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INTRODUCTION
The UK food and farming workforce keeps our nation fed. Hailed as ‘Britain’s Food Heroes’ during the pandemic,
this workforce is often taken for granted…until crops remain unpicked or supermarket shelves run empty.
Labour shortages are causing restrictions in food UK output, reduced exports, food waste, food inflation and risks
to animal welfare and food security.
On 18th May, Victoria Prentis MP, Minister of State at the Department for Environment, Food and Rural Affairs
told the United Nations Ministerial Meeting on Global Food Security that, “Food security is now top of our agendas
since Russia’s invasion of Ukraine.”
The NFU has set out a strategy outlining its ambition to grow the UK’s food, drink and agricultural exports by 30%
by 2030, bringing the total value of UK agri-food exports to over £30 billion.
Neither food security or export growth can be achieved without a sufficient food industry workforce.
ALP’s May 2022 Food Labour Market Survey, found that almost half (49%) of UK food growers and
manufacturers have rationalised or reduced their output due to labour shortages. Over three quarters (77%) of
these businesses are experiencing shortages of lower and unskilled workers, with 45% stating that these shortages
were chronic.
There is no optimism that this will change without government intervention. As a food business put it when
responding to ALP’s survey, “If the government wants to reduce food imports and strengthen the resilience of homeproduced produce, then it will have to change policy and allow producers access to sufficient labour to get the job
done. The present crisis in production is entirely due to government policy and if left unchanged will lead to very large
increases in imports and an equal reduction in home produced food. It is a simple choice.”
The British Retail Consortium warns that if labour shortages are not resolved soon, “we will start to see production
being lost from the UK and being offshored, and then imported back into the UK” and that labour shortages
“threaten to shrink the sector permanently with a chain reaction of wage rises and price increases reducing
competitiveness, leading to food production being exported abroad and increased imports.”
The August 2021 Grant Thornton report Establishing the labour availability issues of the UK Food and Drink
Sector identified “potentially in excess of 500,000 job vacancies” from a workforce of 4.1 million, equivalent to a
12.5% structural vacancy rate, described as a “chronic” labour shortage.
On April 6th 2022 the Environment, Food and Rural Affairs (EFRA) Committee of MPs published the report of
its inquiry into Labour shortages in the food and farming sector (the EFRA 2022 Labour Shortages Report)
concluding that the single biggest factor affecting the food and farming sector is labour shortages and “that UK’s
largest manufacturing sector faces permanent damage if the Government fails to address the lack of workers due
mainly to covid-19 and Brexit.”
The Report concludes “a need, at least in the short term, to increase the overall supply of labour through revised
immigration measures to address the current crisis.”
This ALP paper calls for actions at all levels to address food industry workforce shortages:
A. Government must urgently adopt a coherent and comprehensive national strategy to enable future
access to labour and skills
B. Government departments and the food industry must work effectively and collaboratively to address
immediate labour and skills shortages and remedy underlying causes
C. Each individual food business must take responsibility to improve its working environment, terms of
engagement and employer branding to effectively attract and retain workers.
Each of these is explored in more detail, with recommendations throughout this paper.
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A. GOVERNMENT STRATEGY TO INCREASE LABOUR SUPPLY
1. REDUCING UNEMPLOYMENT AND UNDEREMPLOYMENT
Unemployment is 3.7%, with 1.26 million people unemployed and 1.3 million job vacancies. This means there
are more job vacancies than there are unemployed people to fill them.
5.6 million people are claiming Universal Credit, of which 1.5 million are looking for work and 2.3 million in
employment. The Department of Work and Pensions (DWP) has resumed the programme to move all benefit
claimants over to Universal Credit by 2024.
The Government’s Plan for Jobs focuses on protecting, supporting and creating jobs across the country. In
January 2021 the government set out proposed reforms in the Skills for Jobs White Paper and in January 2022,
the Government announced the Way to Work campaign with a target of moving 500,000 people off Universal
Credit and into work by June 2022.
Government policy over many years to increase the National Living Wage to reach two-thirds of median
earnings by 2024 for workers aged 21 and over has resulted in above inflation increases to the minimum wage
rate and a narrowing gap with the Real Living Wage. This is an effective policy to make work pay and reduce in
work benefits, though its impact is lessened through inadequate enforcement with a pre-pandemic estimate
420,000 workers paid less than the National Minimum Wage.
Government has incentivised workers to work additional hours through the Universal Credit taper cut from 63p
to 55p and through the April 2022 employee National Insurance contributions threshold increase from £9,880
to £12,570, equalising this with the personal income tax allowance. This has the impact of increasing the hours
workers on national minimum wage can work from 20 to over 25 hours per week all year (or at 40 hours per
week from 26 weeks to 33 weeks per year) without paying National Insurance.
Academics argue that, “Policymakers should not be focused on the unemployment rate in the years postrecession, but rather on the underemployment rate...Underemployment replaces unemployment as the main
measure of labour market slack in the post-recession years.”
Government should:
n

