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1. Executive Summary

1. Executive summary

London Higher is working with London First and the Learning and Skills Network to develop a strategic

approach to implementing increased engagement between business and Higher Education (HE).

This report sets out the details of the provision of Higher Level Skills (HLS) (the so-called supply side)
and provides an analysis of the market characteristics, industry offerings, current and future trends,
good practice and key barriers; it also sets out how higher education institutions (HEIs) could best be
marketed to business.

1.1 Current provision
London has the highest concentration of HE providers in the UK, with over 40 HEIs and over 20
Further Education Colleges (FECs) providing HE. The key strengths of the London HE group revolve

around its quality and diversity:

. Scale: The sheer scale and diversity of the London HE sector is world class. Employers have
access to four ‘Russell Group’l HEls, as well as a range of pre- and post-1992 universities

and HE colleges 2, some of whom have employer engagement at the top of their agenda.

. Scope: London has an unrivalled offering of specialist, one-faculty institutions, which is
appealing to some employers and enables the supply of bespoke provision not possible in
other cities.

. Reputation and quality: Whilst London’s HEIs are not a homogenous group, there is a
consistent and strong reputation across the landscape. This relates to the research agenda,
for example the Russell Group HEIs, but also in a wider sense, for example through the
supply of high quality graduates, some institutions have long standing successful relationships

with employers.

Ll Enthusiasm: For many of London’s HEIs the realm of provision of HLS to employers is high on
their agenda. There are many instances of HEIs working proactively with employers to deliver
bespoke provision and develop courses together. In addition there are pilot projects in the
capital being led by HEIs to increase provision to employers. This demonstrates the

enthusiasm that exists for this agenda amongst some HEIs.

. Accreditation: While accreditation is perhaps not the unique selling point it once was, it still
adds a distinctiveness and badge of quality assurance to HEIs’ provision, often demanded by

the employee as well as the employer.

! The Russell Group is an association of 19 major research-intensive HEIs of the United Kingdom.
2 The post-1992 universities are those which acquired university status as a result of the provisions
of the Further and Higher Education Act 1992.
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However, the HLS market is very competitive with employers, particularly large employers, having
access to in-house provision and an abundance of commercial providers also vying for the demand. In

terms of the provision from HEIs, findings show that:

. there is increasing provision of supply to employers on a national level but HEIs have a
market share of less than 3% (£64 million in income compared to a HLS market in London of

£2.3 billion, as reported in the demand side research report which can be downloaded from

= the supply is not evenly spread across institutions but is heavily skewed to a few individual
institutions; the extent to which institutions want to supply to this market appears to depend
upon their particular business model which varies, for example between the Russell Group
HEIs and post 1992 HEIs

= HEIs can build on their considerable achievements in engaging with industry and business

through other third stream? activities.

1.2 Current and future trends
Current trends in the supply of HLS:

= in-house provision dominates current employer choice, particularly with regard to large

employers

= among HEIls and FECs there is an increasing emphasis on Foundation degrees (Fds) as a

source of provision to employers and student numbers studying this type of HE are growing

. there may be a threat to HEIs from commercial providers such as BPP Professional Education
which have recently been awarded degree awarding powers. Similarly there may be a threat
from giving further education (FE) degree awarding powers.

However, a changing demographic, particularly a reduction in the number of 18 year olds, is likely to
increase the appeal to and/or necessity for HEIs to supply provision to the workforce. This is
exacerbated by the Leitch agenda’s aim to raise HE qualifications in the workforce from 29% to 40% by
2020 and the consequential Government initiatives, including the creation of 5,000 co-funded places
for the 2008/09 academic year and the target of 100,000 students to be studying for Fds by 2010.

