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Skills: challenges  
and opportunities
NEI speaks to some key industry stakeholders to gain perspective on the skills 
landscape in the UK and across Europe.

Europe has 185 operating reactors, 15 reactors 
under construction and 103 units that have 
been permanently shut down or are undergoing 
decommissioning, according to the International 
Atomic Energy Agency (IAEA). 

In some countries, nuclear power is declining, 
like Germany where they put the nuclear 
programme on hold post-Fukushima. In others, 
such as France, it is more stable and slightly 
growing. And there are new to nuclear countries 
in Eastern Europe, like Poland, where nuclear 
is growing. As a result, we are seeing quite a 
change in skills demands and needs. 

There is quite a different skills profile across 
Europe, but everyone is facing similar challenges 
such as ageing workforce and lack of diversity. 

What is happening now is more collaboration 
and joint working. NSAN is working on a 
European project called ANNETTE looking at 
skills transferability across Europe. From a UK 
perspective, we have a skills and competency 
management system called NS4P. We are looking 
to see if we could use this system as a basis for 
transferring skills across Europe. We are also 
working with the French organisation INSTN to 
look at a joint system for hallmarking training 
programmes in the UK and France, as well as 
other projects. 

Key challenges
A big issue is a need for increased diversity. In the 
UK, the nuclear workforce is about 22% female. 
This mix needs to improve going forward. 

Also, the UK or any of the countries with 
established nuclear programmes tend to have an 
ageing workforce. People usually enter nuclear as 
an apprentice or graduate and stay in the industry 
for their whole career. 

At the other end of the spectrum, countries 
looking to develop a new nuclear programme 
e.g. Poland face a different challenge – how to 
start from scratch to develop a skilled nuclear 
workforce. With some countries – Germany 
and others – stopping nuclear operations, this 

provides a pool of skilled workers for states 
looking to build new reactors. The picture of 
where the skilled workforce is located is going to 
start moving into newer areas in Eastern Europe. 

The main roles that have been identified 
for potential skills shortages in the latest UK 
report are nuclear safety case preparation, C&I 
engineers, reactor operators, site inspectors 
(regulators), project planning and control, 
commissioning engineers, electrical engineers, 
emergency planning, quality assurance, 
chemists and subject matter experts. Subject 
matter experts are the future nuclear specialists, 
which take many years to develop. We used 
to have a Nuclear Industrial Partnership Project 
working with Dalton at Manchester and the 

National Nuclear Laboratory to develop subject 
matter experts of the future. That initiative 
involved very detailed training and development, 
with secondments at various sites across the 
industry. Funding has now ended, but we are 
hoping the programme can continue as part of 
the nuclear sector deal. 

A similar challenge is knowledge management 
and retention. We have a highly skilled workforce 
in their late 50s and early 60s with deep 
knowledge of the plant and the sites around 
the UK. Transferring this knowledge to a new 
generation is a huge challenge. Most companies 
do something on an individual basis, but there 
may be a chance to do something collectively 
across the industry. 

Another issue the industry faces is in the ‘30-
40’ age-bracket, where it needs to attract skilled 
engineers and scientists from other sectors. The 
nuclear industry has a good inflow of new blood 
and experts, but in the middle bracket, there is  
a shortage of suitably qualified and experienced 

personnel. These would 
be people that run 
nuclear sites in future. The industry should be 
looking to attract people from O&G and other 
experts that need to be ‘nuclearised’. NSAN 
has a suite of programmes called the Triple Bar 
Suite – introductions to nuclear courses that can 
help with this. We are also working with Aston 
University on a PGCert in nuclear. These are 
all programmes that people with existing skills 
can take to learn how to utilise their abilities in a 
nuclear context.

Transferability of skills across the sector is 
another challenging area. In the UK, Magnox 
is reducing the number of people that are 
working for them. Using a skills and competency 

management system such as NS4P people 
can assess skills against the nationally agreed 
competency framework, which enables 
movement between companies. 

There is a real challenge regarding supply 
chain skills because they are all waiting for 
contracts. You can’t develop the workforce 
without a contract but can’t win a contract 
without a skilled workforce. The UK had a 
programme called Give2Gain, which gave 
companies access to matched funding from the 
government for skills development in return for 
promoting the STEM agenda. This initiative drove 
an increase in skills development across the 
nuclear sector. Funding has stopped, but we are 
looking to extend Give2Gain through the sector 
deal. The workforce can’t become proficient in 
a few months – most apprenticeships are three 
years. It is a slow process to build up skills, 
knowledge and behaviours. So action is needed 
now to be ready for the future growth in the 
nuclear programme.

Jean Llewellyn, Chief Executive, National Skills Academy for Nuclear

Jean Llewellyn was awarded an OBE in 2011 in recognition for her services to the energy industry. 
She is a prominent figure on the nuclear skills agenda and is well respected and held in high esteem 
throughout industry and government. 