Research why the UK has such high rates of underemployment and from this implement a range of strategies
to reduce this. This should include supporting employers and labour providers to understand how to
measure workforce underemployment and implement new patterns of working to address this shortfall.

n

Implement a work tax and National Insurance (NI) strategy which does not disincentivise businesses from
providing full time work. Due to the employers’ NI thresholds it is cheaper for businesses to employ more
workers to work part-time than it is to employ fewer full-time workers.

n

Enable employers and labour providers to use the Apprenticeship Levy to fund different types of training,
including employer subsidies, access to work and retraining payments to support the long term unemployed
back into work.

n

Continue to apply policies that effectively reward those on Universal Credit who work extra hours, whilst not
penalising those who are unable to do so.

n

Ensure Universal Credit is fully flexible to ensure that increased work means increased pay. Currently, people
on benefits find it very difficult to work in jobs with variable pay due to the negative impact on the payment
of benefits. The potential for integrating the benefits system with HMRC Real Time Information reporting
could be explored to ensure that unemployed people can transition into work by taking up temporary
and irregular work on a week-to-week basis in a way which is financially beneficial and bureaucratically
achievable.
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n

Government should instigate a wide ranging and pioneering programme of social policy initiatives to drive
community cohesion. A fundamental foundation of such a strategy, and one which will also increase the
available workforce is supporting non-English speakers to learn to speak English. Funded ESOL courses
should be available for all those who need them. The Apprenticeship Levy should be able to be used to
provide in work ESOL training.

n

The Low Pay Commission should re-examine the accommodation offset rules so that employers are able to
assist their workers by providing them with decent accommodation at reasonable market rates rather than
due to National Minimum Wage legislation only be able to economically provide a lower standard of shared
accommodation.

n

Government should conduct a national transport to work review to consider how app based private
transport solutions can enable access to work for a wider proportion of people whilst at the same time
reducing congestion and pollution. This should include a review of the interaction of charges for transport to
work with the National Minimum Wage Regulations.

2. INCREASING THE ECONOMICALLY ACTIVE POPULATION
Economic inactivity measures those people aged 16 to 64 years without a job who are not categorised as
unemployed because they have not been actively seeking work within the last four weeks and/or are unable to
start work within the next two weeks.
8.83 million people are economically inactive, and the inactivity rate is 21.4%. The economic activity rate has
increased since comparable records began in 1971 with the rise in the proportion of women working, although
the male employment rate has fallen from around 92% to 79%. Inactivity levels are currently rising and are
150,000 above their pre-pandemic level.
Policy actions can directly influence economic activity levels:
n

Government should research what the potential employment rate for both men and women could
reasonably be and develop, consult on and implement a range of policies to work towards this target.

n

Government should reinstate its focus on driving adoption of open recruitment strategies

n

Government should enable employers and labour providers to use the Apprenticeship Levy to fund retraining
and access to work payments for harder to reach sectors of the community such as young workers, single
parents, ex-forces, disabled people, people with convictions etc.
The economically inactive population consists of different groups and each needs targeting with different
policy approaches. The major groupings are as follows:

n

Young workers and students (over 2 million)
Unemployment levels in young people have decreased to below pre-pandemic levels at 22.6% for 16 to 17
year olds, and 9.1% for 18 to 24 year olds.
●

●

●

Government should accelerate policies which promote a broader proportion of young people to start their
working careers at an earlier age, whilst continuing their educational development, such as apprenticeship
and apprenticeship degree schemes.
Part time working for young people aged above 16 should be promoted as integral to the preparation of
younger people for the wider world of work.
The private recruitment sector should be engaged to readily offer work to young people aged above 16
and through their student years.

