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Introduction & Overview of 2021 
 

In March 2019, the industry and government 
signed the Offshore Wind Sector Deal to 
underpin the delivery of 30GW (now 40GW 
including 1GW of floating wind) by 2030. The 
Sector Deal included numerous commitments 
related to People and Skills (P&S) primarily to 
increase numbers and diversity of the workforce. 

RenewableUK is the sponsor for the P&S 
workstream into the Offshore Wind 
Industry Council (OWIC) and a skills 
professional was appointed to direct the 
P&S delivery (Celia Anderson). A strategic 
advisory board was established (Investment 
in Talent Group - IITG) to drive forward the 
delivery of the commitments chaired by the 
P&S Workstream sponsor, Melanie Onn, 
Deputy CEO of RenewableUK. The IITG 
includes representation from BEIS, the 
devolved administrations, The Crown 
Estate, the Department of Education and 
Scottish Offshore Wind Energy Council 
(SOWEC) Skills Group, as well as key 
industry members. The group is currently 
expanding to include additional companies 
to be more representative of the breadth of 
the industry.  
 
(Continued Overleaf…) 
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2021 was a challenging year but the offshore wind 
industry has shown considerable resilience and 
continued to grow, and recruit. The impact has 
been more severe in the supply chain, but some 
critical skills shortages are becoming increasingly 
evident throughout the industry. The primary 
focus of the IITG is identifying and establishing 
plans for addressing the critical skills gaps and 
shortages including: 
 
• Electrical (particularly Senior Authorised 

Persons, substations, HV and cables)  
• People with abilities to manage significant 

sized projects and multiple contractors  
• High level digital specialisms including data 

analytics, artificial intelligence, robotics, 
digital engineering/science, machine 
learning, SCADA related skills, software 
development, as well as general digital 
literacy 

• On and offshore logistics and 
• Skills needed in the consenting process in 

industry, Statutory Nature Conservation 
Bodies and regulators e.g., environmental 
and marine science, oceanography. 

 
 Delays in a number of major projects is giving 
concern that the timing of their delivery will 
intensify demand, competition and reduce the 
potential to maximise content at local and 
regional level. It will also result in increased 
competition for people and critical skills as other 
sectors grow.  

It is proposed that a quarterly P&S Bulletin 
is produced providing an update of P&S 
activities to everyone contributing to the 
P&S workstream delivery. This current 
bulletin only provides of an overview 
delivery a focus on 2021 activities. The next 
P&S Bulletin will report what actions will be 
undertaken in all areas including what is 
planned to address critical shortages within 
the sector and, where appropriate, 
attracting from other sectors. 

 
The programme of delivery for 2022 - 24 is 
being finalised for agreement by the IITG in 
Q1 of 2022.  
 
 

 

 

1. Increasing the Mobility of People 
 
Offshore Energy Access  
 
In the Sector Deal, industry committed to the 
delivery of an “offshore energy passport”. 
Significant progress has been made in this area. 
A Memorandum of Understanding is being 
prepared to commit and provide the framework 
for the offshore wind, oil and gas, and maritime 
contracting sectors to collaborative working on 
identifying areas of synergy and the alignment, 
as far as possible, of training standards. In 
addition a Wind Access Portal will be launched in 

early 2022 to provide clear information on 
training requirements to access work in the 
industry. 
 
 
 
 
 
 
 
 

 

Have you visited the People & Skills pages on the 
OWIC website?  
See https://www.owic.org.uk/people-skills  

 

https://www.owic.org.uk/people-skills
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Military 
 
The industry committed to facilitating the 
movement of the military into the industry. The 
focus to date has been building an informal 
network through Military on the Offshore Wind 
Sector LinkedIn group and providing mentoring 
to individuals, both serving and ex-military. 
Sponsored by Ørsted and delivered by 
RenewableUK, a military transition webinar was 
produced, superbly delivered by veterans who 
have already made the move. In November 
2021, a Military Working Group was established 
with the aims of: 
 

• Identifying the barriers to military moving 
into the industry 

• Developing a Sector Guide for Service-
leavers and Veterans 

• Developing a Best Practice Guide for 
Employers to attract, recruit and support the 
military community including their spouses 
and partners. 