“In the UK the nuclear workforce is about 22% 
female. This needs to improve…”
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What is your perspective on the skills 
situation within the nuclear industry, 
and how is this changing?
It doesn’t matter which area of the nuclear 
industry we are focusing on, whether new build, 
fuel manufacture, reactor maintenance, or 
decommissioning, the same skills are required 
to be successful and competitive. We are now 
in a very competitive environment as we are 
competing with other large-scale, national 
infrastructure projects that are simultaneously 
recruiting candidates with the same skills, such 
as engineers and project managers.

The industry as a whole is facing a 
demographic challenge over the next 
few years as it has an ageing workforce. 
Westinghouse is no exception. Our 
challenge is to retain within the business key 
proficiencies and intelligence from retiring 
employees. We do this through initiatives such 
as knowledge transfer, succession planning 
and robust training regimes.

What issues are you facing when it 
comes to skills and recruitment?
The issue begins in the schools and colleges, 
where we must help students to become aware 
of the diversity of roles available in the nuclear 
industry and attract them into the industry, 
which is challenging in such a competitive 
environment. Westinghouse participates in 
organisations which are helping to educate 

students about career choices in nuclear, such 
as Women in Nuclear and the Nuclear Young 
Generation Forum. 

What initiatives do you have to attract 
and retain staff?
At Springfields, one of the ways 
Westinghouse has attracted new staff is 
by offering apprenticeships through our 
acclaimed Apprentice Training Centre. In 
operation for more than 65 years, we have 
trained apprentices in all aspects of complex 
plant operations. As further incentives, we 
have a well-established graduate scheme 
called Aspirations, and we have recently 
introduced Nuclear Engineering Degree 
Apprenticeships. 

We also have an excellent retention record 
at Springfields, where 33% of our current 
workforce began their careers by undertaking 
an apprenticeship through our Apprentice 
Training Centre, and a number of these 
former apprentices now occupy positions on 
the Board of Directors. There are also many 
corporate initiatives, such as a new leadership 
development programme, that will further 
develop our leaders to deliver our people 
management strategy. Additional training 
concessions are available to encourage 
employees to develop their careers further.

Our most important asset is our people, 
their experience, knowledge and of course, 

skills. Ensuring this knowledge and experience 
are retained within the business is extremely 
important to our future success. We actively 
encourage our graduates and apprentices to 
rotate around different roles and areas during 
their training periods. This helps them learn 
from others and gain experience, together 
with an understanding of all aspects of our 
business, which enhances their skills and 
knowledge and helps them to find the work 
which most fulfils them professionally.

Would you say there is a skills ‘gap’ in 
the nuclear sector? What opportunities 
are there to address this?
Externally, the industry continues to work 
to attract new talent and build the required 
education and training facilities to close any gaps. 

Internally at Springfields, opportunities are 
made available for our people to develop into 
new or different roles where possible. While 
our long-standing Apprentice Training Centre 
builds skills in operations across a plant, 
our five-year Nuclear Engineering Degree 
Apprenticeship programme is designed to 
allow graduates to undertake a broad range 
of engineering training and technical specialist 
roles in the nuclear sector. These programmes 
help to ensure that the industry continues 
to employ highly skilled and professionally 
qualified personnel and to close anticipated 
capability gaps for the sector in the UK.

Sarah Moore, Europe, Middle East and Africa Region Talent and Development Management Manager,  
Human Resources at Westinghouse Electric Company LLC

Sarah Moore has worked in the nuclear industry for 33 years in both human resources and training 
roles. In her current position, Mrs Moore supports the Europe, Middle East and Africa region in Talent 
Management where she is responsible for implementing consistent and standard processes across 
the European countries. She works with the Talent team in the Corporate Centre to provide European 
input when developing new programmes and processes.

Nuclear needs to attract employees from O&G and other sectors

028_031nei0816 training.indd   29 21/07/2017   13:07



Special Report | Training & Recruitment

NUCLEAR ENGINEERING INTERNATIONAL | www.neimagazine.com August 201730

What are your priorities for training and 
recruitment over the next 12 months?
One of our main priorities for the next year, and 
beyond, is looking at increasing the number of 
female engineers we have within the company. 
Our apprentice and graduate recruitment 
programmes play a vital part of that goal.

Research by the Social Market Foundation 
has highlighted the wealth of opportunities 
for careers in science and engineering, yet 
the number of women entering these careers 
remains low.

EDF Energy recruited five times the national 
average of women onto its engineering 
apprenticeship in 2016 (21%). The national 
average is just 4%. 

The company is determined to tackle 
the current gender imbalance in STEM, 
and we’re hoping to increase the number 
of women we recruit onto our STEM 
apprenticeships to 30% by 2018.