●

Perceived barriers to employing young people on need to be addressed by ensuring gov.uk websites:

●

Clearly state the legal position regarding employing young workers.

●

Reframe the language around young persons’ health and safety precautions so this is not seen as a barrier
to recruiting young workers in industrial environments.
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n

Early retirees (nearly 1.2 million)
Recent increases in economic inactivity levels have been driven by 50 to 64 year olds with ONS analysis
examining the reasons for this.
Government and industry should collaborate to develop activities to promote employment of older workers:
●

●

●

n

Promotion and guidance to businesses to become an Age-Positive Employer
Build on the knowledge from the Centre for Ageing Better and their Good Recruitment for Older
Workers (GROW) project outputs such as How employers and recruiters are overlooking the talents of
over 50s workers
Targeted recruitment support for older workers such as No Desire to Retire and Rest Less

Disabled people, Long-term sick (over 2.3 million) and temporary sick (203,000)
There are 14.1 million disabled people in the UK with 4.4 million disabled people in employment.
1 in 5 people aged 16-24 are disabled. There is a 52.7% disability employment rate with a 28.4% disability
employment gap compared to non-disabled workers. Disabled job seekers move into work at one third of
the rate of non-disabled job seekers. Government reports 1.5 million more disabled people in work than in
2013, with more than 20,000 employers signed up to the Disability Confident Scheme.
In 2015, the Northern Ireland 'Enabling Success' strategy identified those people kept out of the labour force
with long-term work limiting health conditions who, with the right level of support should be able to work.
The 2019 DWP consultation Health is everyone’s business - Proposals to reduce ill health-related job loss
proposals aimed to support early action by employers for their employees with long-term health conditions,
and improve access to quality, cost-effective occupational health.
Significantly more activity is required to support disabled people and those with long term sickness into
work. Government should collaborate with industry to develop a strategic approach and funded policies to:
●

●

●

n

Break down the barriers to employment for disabled people and those with long-term health conditions
Support employers to develop and create workplaces where disabled people can thrive and be recognised
as a disability friendly employer
Support disabled people and those with long-term health conditions to find the right job, connecting them
with disability friendly employers

Looking after family/home (nearly 2 million)
Working Families is the UK’s work-life balance charity supporting parents, carers and employers and
advocating on behalf of the UK’s 13 million working parents. Their mission is to remove the barriers that
people with caring responsibilities face to create a flexible, high-performing workforce.
●

Government should collaborate with Working Families and other key parties to develop and implement a
national strategy (building on Enabling Success) to provide the appropriate support and opportunities to
lone parents and carers currently in receipt of out-of-work benefits who would be better off in work but
are unable to make the transition.

3. SECTORAL SEASONAL AND TEMPORARY WORKER ROUTES
Temporary/seasonal/guest worker schemes satisfy the dual objectives of meeting industry’s need for a
contingent part year workforce without increasing net migration flows.
The Center for Global Development (CGD) and the UK office of the International Organization for Migration
(IOM) April 2022 paper Enhancing the Development Impact of the UK’s Immigration Pathways recognises
“Temporary migration pathways allow governments to fill gaps in their labour force, and provide migrants
with greater incomes than in their countries of origin. They have the potential to offer a ‘triple-win,’ in which
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countries of destination welcome a targeted labour supply, countries of origin benefit from remittances and
increased skills upon migrants’ return, and migrants gain facilitated migration and increased wages and skills.
In practice, however, temporary migrants may be more likely to be vulnerable, due (among other reasons) to
potentially low health provisions; varying job security; payment for agents’ fees and the possibility of debt
bondage; and reliance on onsite accommodation.”
The UK Temporary Worker - Seasonal Worker route enables recruitment of seasonal workers for up to 6
months by four scheme operators into specified seasonal edible and ornamental horticultural roles.
The ALP July 2019 report, Achieving a Successful Seasonal Workers’ Scheme, identifies that:
“To be successful, a Seasonal Workers’ Scheme needs to fulfil a number of objectives:
●