1.3 Good practice
There are many examples of good practice in engaging businesses in HLS provision, both at a national
and regional level and significant innovative programmes are being developed between employers and

HEls. Key findings show that:

= there are a variety of modes of recurring provision namely Fds, tailored degrees and bespoke

courses

= the impetus to supply has often come from an employer taking the initiative, although

examples of proactive HEIs delivering innovative solutions are increasing

® Third stream activities are those which are a response to the needs of business and the wider community eg
knowledge transfer and consultancy work.
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there are emerging and recurring themes around building relationships at the right level,
partnership working, consortia and collaboration and the importance of commercial acumen;
this has often been achieved through the use of dedicated contact points either at an

institutional or a departmental level

whilst they are still in the preliminary stages, there are some early lessons to be learned from
the Higher Education Funding Council for England (HEFCE) Regional HLS pathfinders (Train
to Gain), specifically: the difficulty of using brokerage services as a seamless one stop shop,
the need to work collaboratively and with regard to the existing regional organisational
infrastructure, the importance of not underestimating the necessary human resource (HR)
costs or the potential start-up costs and the use of sector panels to deliver funding according

to regional priorities.

1.4 Barriers

The major barriers that may contribute to preventing HEIs from engaging with business in HLS

provision are:

cultural differences, because institutions and employers often find it challenging to engage
with one another; examples of good practice often involve committed and enthusiastic

individuals who have managed to overcome this barrier

infrastructure and resource limitations, because HEIls are not traditionally set up to deliver the
type of provision demanded by employers, which differs significantly from that demanded by
the traditional undergraduate/postgraduate market (this is relevant both in terms of physical

infrastructure and systems but also in terms of the ongoing skill set of HEI staff)

the incentives, including financial, to drive culture change from the top and workforce
development from the bottom; these are less apparent on the HLS agenda than they are on

other agendas such as academic research

accrediting provision, due to the different areas requiring accreditation, such as existing in-
house training and work-based learning; the accreditation of these types of learning can add
complexity, increase risk to the validating institution and lead to a delay in the ability of an HEI
to respond quickly to an employer’s needs

uncertain demand and high costs compared with the more traditional undergraduate and

postgraduate market

financial issues such as funding methodology, the costing of different types of provision and

the pricing of courses.

All of these issues may act as a disincentive to supply.

15

Information and marketing

Several key themes and findings have emerged:

The marketing of HEIs is a key aspect of success if institutions are to stimulate the demand

for their provision in this arena
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. The current approach to the marketing of HEIs to business and provision of information to
employers could be implemented more successfully; HEls find this a difficult area of their

overall strategy

. Brokerage mechanisms and databases of available provision are often cited as a potential
solution but in practice can be difficult to implement in terms of a seamless one stop shop

solution.

1.6 Implications
The implications resulting from this report are a set of clear drivers and principles that must be
addressed if HEIs are to increase their presence in the HLS market.

Firstly, HEIs clearly need to have the capacity and capability to deliver. This is necessary in terms of
both HR and systems development. The upfront costs of investment need to be carefully considered so
that they are not underestimated. Consideration needs to be given to where, across the London HEI

estate, upfront investment is needed and where savings and economies of scale can be made.

Secondly, HEIs need to be confident that this upfront investment will lead to sustainable courses and a
valid business stream for their institution. Whilst it is recognised that courses need to be tailored to
employer needs and that demand cannot be as assuredly constant as the undergraduate and
postgraduate market, HEIs need to have the knowledge to enable them to consider which employers
they should target and what types of courses they should supply. This is fundamental to long-term

sustainability.

In order to consider which employers to target and what types of courses to supply, HEIs need
knowledge of the HLS demand and the needs of the London business community. This strategically
important information will enable the business model of each HEI's employer engagement agenda to
adapt appropriately to the needs of the London economy. This is particularly relevant to London:
different from the rest of the UK, London is a global city and competes in the global market where

technological, economic and social change are fast paced and ever present.

Finally, in addition to knowing who to target, HEIs need to develop pricing strategies that are both
competitive and provide a satisfactory return. This has been a key lesson learnt in the research. For
example, there is often a high take up where funding is available but demand for courses declines once
funding stops. In addition the perception of each HEI’s offering in the market place is key and therefore
marketing and provision of information is also critical as is the ability to demonstrate value for money to
the employer.

