise independent of the
EU. [3.3, 3.4]
Work with Government to lobby safeguarding of access to
labour and EU facilities

Invoice current members early, with the intention to
receive payment in full (lump sums)
Allow for a potential loss in the budget funding allocation

Without these arrangements in
place, it could affect the UK’s ability
to continue access to European
programmes, utilise EU facilities and
take skilled employment of nationals
from any member in the field of
nuclear energy.
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A Winning Partnership to Increase Sector
Diversity

The Outcome so far

The NSSG has recognised that the Sector’s ambitious Nuclear Sector Deal commitment target
of a 40% nuclear sector female workforce by 2030, can only be achieved through working
collaboratively on a journey towards greater diversity.

The aim
The NSSG and WiN UK partnership recognised that the
Nuclear Sector Deal target means the sector needs to
move towards improving gender diversity in the very near
future. Using NSSG data and modelling, gender balanced
recruitment is required now to hit the target by 2030. The
aim of the Enhanced Leadership Workstream was therefore
to develop an approach that supports this move. This has so
far taken the form of two high-profile key outputs:

•

•

A Nuclear Sector Gender Roadmap that both provides
guidance and support for everyone in the industry to
achieve the NSD targets, as well as providing a means
of measuring progress
A Nuclear Sector Gender Commitment aimed at both
individuals and companies who can sign up to work
with the sector to create the conditions to ensure a
sufficiently balanced recruitment pipeline.

The Process
The development of the Nuclear Sector Gender Roadmap
and commitment was a collaborative exercise. In the first
instance the NSSG established a Gender Subgroup within
its wider Diversity Working Group, with WiN UK chairing this
group. The Group set out the key commitments required from
industry to meet this ambition.
This will see the sector recognising the need to recruit at
least 50% women now to meet replacement demand (across
apprenticeships, graduates, and experienced hires). This
important subgroup consists of a core group of employers,
including representatives from the Nuclear Decommissioning
Authority (NDA), NNL, EDF, The Department of Business,
Energy and Industrial Strategy (BEIS), Cavendish Nuclear,
Babcock, Prospect Trade Union and MOD. The subgroup
therefore represents both the civil and defence sectors; it is
chaired by Stacey Hatch, Magnox Ltd, and WiN UK board
member responsible for aligning WiN UK and NSSG gender
focus+ed activities.
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Launched in 2019, the Roadmap sets out a plan of action across five themes: Attraction, Retention, Indicators, Industry
Guidance and Enablers:

Having issued the roadmap, the working group have now
progressed to identifying a full project delivery plan, which
has four main areas of focus:

•
•
•
•

Dashboard and metrics
Collation, quality assurance and signposting of relevant
materials and commissioning creation of additional
resources
Mobilisation of a coordinated Delivery Network
Developing, promoting and quality assuring sector-wide
information and guidance

These core outputs will be developed utilising mature
Project Management principles, including monitoring and
reporting progress into the Programme Board/Steering
group. Interdependencies with other NSSG themes such as
branding and careers outreach will be managed through
this process.

Indicators
2020: 20% Women in nuclear
2021: 50% Female apprentice starts
2030: 40% Women in nuclear

Attraction
Coordinated and structured career engagement activity
Recruitment of Ambassadors and role models
Inclusive materials/resource bank to support attraction activity

Retention
Influencing attendance and content at industry events
Supporting mentoring programmes

Lynsey Valentine, President, WiN UK
said:

Analysing female attrition
Career progression sponsorship

“The NSSG and Women in Nuclear UK
have both been striving to achieve a more
diverse workforce for a number of years.
We know that a workforce that is made up
of different types of people has a greater
diversity of thought – which can only be
truly harnessed through the creation of an
inclusive environment. We’re delighted to
launch this important Gender Roadmap
which is supported by a number of partner
delivery organisations. Importantly it is also
accompanied by an Industry Commitment
being signed by senior leaders across our
entire sector.”

Guidance
Recruitment & retention guidance suite
ED&I maturity assessment
D&I support for existing workforce
Curating, signposting & identifying relevant support materials

Enablers
Evidenced-based targeted action
Communications, signposting and promotional activity
Fully resourced delivery plan
Sharing best practice in all areas of diversity & inclusivity
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6. Conclusion

In this update to our Nuclear Skills
Strategic Plan, we have set out the
key issues driving the skills needs of
the UK’s nuclear sector now and in
the future. We have already seen the
benefits of NSSG collaboration, and
we believe that the future strategy
we set out here is the right one to
continue this approach in meeting the
challenges.
There is considerable uncertainty facing
the nuclear sector as we write this Plan.
The world is responding to a global
pandemic, and investment decisions
remain to be made regarding new
nuclear build in Wales and elsewhere in
the UK. We look forward to a number
of public policy decisions around the
Energy White Paper, the Apprenticeship
Levy, the Defence Review and a
Comprehensive Spending Review.

We look forward to working with
government on a revised Nuclear
Sector Deal, given that we are now two
years on from the original Deal and
recognising the need to incorporate all
of the changes that we face.
The work that we have begun on
reviewing the nuclear skills landscape
reflects our view that now is the time
to make sure that the mechanisms
in place for delivery of skills-related
services are suitable for our sector’s
needs.
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This array of forthcoming changes
and decisions might mean that we
need quite quickly to revise this Plan
again, so we will keep it under review.
Whatever the outcomes may be,
though, we know that the nuclear
sector has a vital role to play in the
UK, and it will need a highly-skilled
workforce that is diverse, agile, and
able to respond to changing conditions.
Even if some of the methods need
future revision, we are confident that
our Strategic Plan shows the right way
forward.
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NSSG Members

Contact us
01925 515 220
www.nssguk.com

Supported by
for science industries