●

●

●

Meet farmers and growers need for a productive and reliable seasonal workforce
Be attractive to workers, ensuring expectations are managed, workers receive what they are entitled to and are
protected from exploitation
Meet political needs – such as the effect on net migration flows, impact on local communities and that
seasonal workers return to their home country at the end of the season
To be operationally and commercially sustainable for scheme operators”

A significant challenge to ensuring the success of the Seasonal Worker scheme has been the unwillingness of
the Home Office to proactively collaborate with industry stakeholders.
With warnings that “UK worker shortages could cancel Christmas” the government introduced temporary
visas in late 2021, allowing the four seasonal workers scheme operators to source and supply poultry workers,
pork butchers and HGV food drivers. The EFRA Labour Shortages Report concluded that “The Government’s
temporary short-term visa schemes for poultry workers, pork butchers and HGV drivers were seriously
deficient. They were implemented too late, with many workers unable to arrive in time to help the sector
prepare for Christmas and avoid poultry businesses reducing production. The schemes were not attractive due
to the short notice and the very limited periods of time workers were allowed to work in the UK.”
On December 24th 2021 a Home Office and Defra press release confirmed that, “There will be 30,000 visas
available next year, but this will be kept under review with the potential to increase by 10,000 if necessary.
The number of visas will begin to taper down from 2023”. There is no transparency or explanation as to how the
number of visas issued has been arrived at. Industry bodies had called for 55,000 visas, saying that Government
plans to taper the seasonal workers scheme show a “complete disconnect” with the farming industry.
With regards to sectoral seasonal and temporary worker routes, improvements recommended are that:
n

The Migration Advisory Committee (MAC) should be charged annually with taking evidence and producing
a public report advising Government on future immigration to work levels (as the Low Pay Commission does
on national minimum wage issues). This to include:
●

●

●

n

A national workforce and skills shortage evidence framework to facilitate structured intelligence
gathering, analysis and reporting.
An annual Shortage Occupation List of workers at all skill levels.
Evidence-based recommendations (balancing a wide range of economic and social factors) to government
on sectors, roles and thresholds to be included within the Temporary Worker - Seasonal Worker route.

Government should implement the EFRA 2022 Labour Shortages Report recommendations to:
●

●

“conduct a comprehensive lessons learned exercise on the operation and performance of the temporary visa
schemes. This must be informed by meaningful engagement with the sector.”
“immediately make available the additional 10,000 visas.”

www.labourproviders.org.uk

info@labourproviders.org.uk

01276 509306

7
●

●

●

“engage closely with the sector to ensure a smooth flow of seasonal workers and to make sure that UK Visas
and Immigration is resourced to swiftly process Seasonal Worker Visas.”
“publish monthly updates on the seasonal labour market to create an evidence base for whether further visas
should be issued.
“make the Seasonal Workers Pilot a permanent scheme and for it to commit to announcing the number of visas
that will be available under the scheme on a rolling five-year basis.

n

The Temporary Worker - Seasonal Worker route should be extended to roles in other essential and critical
food supply chain sectors. From 2022, the scheme has been extended to specified seasonal worker roles
in ornamental horticulture. ALP is not averse to this, but is not aware of the objective justification for this
decision when concessions have not been allowed for essential and critical food production and distribution
sectors. Severe seasonal labour shortages currently exist in meat and poultry processing and other
specialised sectors.

n

Each employer that uses the Temporary Worker - Seasonal Worker route should be required to engage with
a local Jobcentre work coach to proactively explore opportunities to offer work within the local community,
to regions where unemployment remains high and to engage with DWP schemes to provide employment
opportunities to harder to reach sectors of society.

n

Eligibility to be a Temporary Worker - Seasonal Worker sponsor in the food sector should, for clear reasons
remain only with Gangmasters and Labour Abuse Authority licence holders.

n

Holding this sponsor licence presents a competitive advantage compared to other GLAA licensed labour
providers as only these businesses are able to recruit workers globally for these roles. All other businesses
can only recruit from the domestic workforce and from those workers with EU pre/settled status. There
are only four GLAA licensed labour provider companies that were appointed by Defra and the Home Office
through an open tender process. Comparatively, in the International Recruitment of Clinical Healthcare
Professionals there are 35 awarded suppliers.
Defra and the Home Office should ensure that fair market competition applies in this route and that the
Competition and Markets Authority would not regard the arrangements in place as a ‘market problem’.
Defra has confirmed that there will be a further open tender opportunity to apply to be a scheme operator
and is looking at optimum numbers of operators and RFIs. Input should be sought from the Competition and
Markets Authority and an impact assessment on fair competition between labour providers in this market
published prior to the forthcoming tender.