1.7 Conclusions

The output of this report is a valuable evidence base for the development of an employer engagement
strategy. This report has considered the agility of the HE sector to respond to change and the factors
that will enhance this. This is crucial for the identification of intervention measures to increase HEIS’
share of the market. Going forward, interventions are likely to include some rapidly deliverable
elements, some medium term developments and some seed corn approaches that can be tailored as

the environment changes.
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2. Introduction

2.1 Background

Grant Thornton has been commissioned by London Higher, London First and the Learning and Skills
Network to develop a strategic approach to employer engagement for HE in London, in order to
increase the volume and value of HLS training and development contracts that London’s HEIs have
with employers. The London Higher Skills Board (LHSB) has overseen this project. The LHSB brings
together senior business people, heads of London HEIs, and representatives from London Higher,
London First and the Learning and Skills Network. Membership of the LHSB is included in Appendix 4.

The aim of the project (funded by the Higher Education Funding Council for England (HEFCE)) is to
build a robust evidence base, incorporating as appropriate new and purpose-specific research, to
explore both the supply of and demand for HLS in London, identify main barriers that need to be
overcome to drive greater and more effective interaction between London’s businesses and HEIs, and
then to consider possible strategic solutions and advise how these may be implemented to ensure that

the economic potential of HLS provision in London is maximised.

The development of the strategic approach to employer engagement for HE in London involves three

distinct projects (all three reports can be downloaded from www.londonhigher.ac.uk/publications.html) :

= Project 1: The demand for HLS by London employers
. Project 2: The supply of HLS provision in London (this report)

= Project 3: Development of strategic solutions that will give employers efficient access to
relevant HLS provision within London’s HE sector and enable the sector to meet this demand

and increase their market share

This report sets out the findings from a review of key studies, statistics and background documents
concerning the supply of HLS provision within London. Interviews with relevant organisations and

institutions, including HEIs, FECs, HE organisations and employers have also been carried out.

2.2 Methodology

Our approach to the supply side research (project 2) consisted of the following tasks:

= A desk review of existing research on the provision of HLS and employer engagement,

particularly focused on London

= A wide consultation process, involving around 15 interviews (both face-to-face and telephone)
and seven case studies with representatives from HEIls (including non-London HEIls) and

other stakeholders. The detailed case studies are included in Appendix 2.
= Workshops with representatives from HEIs and other stakeholders

= A telephone survey of 123 providers in London and the surrounding area of which 45
responded, including HEIs (50%), FECs (25%) and commercial providers (25%).
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The survey was jointly developed by Grant Thornton and market researchers, Ci Research, with the
close support of London Higher. Key results from the survey are referred to within the main body of this

report. The detailed survey results are set out in Appendix 3.

2.3 Definition of HLS
HLS are defined as those at Level 4 and above under the National Qualifications Framework (NQF).
See Appendix 1 for a copy of the NQF and the Framework for Higher Education Qualifications (FHEQ).

The definition of HLS used in this report is as follows:

Training at degree or equivalent level or above and executive and professional development courses,

including short courses.
This includes training leading to the award of:

. qualifications accredited at NVQ Level 4 or above (including university degrees, Masters

degrees, PhDs etc)

= professional qualifications (such as accounting, engineering, law and advanced medical

qualifications)
. MBAs
= Certificates and Diplomas delivered by HEIls

. short courses delivered at and accredited by the HEIs (as being equivalent to Level 4 or

above)

= executive development courses (whether delivered internally or externally) ie management

development programmes

= other professional development courses (delivered internally or externally) including advanced

presentation skills, financial and business skills, team working and communication skills
. Information Technology (IT) user training at an advanced level (including advanced courses in

Microsoft Office and other software but excluding introductory software courses)

2.4 Report structure

The structure of the report is as follows:
. A summary of the relevant policy context and skills agenda (Chapter 3)

= The provision of HLS currently available to employers, including HEls, FECs, commercial

providers and employers’ internal provision (Chapter 4)
. The current and predicted future trends in the supply of HLS provision (Chapter 5)
= Examples of good practice in engaging business in HLS provision (Chapter 6)

= Barriers on the supply side that prevent London’s HEIs engaging business in HLS provision

and ways in which these may be overcome (Chapter 7)

= How data and information concerning provision and options available to employers could be
ordered and presented (Chapter 8).
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2.5 Employer engagement
Employer engagement can cover a range of agendas for HEIs, for example consultancy work and
collaborative research as well as the provision of HLS to employers. These agendas are considered in

more detail in Chapter 4.