We’ve seen a direct correlation between 
our activities with schools and at careers fairs 
targeting secondary school girls, and the 
number of young women who subsequently 
apply onto our engineering apprenticeship 
programme. This is why we’re investing in 
initiatives such as Pretty Curious. Last year, we 
hosted more than 1000 12-13-year-old girls at 
events across the country to give them hands-
on STEM experiences and introduce them to 
female role models working in the industry.

This summer, we are piloting a residential 
summer school for 15-16-year-old girls to give 
them an insight into what apprenticeships are 
like, meet female engineers and also senior 

people from the business and gain valuable 
employability skills.

What issues are you facing when it 
comes to skills and recruitment?
During the apprentice recruitment process, 
it was noted that potentially suitable 
technicians would not make the right 
academic grades and that they needed 
a separate route to EDF Energy or other 
companies’ apprentice programmes.

Since 2011, EDF Energy has sponsored 
the ‘Access to Apprenticeship’ programme 
at colleges near its sites at Hinkley Point B 
and Heysham. 

The programmes, at Bridgwater and Taunton 
College and Lancaster and Morecambe 
College, are aimed at young people without 
the minimum qualifications to apply for an 
advanced apprenticeship scheme.  

The course lasts for an academic year 
and those on the course, around 20 at 
each college, work towards a BTEC Level 
2 qualification in Engineering and Applied 
Science, which will develop the students’ core 
engineering skills and knowledge.

The courses also offer regular visits to either 
Heysham or Hinkley Point power stations. The 
colleges also invite in guest speakers to give 
valuable insights into the workings of the industry.

On successful completion of the course, 
students can enter the aptitude-testing phase 
of the EDF Energy recruitment process. Many 
students have now obtained EDF Energy 
apprenticeships with many others successfully 
joining other local area engineering companies.  

What initiatives do 
you have to attract and retain staff?
Retention on the EDF Energy apprenticeship 
is outstanding; with success rates exceeding 
95% each year. Graduating apprentices are 
offered full-time positions with EDF Energy on 
successful completion of their apprenticeship 
with very few exceptions and after that job 
security is excellent.

There is also an understanding that the 
apprentice schemes open a route into a 
potentially wider engineering career. EDF 
Energy does offer its employees continuous 
development opportunities to take degree and 
post graduate courses.

Would you say there is a skills ‘gap’ in 
the nuclear sector? What opportunities 
are there to address this?
EDF Energy recognises the need to ensure 
there are enough trained people to make the 
step into the engineering and energy sectors.

Apart from the STEM and Pretty Curious 
campaigns, each of the company’s generation 
sites has a Visitor Centre, and this allows 
pupils a chance to see behind the scenes 
of a power station. The stations will often 
have science days or careers days for 
young people, which again ensures the skills 
message is promoted.

As well as the EDF Energy-sponsored 
‘access to engineering courses’, the company 
has also joined forces with Bridgwater 
College to launch a Nuclear Scientist Degree 
Apprenticeship which will address the gap in 
higher level skills as work starts on our new 
fleet of UK-based nuclear power stations.

Students are offered practical experience at 
nuclear sites, and in September 2017 the first 
year of study will take place at EDF Energy’s 
training facility at Cannington Court, near 
Hinkley Point. 

Students will be awarded a full Honours 
Degree with added real, practical workplace 
skills and the financial security of a regular 
pay packet. 

Also linked to Hinkley Point C, the company 
has a new commercial apprenticeship 
programme, where those on the scheme study 
for five years for a university-level qualification 
while gaining hands-on experience.

At the end of the apprenticeship, they will 
move into a permanent role in the commercial 
team with responsibility for managing their own 
portfolio of contracts. 

Barbara Jones, HR Director, EDF Energy

Barbara Jones is HR Director and Board Member for EDF Energy’s Nuclear New Build Projects. She 
has responsibility for all aspects of HR as well as leading the development of education, employment 
and skills initiatives to ensure availability of a skilled workforce for the construction, commissioning 
and operation of four new nuclear power stations in Somerset and Suffolk.
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What is your perspective on the skills 
situation within the nuclear industry, 
and how is it changing?
The construction of new nuclear power plants, 
combined with growing decommissioning 
activities on the UK’s legacy portfolio has 
created a major skills shortage in the 
nuclear industry, across a variety of roles. 
Compounded by an ageing workforce, the 
issue has become increasingly important 
in recent years. The need to act has been 
recognised by all parties within the industry, 
and we welcome the recent inclusion of 
nuclear as one of the key sectors under the 
government’s Industrial Strategy.