n

Scheme Operators should be permitted to provide workers on the Seasonal Worker Scheme to labour
providers to supply on to employers. Labour providers are expert in engaging teams of workers to be
provided to seasonal local enterprises who may not be able to engage with scheme operators directly. This
would be beneficial to small employers and those with a short term or part-time requirement for workers,
which could be provided and managed through a labour provider pool.

n

The Temporary Worker - Seasonal Worker route should have worker welfare, good work practices and
protection of workers at its core with protection of workers designed into the Scheme rules. A Home Office
and Defra Seasonal workers pilot review 2019 issued in December 2021 states that, “alleged welfare issues
identified are unacceptable”.
Despite repeated offers and requests to do so, Defra and the Home Office have yet to collaboratively work
with industry and other stakeholders with regards to improving worker welfare within the Seasonal Worker
visa route. Defra and the Home Office should:
●

●

Issue the seasonal workers pilot review for 2020 and 2021 immediately.
Meet with stakeholders in the near future to discuss actions that can be taken by both government and
the industry against these areas. These proposed actions are as detailed in the May 2022 ALP Seasonal
Workers’ Scheme Worker Welfare Multi-Stakeholder Working Group Working Document.
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4. SKILLED WORKER IMMIGRATION ROUTE
The UK immigration to work system enables unlimited immigration of skilled workers through a points-based
system. Government statistics show that there were over 150,000 skilled worker visas granted in 2021, a 110%
increase on the previous year. The top five countries for recruiting skilled workers from are India, Philippines,
Nigeria, United States and Pakistan. Around 40,000 UK companies are Skilled Worker sponsors and may recruit
overseas workers into a variety of defined Skilled Worker visa roles.
The employer must hold the Sponsor Licence, employ the worker, agree and pay the salary and decide all the
duties/functions/outcomes/outputs of the job. ALP’s May 2022 survey indicates that 18% of food businesses
are sponsors under this route.
A labour provider is currently not able to hold a Skilled Worker Sponsor Licence to recruit and supply a labour
only service. However, a number of GLAA licensed labour providers provide a ‘Recruitment Service’ where they
are engaged by food businesses to source and recruit workers, working with and applying due diligence to the
GLAA licensed global recruiters. They may arrange and manage travel, transport, accommodation, training,
deployment, hours reconciliation and other services the client would like to sub-contract.
Any business globally that supplies operational workers into UK agriculture, shellfish gathering or food & drink
processing and packaging must obtain and maintain a GLAA licence. Any business that directly uses a nonGLAA licensed business to supply workers is committing a criminal offence under UK law and, if licenses is also
in breach of GLAA Licensing Standards.
The roles in the food supply chain that may be recruited via the Skilled Worker visa route includes slaughterers,
butchers and butcher’s assistants, poultry and fish butchers processors, and filleters and bakers and baker’s
assistants as follows:

5111 Farmers

5112 Horticultural trades

5431 Butchers

Agricultural contractor
Agricultural technician
Crofter
Farmer
Herd manager

Grower
Horticulturist (market
gardening
Market Gardener
Nursery Assistant (agriculture)
Nurseryman

Butcher
Butcher's assistant
Butchery manager
Master butcher
Slaughterer

5432 Bakers and flour
confectioners

5433 Fishmongers and
poultry dressers

Baker
Baker's assistant
Bakery manager
Cake decorator
Confectioner

Butchers (fish, poultry)
Filleter (fish)
Fish processor
Poultry processor

9119 Fishing and other
elementary agriculture
occupations not elsewhere
classified
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There are additional costs to recruiting through this route, which the following indicative example of recruiting
50 workers over three years demonstrates:

Cost

Unite Cost

Total Cost

£1,000

£1,000

Skilled worker visa

£610

£30,500

Certificate of Sponsorship

£199

£9,950

£2,000

£100,000

Est £800

£40,000

£1,000/year

£150,000

£624/year

£93,600

Total - equivalent to £2,834 per worker per annum, or £1.54 per hour, on top of cost of
recruitment, employment, training, management etc.