In this report the focus is on HLS training provision. Nonetheless, employer engagement in its other
contexts should not be disregarded as HEIs may be able to form linkages and work with employers

across agendas.
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3. National policy context and skills agenda

3.1 National policy context

Skills development has moved up the Government’s agenda in recent years with two White Papers
published in 2003 and 2005*. The Government commissioned the Leitch Review of Skills in 2004,
which was followed with the 2007 Department for Innovation Universities and Skills (DIUS) led World

Class Skills: Implementing the Leitch Review of Skills in England.
The skills agenda is being driven by a number of broad social and economic factors:

= An ageing working population and the need to provide opportunities for lifelong learning to

enable the workforce to remain productive for longer
= The rise and intensity of economic competition with the emerging markets of India and China

= The shift to a knowledge-based economy and the accelerated pace of innovation and

technology contributing to a labour market in need of HLS.

From April 2008 the UK skills agenda will be driven by the newly appointed UK Commission for
Employment and Skills. The commission will take on many of the functions of the Sector Skills
Development Agency and National Employment Panel and aims to ensure the structures and systems

are in place to raise the UK skills base® . The remit of the commission will be to:®

= advise Ministers on the strategy, targets and policies needed to increase employment and

skills
= assess progress towards our world class ambition in the UK

= monitor the contribution that each part of the employment and skills system makes to
sustained employment and career progression, challenging performance and recommending

improvements in policy and delivery

= ensure that employment and skills services in the UK are integrated and are meeting the
needs of individuals and employers, and to advise Government on whether further institutional

change is required

= have responsibility for the performance of Sector Skills Councils (SSCs), advising Ministers on

re-licensing.

4

DFES (2003), 21st Century Skills: Realising our potential.
DFES (2005), Skills: Getting on in business, getting on at work.
DIUS, Business leaders appointed to the board for UK Employment and Skills Commission, press release last

5

6 last accessed 22/01/07, hitp:Iwww.cfes.org.ukA.

Grant Thornton UK LLP


http://www.dius.gov.uk/press/10-12-07.html
http://www.cfes.org.uk/

Research Report 2: The supply of higher level skills provision in London
3. National Policy Context And Skills Agenda

The commission will play a vital role in realising the UK ambitions for skills development and

achievement at all levels.

The Leitch Review highlighted that the UK skills base remained weak by international standards and
development was essential for the UK economy to remain competitive and reduce social deprivation.
Most notably, Leitch stated that the growth of skills at Level 4 and meeting the skills needs of
employers could only be achieved through rebalancing HE priorities to become more flexible and
responsive. The Review calls for an increase in the number of adults qualified to Level 4 and above
from 29% in 2005 to 40% by 2020. The Review calls for a focus on economically valuable skills and
suggests that the responsibility for skills development should be shared between employers,

individuals and the Government.

Leitch identifies that over 70% of the UK's 2020 workforce have already completed their compulsory
education. As a result, the focus for ensuring that the economy has the skills required to remain
globally competitive is on training and retraining people within the workforce. This represents a shift in
focus, with a movement away from the situation whereby the bulk of the growth in HLS was based on
18 year olds undertaking tertiary education. In future years, the provision of continuing professional
development will become increasingly important for the UK economy to remain competitive and for
businesses to have access to the skills they require. An ageing workforce, particularly in certain
sectors, represents a substantial challenge in this regard.

The Leitch Implementation plan recognises the role of skills in protecting and improving the
environment. To compete in the global economy the paper identifies that a highly skilled workforce is
an economic necessity and that the Government’s role is to act as a catalyst for what is described as a

skills revolution.