• Supporting transition training e.g. the 
programme being delivered by ECITB (for 
information contact 
Martyn.Johnson@ECITB.org.uk 

• Expand the network of ex-military in the 
industry 

 
Military Working Group Chair – Colin 
Brown, Aker Offshore Wind.  
 
Military Working Group participants are 
individuals are contributing input because of 
their military experience and so may not be 
representing their company or the Armed 
Service with which they served. 
 
Mission Renewable is a new Community 
Interest Company that has been established to 
provide support for service leavers and veterans 
moving into the renewables sectors, with the 
initial focus on offshore wind. The Working 
Group will support them providing the industry 
input. They aim to launch on 24 March 2022 at 
their National Military Transition Event in 
Silverstone. Companies are invited to send 

veterans to provide information, advice and 
guidance to service leavers considering 
offshore wind (and enabling sectors) as their 
next career option. For information Mission 
Renewable.                                                                                                          
 
 
 
 
 
 
 
 
 
 
 
 
 
During 2020, all the business units within 
Vattenfall signed the Armed Forces Covenant 
and in autumn 2021, Vattenfall Heat Ltd and 
Vattenfall Wind Ltd, along with 30 other 
organisations, were presented with their Silver 
Employer’s Recognition Award.  
 
For more information about Armed Forces 
Covenant and Defence Employment 
Recognition Awards Home - Armed Forces 
Covenant  

Defence Employer Recognition Scheme - 
GOV.UK (www.gov.uk)  

 

Employer Recognition Silver Awards – Eastern Region 

 

mailto:Martyn.Johnson@ECITB.org.uk
https://www.missionrenewable.org/
https://www.missionrenewable.org/
https://www.armedforcescovenant.gov.uk/
https://www.armedforcescovenant.gov.uk/
https://www.gov.uk/government/publications/defence-employer-recognition-scheme/defence-employer-recognition-scheme
https://www.gov.uk/government/publications/defence-employer-recognition-scheme/defence-employer-recognition-scheme
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2. Workforce & Skills Data 
 

The Sector Deal committed to increasing the 
from workforce 16 000 to 27 000 direct 
employed as well as setting targets around 
gender, ethnicity and apprenticeships. As the 
main mechanism to track and report on 
workforce data the industry developed a 
workforce and skills model in partnership with 
the National Skills Academy for Rail (NSAR). The 
research was released in February 2021 and 
showed that the number of people working in  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
direct and indirect jobs in the UK’s offshore wind 
industry will rise significantly from 26,000 
today to over 69,800 by 2026. Most of the jobs 
will be created in parts of the country which 
urgently need levelling up, including the north-
east of England, Yorkshire and the Humber, East 
Anglia and Scotland. This will be supported by 
over £60.8bn of private sector investment over 
the next five years.  OWIC Offshore Wind Skills 
Intelligence Model Report 
 
The industry is currently surveying companies 
for the next instalment of data with support 
from the cluster bodies, RenewableUK (and 
RenewableNI and Renewable Cymru), SOWEC 
Skills Group. The financial data, which underpins 
the jobs forecasting, is provided by project 
intelligence from RenewableUK’s EnergyPulse. 
Following analysis by Opergy Ltd, sector and 
data analysts, the new report will be available 
early in 2022. 
 

To ensure that it reflects the society in which it 
operates, the industry has committed to 
employing 33% women by 2030 (up from 18% in 
2020) with an ambition to reach 40%.  It has also 
committed to 9% employees with BAME 
background by 2030 (up from c.5%) with an 
ambition to reach 12%. The Diversity Working 
Group is responsible for delivery these 
commitments.  
 