There is clear evidence highlighting skill 
shortages that the industry will face over the 
next ten years and encouraging signs that 
steps are being taken to bridge the gap. 
However, we remain at the early stages of 
addressing these. The picture is constantly 
changing, not least due to demographic, social 
and political change in the UK, Europe and 
further afi eld. These factors are infl uencing how 
the industry is organised and affecting how, as 
the supply chain, we have to prepare ourselves 
for the skills shortage.

Would you say that there is a ‘skills gap’ in 
the nuclear sector? What opportunities are 
there to address this?
Across the whole economy, it is widely 
recognised that we face skills shortages in 
Science, Technology, Engineering, Maths 
(STEM) subjects. This general challenge 
is heightened further for businesses, like 
Nuvia, which operate in specialist sectors. It 
is especially the case in nuclear, which has 
traditionally demanded that people demonstrate 
signifi cant practical experience as well as having 
the right technical capabilities.

Industry and Government are beginning to 
work together more effectively, taking a holistic 
approach to developing better systems to 
address current and identify future skills gaps. 
Nuvia fully supports this approach and actively 
contributes to the development of these skills by 
being a member of the National Skills Academy 
Nuclear (NSAN) Advisory Board and Standards 
Advisory Group. Their combined efforts provide 
feedback directly to the Nuclear Skills Strategy 
Group (NSSG) on how to deliver the UK nuclear 
skills strategy.

In addition to the work we do with NSAN, 
we support numerous schools across the 

UK in promoting STEM-based subjects and 
careers. Our Apprentice Scheme and Graduate 
Programme continue to go from strength 
to strength and 2017 will see our largest 
Apprentice intake since we relaunched the 
scheme in 2008. We will reach our initial target 
of 5% of employees being recruited through an 
apprenticeship route in September of this year; 
naturally, we see this as a starting point and 
will continue to invest in the scheme to meet 
our future needs.

I believe that the Government’s Industrial 
Strategy is a step in the right direction; 
however, there is much to do now before we 
start reaping the benefi ts tomorrow. One area 
where we can make a difference quickly is to 
simplify the process for those wanting to enter 
the nuclear industry.

We have offered to support NSAN in the 
further development of the Nuclear Training 
Network – an online portal designed to facilitate 
easy access to industry skills and training 
programmes, enabling individuals to develop 
the skills and knowledge required to work in 
different sectors.

The Apprentice Levy also presents a 
huge opportunity to develop the skills of the 
workforce further. 

What issues are you facing when it 
comes to skills and recruitment?
Flexibility and agility will be key for organisations 
as we continue to react to a changing world 
and how people view their work/ life balance.

In an industry with a steadily increasing age 
profi le, it will only take a modest upsurge in the 
market to accelerate the skills and capacity gap. 
Apart from the obvious issues of competition 
for resources and resultant pressures on 
wage rates, all employers will be looking 
to differentiate themselves and become an 
‘employer of choice’ brand.

We are seeking to address these issues is by 

taking a long-term view of people development. 
From engaging with local schools, and STEM 
activities, through continued investment in our 
Apprentice Scheme and Graduate Programme 
we endeavour to build long-term relationships 
with our people, one that aids retention and 
reduces turnover rates.  

When it comes to recruitment, we take a 
detailed forward view on our skill needs, aiming 
to recruit ahead of the curve where feasible to 
mitigate any gaps on project delivery.

Another important factor is not to 
compromise on our recruitment decisions. 
Maintaining standards is essential, and it is 
much better to wait for the right candidates to 
supplement our already excellent team.  

What are your priorities for training and 
recruitment over the next 12 months?
We are fortunate to be part of VINCI, the 
world’s largest integrated concessions and 
construction group. This provides access 
to a truly world-class talent pool, as well as 
allowing us to benefi t from a global HR team 
infrastructure. This allows us to put people at 
the heart of all we do.

Over the next 12 months, we will continue 
investing to improve the quality and skills of 
our employees. Under our annual performance 
development review, all employees have an 
opportunity to discuss their personal training 
needs with line managers. This…allows us to 
create appropriate tailored training plans for all 
and in turn improve services we provide to our 
customers. It will always be a vital ingredient 
for our continued growth and success.

More generally we’re continuing to expand our 
Leadership and Line Management programme, 
with a view to ensuring that we have a suffi ciently 
experienced team, one that supports our 
succession plans and also guarantees the 
provision of suitably skilled employees in the right 
place and at the right time.

Mike Roberts, Director of Corporate Services, Nuvia

Mike is a qualifi ed Chartered Accountant with more than 25 years’ experience in Finance and Senior 
Management positions. He joined Nuvia in 2002 and is now Director of Corporate Services. His remit 
covers Finance, HR, Assurance, legal and property services, IT and supply chain strategy. Mike’s 
experience and technical knowledge are vital in setting the company’s strategic direction and in 
developing a forward-thinking HR strategy for the business.