National Skills Academies are being established and provide the opportunity for employers directly to
influence and drive the skills provision within their sector, through the provision of both further and

higher education. The Government aims to have eight academies in place by the end of 2008.

Regional Skills Partnerships (RSPs) were announced in the 2003 21st Century Skills White Paper,
and bring together businesses and skills organisations to meet the regional economy skills
requirements. RSPs are tasked to ensure that the appropriate structures for skills development and
delivery are best suited to support regional economic strategies. Partnerships aim to achieve the

following objectives:
= Ensure employer needs are central
. Raise ambition in the demand for skills
= Support learners to re-engage in learning
= Ensure colleges and training providers are responsive to employers’ and learners’ needs

= Stimulate better working across business support and skills development agencies7.

London Development Agency, Specification for Regional Skills Partnerships, last accessed 22/01/07

http://www.lda.gov.uk/upload/doc/27 492 Part2ltem11Annex2DraftSpecification.dog .
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RSPs are led by the Regional Development Agencies and have been established in each of the nine
regions. London has established the London Skills and Employment Board (LSEB) which replaces the
RSP. The LSEB is chaired by the London Mayor with 18 members from London's leading employers.
The Board has influence over the strategic direction of the Learning and Skills Council (LSC) adult

skills budget in London (c.£560 million per annum).

In February 2007 HEFCE announced the allocation of 5,000 Additional Student Numbers (ASNSs) to be

made available on a co-funded basis with employers.

HEFCE's approach to employer engagement uses existing structures and initiatives such as Train to
Gain, and Lifelong Learning Networks to achieve a demand-led system with employers, rather than
students driving demand. HEFCE is encouraging an approach to developing HLS whereby costs and

risks are shared by the institution, employer and employee.

Increased focus has been given to Train to Gain as a skills brokerage model, as a means of achieving
a demand-led system. The 2007 HEFCE Grant Letter referred to the expansion of the initiative for HE
to be informed by the HLS Pathfinders. In addition Learndirect run a scheme called Learning through

Work. These existing initiatives are described in the boxes below.

Box 3.1: Train to Gain

Train to Gain offers a bespoke skills brokerage service to enable employers to identify
and meet their skills needs. Employers work with Train to Gain brokers to:

= identify the skills needs of businesses

= identify the appropriate training

= develop and agree a tailored training package

= find available funding.
The scheme was first established by the LSC with Employer Training Pilots aimed at
Level 2, but the initiative has been re-branded, has extended its coverage to Level 3
and is being rolled out nationally in a phased approach. The service aims to engage

with those ‘hard to reach’ employers that are not working with training providers, to

enable their employees to achieve vocational qualifications.

Grant Thornton UK LLP
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Box 3.2: Lifelong Learning Networks

The Lifelong Learning Network (LLN) initiative aims to improve the coherence, clarity

and certainty of progression into and through HE.

Networks are groups of institutions, including HEIs and FECs, that come together to
develop collaborative arrangements to offer progression opportunities for vocational
learners. Networks aim to increase the number of learners from vocational programmes

or from the workplace into HE, to enable lifelong employment in the industry of choice.

LLNs were announced by HEFCE in 2004 and have been developed in partnership with
the LSC as part of its Progression Strategy. Networks are funded through the Strategic
Development Fund. There are 29 funded LLNs, with at least one in each English region

and two national networks.

Across London, five LLNs have been funded, representing c.£16 million of investment:
Linking London (led by Birkbeck, University of London), South London (led by Kingston
University London), West London (led by Thames Valley University), South East
London (led by King's College London) and The Creative Way (led by the University of
East London).

Box 3.3: Learning through Work

Learning though Work is a scheme run by Learndirect in partnership with participating
HEls and colleges. The scheme allows employees to work towards and study for
university qualification (undergraduate or postgraduate) without taking time off work.
The scheme integrates learning with relevant work-based projects to the benefit of both

employer and employee.