In 2020, partnership with The Equal Group, the 
Investment in Talent Group created a best 
practice guide to help businesses and 
employees ensure their workplaces are 
attractive to those currently under-represented 
in the sector. It is already showing 
improvements in the number of women being 
employed, including an increase in the 
proportion of women on apprenticeships. 
Diversity & Inclusion Best Practice Guide 

Figure 1OWIC Offshore Wind Skills Intelligence 
Model Report 2021 

OWIC Diversity & Inclusion Best Practice Guide 

3. Increasing Diversity & Inclusion 

 

https://wixlabs-pdf-dev.appspot.com/assets/pdfjs/web/viewer.html?file=%2Fpdfproxy%3Finstance%3Dxyox77Y2Js8NuoZ374uURqsqd4BSjeJxjG26v499TNI.eyJpbnN0YW5jZUlkIjoiMmM1YmJiNDctNzNmMy00MTgwLTlmMTctOGJjZGQ5ODIwY2Y0IiwiYXBwRGVmSWQiOiIxM2VlMTBhMy1lY2I5LTdlZmYtNDI5OC1kMmY5ZjM0YWNmMGQiLCJtZXRhU2l0ZUlkIjoiM2M1ODgxMTUtNTU2Yy00MDc4LTk1NDctMzQ0YjliZjY2NjViIiwic2lnbkRhdGUiOiIyMDIxLTEyLTMwVDE3OjU0OjA1LjI2MloiLCJkZW1vTW9kZSI6ZmFsc2UsImFpZCI6IjkxZjBlZDAxLTgzNDktNGJlYy1hZWY5LWI2OTU5ZjZmMWJjNSIsImJpVG9rZW4iOiIxMDAzM2E1Mi0yNjlmLTAxZjgtMGE1MC1iZjg2NDI3NDZhYWYiLCJzaXRlT3duZXJJZCI6IjFjMDUyMWRjLWNjY2YtNDc1OC05YmUwLWExYTBiMjI1ZDE1ZSJ9%26compId%3Dcomp-kmoohxzi%26url%3Dhttps%3A%2F%2Fdocs.wixstatic.com%2Fugd%2F1c0521_f41bc11dba254cbe9562a9db75afe2d0.pdf#page=1&links=true&originalFileName=OWIC%20People%20%20Skills%20Survey%202021-26&locale=en&allowDownload=true&allowPrinting=true
https://wixlabs-pdf-dev.appspot.com/assets/pdfjs/web/viewer.html?file=%2Fpdfproxy%3Finstance%3Dxyox77Y2Js8NuoZ374uURqsqd4BSjeJxjG26v499TNI.eyJpbnN0YW5jZUlkIjoiMmM1YmJiNDctNzNmMy00MTgwLTlmMTctOGJjZGQ5ODIwY2Y0IiwiYXBwRGVmSWQiOiIxM2VlMTBhMy1lY2I5LTdlZmYtNDI5OC1kMmY5ZjM0YWNmMGQiLCJtZXRhU2l0ZUlkIjoiM2M1ODgxMTUtNTU2Yy00MDc4LTk1NDctMzQ0YjliZjY2NjViIiwic2lnbkRhdGUiOiIyMDIxLTEyLTMwVDE3OjU0OjA1LjI2MloiLCJkZW1vTW9kZSI6ZmFsc2UsImFpZCI6IjkxZjBlZDAxLTgzNDktNGJlYy1hZWY5LWI2OTU5ZjZmMWJjNSIsImJpVG9rZW4iOiIxMDAzM2E1Mi0yNjlmLTAxZjgtMGE1MC1iZjg2NDI3NDZhYWYiLCJzaXRlT3duZXJJZCI6IjFjMDUyMWRjLWNjY2YtNDc1OC05YmUwLWExYTBiMjI1ZDE1ZSJ9%26compId%3Dcomp-kmoohxzi%26url%3Dhttps%3A%2F%2Fdocs.wixstatic.com%2Fugd%2F1c0521_f41bc11dba254cbe9562a9db75afe2d0.pdf#page=1&links=true&originalFileName=OWIC%20People%20%20Skills%20Survey%202021-26&locale=en&allowDownload=true&allowPrinting=true
https://wixlabs-pdf-dev.appspot.com/assets/pdfjs/web/viewer.html?file=%2Fpdfproxy%3Finstance%3Dxyox77Y2Js8NuoZ374uURqsqd4BSjeJxjG26v499TNI.eyJpbnN0YW5jZUlkIjoiMmM1YmJiNDctNzNmMy00MTgwLTlmMTctOGJjZGQ5ODIwY2Y0IiwiYXBwRGVmSWQiOiIxM2VlMTBhMy1lY2I5LTdlZmYtNDI5OC1kMmY5ZjM0YWNmMGQiLCJtZXRhU2l0ZUlkIjoiM2M1ODgxMTUtNTU2Yy00MDc4LTk1NDctMzQ0YjliZjY2NjViIiwic2lnbkRhdGUiOiIyMDIxLTEyLTMwVDE3OjU0OjA1LjI2MloiLCJkZW1vTW9kZSI6ZmFsc2UsImFpZCI6IjkxZjBlZDAxLTgzNDktNGJlYy1hZWY5LWI2OTU5ZjZmMWJjNSIsImJpVG9rZW4iOiIxMDAzM2E1Mi0yNjlmLTAxZjgtMGE1MC1iZjg2NDI3NDZhYWYiLCJzaXRlT3duZXJJZCI6IjFjMDUyMWRjLWNjY2YtNDc1OC05YmUwLWExYTBiMjI1ZDE1ZSJ9%26compId%3Dcomp-kgt8k8d3%26url%3Dhttps%3A%2F%2Fdocs.wixstatic.com%2Fugd%2F1c0521_65d984ad33df4e05a8e2f894b0a75e99.pdf#page=1&links=true&originalFileName=OWIC_Best_Practice_Guide&locale=en&allowDownload=true&allowPrinting=true
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An online, interactive version is now available on 
the OWIC website People & Skills | OWIC. It 
includes 20 additional case studies of company 
initiatives from cultural change to employee 
networks including: 
  