Apprentices and colleagues at the Nuvia Apprentice Awards in 2017
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Share your view 

Are you facing similar challenges in your organisation? What do you 
see as the main issue when it comes to skills and recruitment? Please 
contact the editor, Caroline Peachey (caroline.peachey@compelo.
com) to participate in Part 2 of this feature.



Would you say there is a skills ‘gap’ in 
the nuclear sector? What opportunities 
are there to address this?
That is a very good question. For the last 
eight years, people have been talking 
about a skills gap, and it has not really 
materialised. Two of the primary reasons 
for this are that the demand estimates 
for skills have been based on projects 
and workstreams happening that have 
been delayed or cancelled, and that the 
“retirement cliff’’ has been more of a slow 
decline than a cliff because many people 
continue to work in the industry after 
retirement age. We do see a squeeze in 
certain areas such as I&C engineering, 
project control, and in hiring senior people 
with rare skill sets but these have always 
been there. 

In operating facilities across Europe, the 

skills gap has not yet started to bite. Often 
people over retirement age continue to work 
as consultants, and we see less attrition of 
engineers and technicians to other sectors 
such as O&G because they are not hiring 
intensively. 

On the project side, a skills gap could 
materialise very quickly if mega projects in 
nuclear new build, decommissioning and 
defence coincide with other big infrastructure 
projects. For example, in the UK, if Hinkley 
Point C, Horizon and/or NuGen, NDA estate 
decommissioning, Trident and HS2 all 
happen concurrently, the strain on skills in 
the UK will be immense. In addition, if there 
is a head-to-head competition for engineers, 
the nuclear industry could lose out to O&G or 
other sectors with higher salaries. 

To summarise, we do not see a serious skills 
issue for organisations, not yet, especially not 

in the UK. The skills gap 
has always been three 
years away, and I believe 
it is still currently three years away. 

The main opportunity now is for the 
industry to work on the employer brand 
of nuclear. People don’t associate nuclear 
with a great career opportunity, but when 
they learn about what the industry has to 
offer their interest levels rise rapidly. The 
best approach is to have a joined up effort 
in the industry, promoting the employment 
opportunity to increase the number of 
graduates and experienced people joining 
the industry and improve the brand’s image. 
In many countries, such as Canada, Slovakia, 
UAE and China, nuclear is considered a 
prestigious industry to work in. This used 
to be the case worldwide and with the right 
joined up efforts it can be again.

Callum Thomas, Chief Executive Offi cer, Thomas Thor Associates

Callum Thomas is the founder and chief executive offi cer of Thomas Thor Associates, an executive 
search, recruitment and consulting fi rm dedicated to the global nuclear industry.

Talking points 

“People need to join the nuclear sector and not 
a particular company...”

“Whilst efforts have been made by industry and 
the sector skills council, too often there is 
a reluctance to employ individuals with limited 
sector experience.”

Mike Roberts, Director of Corporate Services, Nuvia

“The nuclear industry may have to increase 
wages to keep its staff, especially in countries 
expanding nuclear initiatives”

Source: Global Energy Talent Index (GETI) 2017

“In the UK it is estimated that 70% of the 
workforce will retire by 2025…”
Adam Spelman, regional director for the UK at NES Global Talent

80% of the nuclear workforce uses skills that 
are shared with other industries. 

Source: NSSG Nuclear Workforce Assessment 2017

Numbers

people are employed in the 
UK nuclear sector and this 
fi gure is set to double with 
construction of new power 
plants at Hinkley Point C, 
Wylfa Newydd and Moorside.

Source: NIA Civil Nuclear 
Industry Jobs Map 2017
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Developer: Horizon Nuclear Power Reactor type: 2 x UK ABWREstimated net capacity: 2.7 GW

PBO: Cavendish Fluor Partnership Ltd (Cavendish Nuclear, Fluor Corporation)Reactor type: 1 x MagnoxStation lifetime output: 232 TWhLifetime: 1971–2015
People: More than 530

PBO: Westinghouse Electric UK LimitedEstablished: 1946
Operation: Nuclear fuel manufacturing, decommissioning and demolition of redundant plants and buildingsPeople: 1,053 employees

Reactor type: 1 x PWR
Net capacity: 1198 MW
Lifetime: 1995–2035
People: 520 full time employees plus over 250 full time contract partners

Developer: Horizon Nuclear Power Reactor type: 2 x UK ABWREstimated net capacity: 2.7GW

PBO: Cavendish Fluor Partnership Ltd (Cavendish Nuclear, Fluor Corporation) Reactor type: 2 x MagnoxStation lifetime output: 43 TWhLifetime: 1962–1989
People: More than 230

PBO: Cavendish Fluor Partnership Ltd (Cavendish Nuclear, Fluor Corporation) Lifetime: 1946–1990
Operation: First centre for nuclear power research in the UK and the site of Europe's !rst nuclear reactor