The scheme focuses on the individual and employer learning needs providing a flexible
approach to learning. Participating HEIs and colleges work with employers and learners
to:

= agree an individual's learning objectives

= plan their learning schedules

= collect and demonstrate learning.
The scheme enables learning to be tailored around the needs of the individuals and
specific needs of employers, providing a platform for employers to develop a study

programme for a group of employees to develop their skills to the benefit of the
business.

Employees can also complete shorter programmes, which can count as credits towards
a university qualification.

Grant Thornton UK LLP
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4.  Current provision

4.1 Introduction

The current supply of HLS provision to London’s employers is delivered predominately by:
Ll HEls
. FECs
. commercial providers
= employers’ in-house provision/corporate universities (CU).

Research suggests that most provision is in-house, followed by commercial providers. HEIS’ overall
share of this market is small with provision spread sporadically between institutions. However London’s
HEIls do have other experience of employer engagement, for example with other third stream activities,

such as contract research and consultancy work.
4.2 HEIl market characteristics

Potential market

The potential market for HLS which HEIls could secure is significant. The DfES estimated that the
market for employer expenditure that HE could compete for, on a national level and covering all levels
of training and development, is in the region of £5 billion® per annum. A report by the Higher Education
Academy quotes Connor (2005a) who suggested that a total of £8 billion is spent by employers on

training®.

Market penetration

The HEIs surveyed for this research had difficulty in reporting the income received from employers for
HLS provision. Two that completed the telephone interview reported that they were unable to supply
the data. The information received from a further five HEIs was investigated in more detail and resulted
in different income figures being reported. Therefore it has been concluded that it is not possible to
state with any degree of accuracy the total income received by London’s HEIs for HLS provision. The
most reliable source for this information is the Higher Education-Business and Community Interaction
Survey (HE-BCI)™.

8

CIHE. (2007) Workforce Development: Employer Engagement with Higher Education. p 2.

HE Academy. (2006). Work-based Learning, llluminating the Higher Education Landscape p15.

The Higher Education-Business and Community Interaction Survey provides the most detailed and up to date
information on London HEIs' third stream funding received from Continual Professional Development (CPD) and
Continuing Education (CE). Figures provided are from the 2007 survey HE-BCI 2007/17 which covers academic
years 2004/05 and 2005/06.

9

10
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The HE-BCI shows that in 2005/6, HEIs in the UK received over £400 million in income from Continual
Professional Development (CPD) and Continuing Education (CE), a 7% increase from the 2004/2005
academic year. Of the £400 million, London HEIs received £91.4 million, 23% of the total income
generated nationally. When spend from individuals is removed, London HEIs received £64 million.
Compared to an overall market of £2.3 billion, (as reported in the demand side research report) this

implies that London’s HEIs have a market share of less than 3%.

Table 4.1: Revenue received by HEIs in the UK from CPD and CE provision

Total revenue (£000s)

London 23% 91,363 83,412 10%
North East 3% 10,217 10,414 -2%
North West 10% 40,937 37,067 10%
Yorkshire & Humber 6% 23,006 23,264 -1%
East Midlands 5% 21,733 21,709 0%
West Midlands 5% 20,952 21,180 -1%
East of England 10% 41,852 40,496 3%
South East 17% 67,658 61,410 10%
South West 4% 17,501 17,058 3%
England 83% 335,219 316,010 6%
Scotland 9% 37,574 34,562 9%
Wales % 27,593 24,805 11%
Northern Ireland 0% 1,627 1,977 -18%
UK total 100% 402,013 377,354 7%

Source: HE-BCI 2007/17

Apart from the HE-BCI survey there is a shortage of data concerning the extent to which London’s
HEIls have penetrated this market. Exactly how much income London’s HEIs receive from employers
for providing HLS to their employees is not known. Currently, the HE-BCI survey provides the most
relevant and indicative information in its collection of data around CPD and CE, which are given fairly
broad definitions in the survey. Although it is recognised that the definition of HLS provision goes
beyond this, the working definition in HE-BCI is summarised as follows: “CPD improves an individual's
skills in their current employment whereas CE could also cover curiosity-driven enrolment or re-

»1l

skilling”.