£425,050

Sponsor application - large company

Recruitment - advertising, short-listing, interviewing, translation
and interpretation
Travel from home country to place of work
Immigration Skills Charge
Immigration Health Surcharge

To improve operation of this route:
n

Implement the EFRA 2022 Labour Shortages Report recommendations:
●

●

●

“Government must urgently consult with the sector to establish what additional costs businesses face when
applying for visas for vital overseas labour and to develop an action plan to minimise bureaucratic barriers
and process costs.”
“MAC should use its power to initiate its own inquiries to review the labour needs of the food and farming
sector.”
“Government should immediately add the food and farming roles that were contained in its MAC’s September
2020 recommendations to the SOL”

n

The 2022 MAC Shortage Occupation List review should include the opportunity for occupations to have
their skills level reclassified and thus being made eligible for the skilled worker route. MAC should issue a
user guide as to types of evidence and format to make the case for reclassification. The food industry should
collaborate to make this case.

n

The Skilled Worker route fails to support smaller food and farming businesses who do not hold the resource
or technical ability to recruit globally for specialist roles e.g. Herd Managers. The Scheme rules should allow
GLAA licensed labour providers to recruit and supply Skilled Workers to their clients. Labour providers are
expert recruiters and far better placed to ethically source and recruit skilled workers than most employers,
who may rely on overseas labour providers with limited or no due diligence to check that they are complying
with legal and ethical standards.

n

The GLAA must improve and speed up its licensing of overseas recruitment businesses who apply to be
licensed.
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5. REGULARISATION OF UK RESIDENT UNDOCUMENTED NATIONALS
There is already an untapped resident workforce of undocumented nationals in the UK. Addressing this cohort
of people who have entered or remained without the legal right to do so has, in recent years, been regarded as
too politically toxic and so there is no balanced, coherent, practical policy with regards to regularisation. It is
not addressed in the ‘Nationality and Borders Act 2022’.
The September 2020 Public Accounts Committee report on Immigration Enforcement headlined that
“Despite years of public and political debate and concern, the Department still does not know the size of the illegal
population in the UK. It does not know what harm the illegal population causes. It does not know how many people
come to the UK legally and do not renew their visa, or how many deliberately come illegally. The Home Office has
not estimated the illegal population in the UK since 2005.”
There are estimated to be well over one million people in the UK without the legal right to be resident or to
work. London School of Economics put the number at the end of 2007 at 618,000, with a range of 417,000863,000. A June 2017 Civitas report The Politics of Fantasy, jointly authored by a previous Deputy CEO of
the UK Borders Agency and Director General of Immigration Enforcement estimated that 150,000 additional
migrants enter the UK illegally each year. Only around 10,000 people annually are returned from the UK to
another country.
Many countries have minimum employment rights for undocumented workers such as to be paid the minimum
wage for all hours worked. However, undocumented workers in the UK have no employment protection rights,
are committing a criminal offence under Section 34 of the Immigration Act 2016 and consequently are
vulnerable to exploitation and modern slavery.
To earn a living in the UK, undocumented workers must either:
●

work for friends and family, who will protect and support them

●

obtain high quality false identity documents from criminal gangs

●

work in the informal economy – online selling, street trading, car boot sales etc.

●

work for bosses willing to break the law, making them highly vulnerable to abuse

●

resort to, or be coerced into crime

Asylum Seekers are not permitted to work in the UK other than apply for permission to fill a shortage vacancy
if they have been waiting for over 12 months for an initial decision on their asylum claim. There is widespread
industry and third sector support through the Lift the Ban coalition to allow people seeking asylum the right to
work in any role after six months.
Government should:
n

Develop a coherent strategy and policies to regularise and enable access to work for a proportion of those
individuals that have entered or remained in the UK without the legal right to do so and for whom there is no
reasonable prospect of agreed deportation.