People: More than 340

Reactor type: 2 x AGR
Net capacity: 1190 MW
Lifetime: 1988–2030
People: 550 full time employees plus over 180 full time contract partners

PBO: Cavendish Dounreay Partnership Ltd(Cavendish Nuclear, CH2M, AECOM)Lifetime: 1955–1994
Operation: Development of prototype fast breeder reactors and submarine reactor testing

People: More than 600 

Reactor type: 2 x AGR
Net capacity: 1180 MW
Lifetime: 1983–2024
People: 530 full time employees plus over 200 full time contract partners

Hartlepool Power StationHartlepool, Clevelandedfenergy.com

Sizewell B Power StationNear Leiston, Suffolkedfenergy.com

PBO: Cavendish Fluor Partnership Ltd (Cavendish Nuclear, Fluor Corporation) Reactor type: 2 x MagnoxStation lifetime output: 110 TWhLifetime: 1966–2006
People: More than 280

Sizewell A Power StationNear Leiston, Suffolkmagnoxsites.com

Developer: NNB Generation Company (EDF Energy)Reactor type: 2 x EPR
Estimated net capacity: 3.2 GW

Sizewell C Power StationNear Leiston, Suffolkedfenergy.com

Developer: China General Nuclear Power Corporation (CGN) and EDF Energy
Reactor type: UK HPR1000

Bradwell B Power StationSoutminster, Essexbradwellb.co.uk

PBO: Cavendish Fluor Partnership Ltd (Cavendish Nuclear, Fluor Corporation) Reactor type: 2 x MagnoxStation lifetime output: 60TWhLifetime: 1962–2002
People: More than 230

Bradwell Power StationSouthminster, Essexmagnoxsites.com

Reactor type: 2 x AGR
Net capacity: 1050 MW
Lifetime: 1983–2028
People: 550 full time employees plusover 200 full time contract partners

Dungeness B Power StationRomney Marsh, Kentedfenergy.com

PBO: Cavendish Fluor Partnership Ltd (Cavendish Nuclear, Fluor Corporation) Reactor type: 2 x MagnoxStation lifetime output: 115 TWhLifetime: 1966–2006
People: More than 290

Dungeness A Power StationRomney Marsh, Kentmagnoxsites.com

PBO: Cavendish Fluor Partnership Ltd (Cavendish Nuclear, Fluor Corporation) Reactor type: 2 x MagnoxStation lifetime output: 69 TWhLifetime: 1965–1991
People: More than 400

Trawsfynydd Power StationBlaenau Ffestiniog, Gwyneddmagnoxsites.com

PBO: Cavendish Fluor Partnership Ltd (Cavendish Nuclear, Fluor Corporation) Reactor type: 4 x MagnoxStation lifetime output: 60 TWhLifetime: 1959–2004
People: More than 360

Chapelcross Power StationAnnan, Dumfriesshire magnoxsites.com

Torness Power StationDunbar, East Lothianedfenergy.com

Reactor type: 2 x AGR
Net capacity: 965 MW Lifetime: 1976–2023

People: 520 full time employees plus over 250 full time contract partners

Hunterston B Power Station West Kilbride, Ayrshireedfenergy.com 

PBO: Cavendish Fluor Partnership Ltd (Cavendish Nuclear, Fluor Corporation) Reactor type: 2 x MagnoxStation lifetime output: 73TWhLifetime:  1964–1990
People: More than 260

Hunterston A Power StationWest Kilbride, Ayrshiremagnoxsites.com

Heysham 1&2 Power StationsMorecambe, Lancashireedfenergy.com

Berkeley Power StationBerkeley, Gloucestershiremagnoxsites.com

Established: 1960
Operation: National facility providingmajor contributions to international fusion research and developmentPeople: More than 500

Culham Centre for Fusion Energy Abingdon, Oxfordshireccfe.ac.uk

Harwell 
Harwell, Oxfordshiremagnoxsites.com

Oldbury Power StationOldbury, Gloucestershirehorizonnuclearpower.com

PBO: Cavendish Fluor Partnership Ltd (Cavendish Nuclear, Fluor Corporation) Reactor type: 2 x MagnoxStation lifetime output: 137.5 TWhLifetime: 1965–2012
People: More than 600

Oldbury Power StationThornbury, Gloucestershiremagnoxsites.com

PBO: Cavendish Fluor Partnership Ltd (Cavendish Nuclear, Fluor Corporation) Lifetime: 1961–1995
Operation: Centre for research and development, 
including the prototype high temperature gas-cooled reactor, DRAGON, and the Steam 
Generating Heavy Water Reactor People: More than 250