" HEFCE. (2007). Higher Education-Business and Community Interaction Survey (2007/17). p 33.

Grant Thornton UK LLP
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The London market

The income of £64 million in London in 2005/2006 for CPD and CE was not evenly spread across
London’s HEIs but heavily skewed to a few individual institutions. Figure 4.1 gives a breakdown of the
top 10 providers (by income) of CPD and CE provision to employers.

Figure 4.1: Top 10 providers of CPD and CE to employers in London in 2005/2006 (by income in £000s)

1,480
2,110 1,775 1,723

3,255

3,512——
28,178
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5,552

@ London Business School

| City University

O Institute of Education

O University of Westminster

B London Metropolitan University

@ London South Bank University

W Middlesex University

0 Kingston University London

m University of the Arts London

W London School of Economics and Political Science

Source: HE-BCI 2007/17

Figure 4.1 shows that London Business School (LBS) had the largest share (44% of the total in
2005/2006), followed by City University (9%) and the Institute of Education third (8%).

It is important to consider the range of provision potentially available to employers in London. In
contrast to other cities in the UK, London has a vast range of potential suppliers, not only is there an
abundance of commercial providers and FECs delivering HLS, but there are also over 40 HEIs. These
range from four Russell Group HElIs, to a mix of both pre and post 1992 providers and also many
specialist institutions. This choice is arguably both a blessing and a curse: whilst employers should
theoretically be able to access all their HLS needs, the choice may seem overwhelming and reduce the

likelihood of an employer trying to work with any HEI.

Grant Thornton UK LLP
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Overall market

Despite the skewed picture demonstrated in Figure 4.1, London’s HEIs already have considerable
achievements at engaging with business and industry outside of HLS provision, for example, in relation
to other third stream activities such as contract research, consultancy and Intellectual Property (IP)

exploitation.

Figure 4.2 shows the income generated by HEIs on a national level by type of business and community
partner. Contract research is by far the largest source of income for HEls, with CPD and CE income
(excluding income generated from private individuals) being £285 million nationally.

Therefore it is important to recognise that employer engagement is not a new concept and that there
are significant relationships to build upon.

Figure 4.2: Summary of income by partner type in 2005/2006 (in £million)
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London’s HEls: Existing approach to employer engagement

When looking at overall employer engagement, distinctions are often drawn between the agendas of
different HEIs in terms of where their emphasis lies: between Teaching and Research and between
Societal and Academic agendas. Marilyn Wedgwood demonstrates this in her recent report showing

the agendas and expectations of institutions as follows:

Figure 4.3: Some agendas/expectations of HE

Some agendas/expectations
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Dr M. Wedgwood, Manchester Metropolitan University

Source: Wedgewood, M. (2007). Employer Engagement Higher Education for the Workforce Barriers and
Facilitators, p10

The report explains: “The top half of the diagram is the territory of engagement. Employer Engagement
and the recommendations of the Leitch Report relate to the top left hand side. Knowledge Transfer, as
explored by the Lambert Report of 2003 is represented in the top right hand side. Institutions, faculties
and departments can position themselves along both the horizontal and vertical axes in relation to their

aspirations, culture and strengths™?.

12

p 11.

Wedgwood, M. (2007). Employer Engagement, Higher Education for the Workforce: Barriers and Facilitators.
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The report goes on to compare a possible business model of a post-1992 HEI against a Russell Group
HEI:

Figure 4.4: Comparing a possible business model of a post-1992 and Russell Group HEI
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Source: Wedgewood, M. (2007). Employer Engagement Higher Education for the Workforce Barriers and
Facilitators, p11

The realm of engagement relating to the Leitch agenda and the up-skilling of the workforce arguably
aligns itself more closely with the agenda of post-1992 HEIs. In contrast, the research intensive Russell
Group HEIs will tend to sit in the bottom half of the diagram.

Within London, there is a range of institutions with different agendas. It will therefore be important to
acknowledge, appreciate and build upon the different agendas and strengths of the different HEls.