• ScottishPower – Voice of Inclusion and 
Balanced Ethnicity (VIBE) is an excellent 
example of an Employee Network group 
founded and led by ScottishPower 
employees  

• The Crown Estate - How they recruit their 
marine interns, looking at representation 
from different socioeconomic backgrounds 
to reflect the diversity of the areas in which 
they are operating 

• PWS – their contribution to a culture change 
in the industry by developing in-turbine 
welfare facilities 
 

More recently the Diversity Working Group 
started to identify what needs to be done to 
improve diversity in terms of visible and 
invisible disabilities and to support social 
mobility. This included a presentation from 
ReciteMe on digital inclusion and accessibility – 
it is intended to include this function within the 
OWIC website to demonstrate best practice. 
Recite Me Website Accessibility Software 
 
COP26 presentation The working group also 
delivered a two-hour session on people and 
skills as part of RenewableUK and Energy UK’s 
Energy Hub at COP26 which has had over 820 
views.  COP26 - UK’s Future Offshore Wind 
Workforce - YouTube.   
 
 
 
 
 
 
 
 
 
 
The video is being edited to provide sound bites 
and four standalone videos covering an 

introduction to people and skills in offshore 
wind, and the three panel sessions of transition 
into the industry, diversity and engaging with 
education. 
 
The Faces of Wind Energy is an information 
resource to highlight the wide variety of jobs 
created and supported by the wind energy 
industry. The Diversity Working Group is 
rejuvenating the Faces of Wind with a range of 
case studies that represent the full diversity of 
people as well as jobs in the industry.  It will be 
launched to complement the release of the 
Offshore Wind Skills Report2022. 
RenewableUK - Faces of Wind Energy  
 

 
 
Diversity Working Group Co-chair & 
Offshore Wind Industry Ethnicity 
Champion – Ranjit Mene, GTIP 
 
Diversity Working Group Co-chair & 
Offshore Wind Industry Gender 
Champion – currently vacant (previous 
champion, Susan Falch-Lovesey, has moved 
from Vattenfall) 
 
Diversity Working Group participants - 
Acteon Group, Carbon Trust, EDF, Equinor, 
Global Energy Group, GTIP, JDR Cables, Ocean 
Winds, ORE Catapult, Ørsted, Red Rock Power, 
RenewableUK, RWE, ScottishPower, Siemens 
Gamesa, SSE, Taylor Hopkinson, Tekmar Group, 
The Crown Estate, AURA (University of Hull), 
Vattenfall, Vestas. 