Winfrith 
Winfrith Newburgh, Dorsetmagnoxsites.com

Spring!elds
Near Preston, Lancashirewestinghousenuclear.com/spring!elds

Wylfa Newydd Power StationCemaes, Angleseyhorizonnuclearpower.com

Wylfa Power StationCemaes, Angleseymagnoxsites.com

PBO: Urenco Ltd
Lifetime: 1953–1982
Operation: Nuclear fuel manufacturing, uranic storage, decommissioning and recycling

People: More than 300 employees

Capenhurst
Capenhurst, Cheshirecapenhurstnuclearservices.com

Established: 1953
Operation: Nuclear fuel manufacturing People: More than 300 employees 

Capenhurst
Capenhurst, Cheshirecapenhurstnuclearservices.com

PBO: Sella!eld Limited
Lifetime: 1947–1950
Operation: Fuel reprocessing, fuel fabrication and storage of nuclear materials and radioactive wastes

People: 10,154 employees

Sella!eld 
Seascale, Cumbriasella!eldsites.com

Dounreay
Thurso, Caithnessdounreay.com

Developer: NNB Generation Company (EDF Energy)Reactor type: 2 x EPR
Estimated net capacity: 3.2 GW

Hinkley Point C Power StationBridgewater, Somersetedfenergy.com

PBO: Cavendish Fluor Partnership (Cavendish Nuclear, Fluor Corporation) Reactor type: 2 x MagnoxStation lifetime output: 103 TWhLifetime: 1965–2000
People: More than 270

Hinkley Point A Power StationBridgewater, Somersetmagnoxsites.com

PBO: UK Nuclear Waste Management Ltd (AECOM, Studsvik, AREVA, Serco)Established: 1959
Operation:  Repository for the UK’s low level radioactive waste
People: 232 employees

Low Level Waste RepositoryNear Drigg, Cumbriallwrsite.com

Moorside Power StationWest Cumbrianugeneration.com

Reactor type: 2 x AGR
Net capacity: 955 MW
Lifetime: 1976–2023
People: 535 full time employees plusover 220 full time contract partners

Hinkley Point B Power StationBridgewater, Somersetedfenergy.com

Established: 1947
Operation: Fuel reprocessing,fuel fabrication and storage of nuclear materials and radioactive wastes 

People: 10,154 employees 

Sella!eld 
Seascale, Cumbriasella!eldsites.com

Developer: NuGeneration Ltd Reactor type: AP1000
Estimated net capacity: 3.4GW

Reactor type: 4 x AGRNet capacity: 1155 MW (Heysham1)                            1230 MW (Heysham2)Lifetime: 1983–2024 (Heysham 1)       1988–2030 (Heysham 2)People: 530 full time employees plus over 200 full time contract partners (Heysham 1)520 full time employees plus over 250 full time contract partners(Heysham 2)

Number of Employees by Parliamentary Constituency Summer 2017
Jacobs UK Ltd Mott MacDonald Ltd Ash!eld 

Aquila Nuclear Engineering Ltd BRC Reinforcement Ltd Barrow and Furness CH2M 
Gleeds 
International Nuclear Services Limited (BMT)  
International Nuclear Services Limited (PNTL)  
Jacobs UK Ltd Morgan Sindall Construction and Infrastructure Ltd  
Sir Robert McAlpine Ltd Basingstoke Decision Analysis Services Limited  

Frazer-Nash Consultancy Ltd THALES UK Ltd WSP Parsons Brinckerhoff  Bath 
Altran  
Rotork Controls Ltd Beacons!eld Golder Associates (UK) Ltd URENCO 

Bedford 
AECOM 
Belfast South PwC 
Bermondsey and OlEY 
Idom Merebrook Ltd PwC 
Berwickshire, Roxburgh and Selkirk John Lamont 
Scottish Enterprise  Turnbull & Scott (Engineers) Ltd TWI Ltd 

Bethnal Green and Bow Allen & Overy LLP Birkenhead 
Cammell Laird  Birmingham, Erdington Interserve Construction Limited Birmingham, Ladywood Arcadis 

Global Project Partnerships Ltd (GPP)  
Gowlings WLG Jacobs UK Ltd Mott MacDonald Ltd PwC 

Rider Levett Bucknall UK Ltd WSP Parsons Brinckerhoff  Birmingham, Perry Barr IMI Tru!o Marine  Blackburn 
Kloeckner Metals UK Blaydon 
Cyclife 
Bosworth 
Human Performance and Leadership Ltd  
Brent Central Direct Rail Services  Bridgwater and West Somerset Balfour Beatty  BAM Nuttall Ltd Capita Group Cavendish Nuclear Ltd Costain 

Doosan Babcock Limited EDF Energy 
Exova 
Fluor Corporation Hilti (Great Britain) Ltd Jacobs UK Ltd Kier Construction Limited Mace Limited Magnox Limited  National College for Nuclear National Skills Academy for Nuclear  