Survey results

The providers interviewed for the telephone survey were asked how important they consider HLS
provision to employers to be for their institution/organisation. The vast majority of all respondents
indicated that HLS provision was either ‘vitally important’ (33%) or ‘very important’ (42%) with only 4%
indicating that it was only ‘marginally important’. No respondents said that HLS provision to employers
was of ‘no importance’ to their activities, although two of the HEIs indicated it was of ‘marginal
importance’. Examining results for this question by the different types of provider revealed that HLS is
more important to commercial providers than it is for either HEIs or FECs. Figure 4.5 presents the
results of this analysis.

Grant Thornton UK LLP
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Figure 4.5: Importance attached to providing HLS to employers
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Source: Grant Thornton Supply Side Survey (2008)

HEIs’ delivery of provision

It is generally accepted that HE provision will need to be delivered on a more flexible basis (such as via
work-based learning and shorter courses) than the traditional undergraduate and postgraduate
courses. This is due to the demands of fitting learning around work and the nature of the skills and

qualifications that employers need.

The HE-BCI 2007 survey reports the different types of HLS provision available to London employers. In

London, 39 HEIs responded to the survey. Of these 39, the following results were reported:
= 49% said they provided distance learning for businesses
= 51% said that they provided continuous work-based learning
. 74% indicated that they provided short bespoke courses for businesses delivered on campus

= 70% stated that they provided short bespoke courses for businesses delivered at companies’

premises

These results indicate that provision is supplied by a number of institutions and via a range of delivery
mechanisms, therefore making it increasingly accessible to employers. However, as can be seen from
Figure 4.1, the volume and frequency of HLS provision by HEIs varies significantly between London’s
HElIs.

Grant Thornton UK LLP
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The growth in the number of institutions offering a range of delivery mechanisms appears relatively

static. When looking at the movement from the 2006 survey13 there was:
= less than a 3% increase in HEIs providing distance learning for businesses
= less than a 3% increase in HEIs providing work-based learning for businesses

= a 4% increase in HEIs that provide short bespoke courses for businesses delivered on

campus

= a 7% increase in HEIls that provide short bespoke courses for businesses delivered at

companies premises.

Survey results

Respondents to the Grant Thornton 2008 survey were asked how much of their HLS income relates to
different sorts of provision. Courses delivered on site accounted for a larger share of income than
courses delivered off site. Work-based learning contributed the lowest share of income of the

categories identified.

Figure 4.6: Sources of HLS income by type of provision (all providers)
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A comparison of the differences between the approaches taken by commercial providers vis-a-vis HEIs
that are London Higher members suggested that the latter received a higher share of their HLS income
for the provision of bespoke courses, whereas for commercial providers, off-the-shelf courses provided

a higher share of their income. Figure 4.7 presents the results of this analysis.

1 HEFCE. (2006). Higher Education-Business and Community Interaction Survey 2006/25, which looked at the
academic year 2003/2004.
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Figure 4.7: Income from bespoke versus off-the-shelf courses
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Source: Grant Thornton Supply Side Survey (2008)

This finding challenges the perception that commercial providers are able to be more flexible to
employers’ needs when developing bespoke courses. Instead it may be that their existing offering
is better suited to employer needs and this may account for their greater market share rather than
their flexibility to respond quickly to requests for bespoke provision.

Sector split

The HE-BCI survey stops short of mapping the delivery of available provision into industry sector
offerings, but does ask the respondents to state which sectors (defined by standard industry
classifications) they work with. Whilst this covers all business and community interaction, the results
are still indicative. The top 10 sectors, as identified by the London HEIs in the 2007 survey, are

illustrated in Figure 4.8.
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Figure 4.8: Number of HEIs involved in each sector
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HEls and SMEs

34% of HEIs nationally stated that work with SMEs is a priority**. However the evidence suggests
engagement with SMEs across the board is relatively small and fairly static year on year. Figure 4.9
shows the breakdown of HEIS’ business and community interaction income by source.

Figure 4.9: HEIS’ business and community interaction income by source

Source: HE-BCI 2007/17

“ CIHE. (2007) Workforce Development: Employer Engagement with Higher Education.
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