n

Give people seeking asylum the general right to work after 6 months.
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B. INDUSTRY AND GOVERNMENT COLLABORATION
The EFRA 2022 Labour Shortages Report advises that:
“The Government must radically shift its attitude and work together with the sector to devise solutions that speedily
help address the problems it faces, in the short, medium and long-term to help the UK’s food industry and enable it
to thrive.”
and that:
“In the longer term, we agree with Government that the sector needs to shift its focus away from immigration
and toward domestic workers and technological innovation and development. While not able to deliver results
overnight, a greater focus on the development and deployment of technology combined with attractive
educational and vocational training packages to attract British-based workers could reduce the sector’s
dependence on overseas labour. It is vital that the Government works with the sector to develop a sustainable
labour plan to make the most of these opportunities and potential.”
The Food and Drink Sector Council (FDSC) is a formal industry partnership with government to create a more
productive and sustainable food and drink sector. The FDSC terms of reference outline eight priorities of which
the “Workforce: developing skills and labour” vision is “A secure supply of skilled and seasonal labour, driving
productivity gains and continuing to produce world-class products for domestic and international markets.”
To develop the strategy to deliver this vision, coordinated by the Food and Drink Federation, the FDSC Workforce
and Skills Group, has been formed to bring supply chain representatives from Agriculture, Food & Drink
Manufacturing, Retailing, Hospitality, Wholesale, Logistics together with academics, trade, skills and education
bodies and government departments.
In support of effective industry and Government collaboration:
n

The Food and Drink Sector Council Workforce and Skills Group must be recognised and accepted as the
coordinating body for multi-stakeholder collaboration on future food supply chain workforce and skills
strategy.

n

The EFRA 2022 Report recommendation that: “The Government must produce a long-term strategy setting
out how technology and labour will together meet the evolving needs of the food and farming sector. This
work must be cross-departmental in nature and closely engage those within the sector who will be vital to
achieving its successful implementation.”

n

Defra should deliver the recommendation of the 2017 EFRA Committee Feeding the nation: labour
constraints inquiry, collaborating with key industry representative bodies, to develop an agreed evidence
based indication of the food supply chain’s future skills and workforce needs at all levels and by sectors.

n

DWP must work more collaboratively at a national strategic level with the food supply chain to ensure
effectiveness of sectoral initiatives and engagement with Jobcentres. Only 10% of labour providers find
that their local Jobcentre provides useful support, 55% have tried to work with their local Jobcentre but
found them of no help whilst 35% have not approached their Jobcentre. Only 10% of labour providers find
government employment support schemes helpful in supporting workers into work.
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C. EFFECTIVELY ATTRACTING AND RETAINING WORKERS
No longer do employers have access to unlimited supplies of workers. To ensure ongoing success employers and
labour providers must adapt their sourcing models to the new immigration system and economic climate.
Employers must search for new communities of workers and adapt their processes and businesses to provide the
environment those workers need. This might mean open and worker centric recruitment and onboarding tools,
access to re-training, a variety of shift patterns, flexible and part-time working hours, innovative transport and
accommodation solutions, flexible benefits, childcare options, job sharing, weekend only working – whatever the
local workforce demands.
Every leaver creates the need to recruit, train and on-board with the attendant issues around time, cost and loss
of skill, and so once these workers are recruited, they must be retained. This means asking workers for their ideas,
complaints and solutions and acting on them to create and maintain working environments that will engage
workers and retain them for as long as possible.
The ALP supports members and the wider food supply chain to improve their ability to source and retain workers
through a wide variety of best practice guidance, tools and training including the Home Office collaboration
Workforce Recruitment and Labour Supply in 2022; the Extra Workers Need Portal, the Working in the Food
Industry Video and the Just Good Work app.
ALP answers a high level of member questions, regularly updates Right to Work, Immigration and Sourcing and
Retaining Workers Briefs and guidance, runs a series of webinars for members and the wider industry and offers the
ALP Academy for training and consultancy.
Click the image below for an overview and links to the ALP’s access to labour support activities.

The Association of Labour Providers (ALP)
ALP (www.labourproviders.org.uk) is the trade association supporting and representing organisations that source
and supply the workforce for the UK food supply chain. ALP develops and promotes globally leading responsible
recruitment and labour supply good practice.
ALP members supply approximately 75% of the temporary contingent workers to the agricultural and food
processing and packing sectors. These workers often progress to direct employment, forming the permanent
workforce. All businesses that supply labour into these sectors must be licensed by the Gangmasters and Labour
Abuse Authority.
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