 

 

https://www.owic.org.uk/people-skills
https://reciteme.com/
https://www.youtube.com/watch?v=stMALs07R5Y&t=2038s
https://www.youtube.com/watch?v=stMALs07R5Y&t=2038s
https://www.facesofwindenergy.com/


 
OWIC People & Skills Bulletin – Issue 1, February 2022  

6 | P a g e  
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
The industry has committed to increase the 
proportion of the employed workforce to 2.5% 
(from 1.8% in 2020) including technical and non-
technical roles and at all levels. Early work found 
that the lowest level of apprenticeships were 
used for administrative staff, with most 
technical apprentices starting at RQF 
(previously NVQ) level 3. The degree level 
apprenticeships tend to be used for upskilling 
existing staff and recruiting from other sectors. 
These apprenticeships are important to the 
industry as a much higher proportion of women 
are found in these apprenticeships in 
comparison with the entry level ones.  The 
upskilling and promotion of women provides a 
pull through at the lower levels as well as 
providing role models.  
 
An Apprenticeship Working Group was 
established which contributes data and 
intelligence which, although not fully 
representative of the industry, includes most of  
the operators/developers and OEMs who 
provide a sound indication of issues within the 
industry. It is keen to not only increase the 
numbers in apprenticeship but to increase the 
diversity which has resulted in changes in which 
the companies involved have approached their 
recruitment. Over the next year, this will be 

widened to ensure the learning is shared with 
the wider industry. 
 
A number of best practice case studies have 
been presented within the group including:  

• Ørsted on their approach to improving social 
mobility  

• SSE – applying strengths-based recruiting  
• ScottishPower Renewables – a change in 

recruitment practice including experience of 
the survival tank at East Coast College in 
Lowestoft 

• Vattenfall contributing unused 
Apprenticeship Levy to the supply chain 
through Levy Transfer. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
It also included an enlightening presentation 
from an Ørsted offshore wind technician 
apprentice, Leah Clough, sharing her 
experience and views on life as an apprentice. 

4. Increasing Apprenticeship Opportunities 

Leah Clough – Ørsted Apprentice Wind Turbine 
Technician 

 

Image Credit: Vattenfall 
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In addition the group focused on concerns End 
Point Assessing with views contributed by 
Explosive Learning Solutions Head of End Point 
Assessment, Caroline Walton (Welcome to 
Explosive Learning Solutions | Oxfordshire 
(elsbusinesstraining.co.uk)) and how to 
promote apprenticeships and skills among the 
BAME community with Raj Kumaran, Director 
of Education & Partnerships with BAME 
Apprentice Alliance Home - BAME 
Apprenticeship Alliance | Promoting 
Apprenticeship Diversity (bameaa.co.uk).  
 
Offshore Renewable Energy Catapult are in the 
early stages of establishing a pilot 
apprenticeship programme (initially based at 
Blyth but with the potential to be rolled out 
throughout UK) which will support apprentices 
in advance of project need and also develop 
apprentices for the supply chain. Further 
information will be included in the next Bulletin. 
 
 

 
 
The commitments in the Offshore Wind Sector 
Deal relating to the building of early stage skills 
and knowledge accessibility include supporting 
development of Institutes of Technology (IoTs). 
They specialise in delivering higher technical 
education across England by offering flexible 
and affordable qualifications to learners of all 
ages. They offer a wide range of technical 
courses across sectors such as digital, advanced 
manufacturing, engineering and construction 
The first wave of 12 were introduced in 2019 and 
a second wave of 9 additional IoTs in areas not 
currently served by the existing network was 
announced in December 2021. Whilst 
acknowledging that this was important, it was 
considered a lower priority but will be reviewed 
in 2022. 
 