Radwise Limited  Sarens UK Ltd Brighton Pavillion Mott MacDonald Ltd Bristol South Mott MacDonald Ltd Bristol West AECOM 
Arcadis 
ARUP 
Bechtel  
Burges Salmon LLP Deloitte 
DWF LLP 
EDF Energy 
EY 
Frazer-Nash Consultancy Ltd Gardiner & Theobald LLP Gleeds 

Hydrock Group Ltd Mace Limited Mott MacDonald Ltd NG Bailey 
South West Nuclear Hub - University of Bristol  
Thomas Thor Associates Waldeck Associates Limited WSP Parsons Brinckerhoff  Buckingham Energy at Long Crendon Burton 

Frazer-Nash Consultancy Ltd Bury North 
Hargreaves Ductwork Ltd M+W Group  Bury St Edmonds Direct Rail Services  Caithness, Sutherland and Easter Ross Jamie Stone 

AECOM 
AREVA UK 
Capita Group Cavendish Nuclear Ltd CH2M 

Direct Rail Services  GD Energy Services S.A.U. Jacobs UK Ltd KAEFER Limited  Matom Limited Morson Projects Limited Nucleus 
Nuvia 
Rolls-Royce plc  TÜV SÜD Nuclear Technologies Calder Valley Weir Power & Industrial  Cambridge 

Kloeckner Metals UK WSP Parsons Brinckerhoff  Cardiff Central  Atkins 
Jacobs UK Ltd Cardiff North Idom Merebrook Ltd Cardiff South and Penarth Arcadis 

ARUP 
Carlisle 
Carrs Engineering Direct Rail Services  National College for Nuclear Carmarthen East and Dinefwr Quinshield Ltd Central Ayrshire Radwise Limited  Charnwood 

Interserve Construction Limited Cheadle 
THALES UK Ltd Cheltenham 
Abbott Risk Consulting Limited NSG Environmental Ltd  Chester!eld AECOM 

AVEVA Solutions Ltd Chippenham M+W Group  Chorley 
Capita Group NIS Ltd 
Christchurch Ultra Electronics Nuclear Control Systems  
Cities of London and Westminster Rt Hon Mark Field 
Accenture 
Addleshaw Goddard LLP Arcadis 
BAM Nuttall Ltd Bechtel  
Bird & Bird 
Cavendish Nuclear Ltd CMS Cameron McKenna LLP Deloitte 

DWF LLP 
EDF Energy 
Eversheds LLP Exelon Generation Limited Fenwick Elliott LLP Fluor Corporation Gowlings WLG Herbert Smith Freehills LLP Hitachi Nuclear Energy Europe, Ltd.  

Informed Solutions KEPCO 
Lloyd’s Register Mace Limited Marsh Ltd 

Nuclear Industry Association Nuclear Risk Insurers Ltd NuScale Power Rolls-Royce plc  Thomas Thor Associates Tokyo Electric Power Company (TEPCO)  
World Nuclear Association WSP Parsons Brinckerhoff City of Chester Aquila Nuclear Engineering Ltd Balfour Beatty  Cavendish Nuclear Ltd EMCOR Facilities Services Ltd Gleeds 

Interserve Construction Limited Jacobs UK Ltd KDC Contractors Ltd Kier Construction Limited Matom Limited Mott MacDonald Ltd Nuvia 
Radwise Limited  URENCO 
Coatbridge, Chryston and Bellshill Hugh Gaffney 
Atkins 

 
Weir Power & Industrial 

 
Copeland 

Trudy Harrison 
AECOM 

 
Amec Foster Wheeler 

 
Ansaldo NES 

 
Arcadis 

 
AREVA UK 

 
ARUP 

 
Assystem UK Ltd 

 

 Key

Number of Employees in  Each Constituency

Data is correct as of Summer  2017 and represents only those companies who are members of  the Nuclear Industry Association.

 Key

Existing and proposed sites

UK decommissioning sites

What is the NIA?The Nuclear Industry Association (NIA) is the trade association for 
the civil nuclear industry in the UK, representing more than 250 
companies across the supply chain. The diversity of NIA membership 

expertise in new build, management and decommissioning enables 

effective and constructive industry-wide interaction.We believe nuclear is essential to meet Britain’s future clean 
energy needs. Together with renewables and energy ef"ciency, 
nuclear can reduce our carbon emissions. As part of a diversi"ed 

energy mix, modern nuclear-generated energy can provide safe 
and reliable sources of power for Britain’s homes, hospitals, 
schools and industries.

The UK Civil Nuclear Industry

of the UK nuclear 
workforce is female 
across all levels and 
disciplines. It is around 
28% in civil sector, but 
just 12% in defence.

22%

Source: NSSG Nuclear Workforce 
Assessment 2017 (Data as of October 2016).
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