In addition, the industry committed to co-
ordinating local efforts to prepare for the 
introduction of T levels which were launched by 
government in 2020 and equivalent higher-level 

Apprenticeship Working Group Chair – 
Celia Anderson 
 
Apprenticeship Working Group 
Participants – Department of Education, 
Acteon Group, AURA, EDF, Equinor, GE Group, 
JDR Cables, ORE Catapult, Ørsted, 
RenewableUK, RWE, ScottishPower, SGRE, 
SOWEC Skills Group, SSE, The Crown Estate, 
Vattenfall, Vestas, Worley 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
technical levels in the devolved administrations. 
The development and roll-out of many of the T 
levels was delayed with Digital T Level only 
recently becoming available in some colleges 
and Manufacturing, Processing and Control T 
Level expected to be available in September 
2022. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

5. Building early-stage skills & knowledge accessibility 

Image Credit: Vestas Wind Systems AS 

Image Credit: ORE Catapult 

 

https://www.elsbusinesstraining.co.uk/
https://www.elsbusinesstraining.co.uk/
https://www.elsbusinesstraining.co.uk/
https://bameaa.co.uk/
https://bameaa.co.uk/
https://bameaa.co.uk/
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The focus of the delivery to young people in 
education has been through the highly 
successful RenewableUK Futures Forum 
programme and the multiple projects 
undertaken by companies themselves. Industry 
recognises the critical importance of attraction 
the next generation of employees and this is an 
area on which we need to place more focus.  
There is already a lot of good practice and need 
to understand how to undertake engagement 
with education efficiently, strategically etc.  
However, there is a growing interest to 
undertake projects at industry level to influence 
the curricula within schools to prepare students 
so that they can consider a career in the offshore 
wind sector and that it is considered as their first 
choice. 
 
 
 
 
This area of work is led by the Innovation 
Workstream and Offshore Renewable Energy 
Catapult. The industry recognises that it needs 
people at all skill levels to sustain the growth and 
development that will occur until at least 2050, 
locally, nationally and globally. People with high-
level skills are critical to the innovation essential 
for the continued development of the offshore 
wind industry.  
 
The industry is increasing both its collaboration 
with universities and the high-level Research, 
Development & Demonstrator (RD&D) skills. In 
2021 it was agreed that the baseline should be 
based on a study undertaken by SuperGen ORE 
in June 2020 which identified PhDs which were 
being undertaken in offshore wind.  It totalled 
154, including  
 
Further work is planned in 2022 to gain a better 
understanding of how the number of PhDs 
being undertaken in offshore wind related 
subjects compares with other sectors, and to 
identify actions that could result in potential 
growth. Other work planned within the 
Innovation Workstream may contribute to an 
increase in this number. It is understood that 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
SuperGen ORE is due to repeat the study in 
2022. 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 

University No. of 
PhDs 

Strathclyde 49 
Oxford 29 
Cranfield 17 
Hull 16 
Sheffield 13 
Edinburgh 9 
Durham 8 
Warwick 5 
NAOME (Naval 
Architecture, Ocean & Marine 
Engineering - University of 
Strathclyde)  

3 

Plymouth 3 
Aberdeen 2 

6. High Level Research Design & Demonstration Skills 

 

Image Credit: Vattenfall 
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People & Skills workstream are supporting 
Pathways to Growth in two areas of work with a 
strong skills focus: 
 
E-learning modules– Pathways to Growth is 
developing a series of four e-learning modules 
aimed at people who are new to the offshore 
wind industry and will need an understanding of 
consenting. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
Talent resourcing for Statutory Nature 
Conservancy Bodies (SNCBs) and 
regulators Workshop chaired by the People 
and Skills Workstream lead to explore SNCB and 
regulatory body challenges related to attracting 
and retaining staff. Feedback collected to 
inform recommended actions to resolve issues 
associated with attracting and retaining 
resources in the SNCBs and regulatory bodies. 
 

7. Pathways to Growth Workstream Support 

 

Contact:  
Celia.Anderson@RenewableUK.com 
Director of Offshore Wind Sector 
Deal, People & Skills 
 

Image Credit: ORE Catapult 
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