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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 1 HEIs, 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. 

 

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.  

                                                          

 

1 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 

www.londonhigher.ac.uk/publications.html

 

) 

 

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 stream3 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 HEIs 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 

HEIs. 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 

                                                          

 

3 Third stream activities are those which are a response to the needs of business and the wider community eg 
knowledge transfer and consultancy work. 

http://www.londonhigher.ac.uk/publications.html
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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 HEIs 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. 

1.5 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; HEIs 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 HEIs (including non-London HEIs) 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%). 

http://www.londonhigher.ac.uk/publications.html
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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 HEIs 

 

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 HEIs, 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). 



Research Report 2: The supply of higher level skills provision in London 

2. Introduction   

Grant Thornton UK LLP 7

  
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 20054. 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 base5 . The remit of the commission will be to:6 

 

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. 

5  DIUS, Business leaders appointed to the board for UK Employment and Skills Commission, press release last 
accessed 22/01/2007 http://www.dius.gov.uk/press/10-12-07.html. 
6 last accessed 22/01/07, http://www.cfes.org.uk/.  

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

                                                          

 

7  London Development Agency, Specification for Regional Skills Partnerships, last accessed 22/01/07 
http://www.lda.gov.uk/upload/doc/27_492_Part2Item11Annex2DraftSpecification.doc

 

.  

http://www.lda.gov.uk/upload/doc/27_492_Part2Item11Annex2DraftSpecification.doc
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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 (ASNs) 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. 
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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 

HEIs 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. 
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4. Current provision 

4.1 Introduction 

The current supply of HLS provision to London s employers is delivered predominately by: 

 

HEIs 

 

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 

HEIs do have other experience of employer engagement, for example with other third stream activities, 

such as contract research and consultancy work. 

4.2 HEI market characteristics 

Potential market  

The potential market for HLS which HEIs 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 billion8 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 

training9.  

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)10.  

                                                          

 

8  CIHE. (2007) Workforce Development: Employer Engagement with Higher Education. p 2.  
9 HE Academy. (2006). Work-based Learning, Illuminating the Higher Education Landscape   p15. 
10  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.  
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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) 

  

Area % Share 2005/2006 2004/2005 % Increase 

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  7% 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 

HEIs 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-

skilling 11.  

                                                          

 

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

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 HEIs, 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. 

28,178

5,552

5,261

3,718

3,512

3,255
2,110 1,775 1,723 1,480

London Business School 
City University
Institute of Education 
University of Westminster 
London Metropolitan University 
London South Bank University 
Middlesex University 
Kingston University London
University of the Arts London 
London School of Economics and Political Science 
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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 HEIs, 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)           

Source HE-BCI 2007/17  
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London s HEIs: 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            

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. 

                                                          

 

12  Wedgwood, M. (2007). Employer Engagement, Higher Education for the Workforce: Barriers and Facilitators. 
p 11. 
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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              

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 HEIs.  

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.  
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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 

HEIs. 
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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 HEIs 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. 

                                                          

 

13  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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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          

Source: HE-BCI 2007/17 

HEIs and SMEs 

34% of HEIs nationally stated that work with SMEs is a priority14. 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 

                                                          

 

14  CIHE. (2007) Workforce Development: Employer Engagement with Higher Education. 
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Income generated from non-commercial organisations has increased more rapidly than other sources. 

'Other' income includes collaborative research, continuing professional development for individuals, 

economic regeneration activities and the sale of spin-off company shares. Although the growth in 

income from non-SME commercial businesses looks to be small, a significant amount of their income 

will be within this other category. 

4.3 FECs 

There are over 20 FECs providing HE in London. HEFCE published a study15 which focused on the 

provision of HE by FECs in the UK. The main findings of the survey include the following:  

 

HEFCE provides funding for HE in 287 FECs nationwide 

 

Students on HE courses at FECs work towards a range of qualifications, including 44% taking 

Higher National Certificates or Diplomas (HNCs or HNDs), 10% studying for Fds and 22% for 

bachelor degrees (see Figure 4.10) 

 

While 52% of students are part time, the majority of students taking degrees, Fds and HNDs 

are studying full time (see Figure 4.11) 

 

Between 2002 and 2005 some 90% of the programmes in FECs reviewed by the Quality 

Assurance Agency (QAA) received confidence judgements in respect of academic standards 

and 99% received commendable or approved judgements in respect of the quality of 

learning opportunities. 

FECs are a major player in HLS provision to both business and private individuals and many have 

dedicated HE business officers to provide a first contact for businesses.  

Figure 4.10: HE in FECs: qualification aim by percentage of students (2004/2005)          

Source: HEFCE. (2006). Higher Education in Further Education Colleges, p32

                                                          

 

15  HEFCE. (2006). Higher Education in Further Education Colleges. 
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Figure 4.11: HE in FECs: qualification aims by mode of study (2004/2005)                    

Source: HEFCE. (2006). Higher Education in Further Education Colleges, p32  

4.4 Commercial providers 

There are a range of commercial providers of HLS nationally and in London. However, presumably due 

to commercial sensitivities, there is a lack of information from employers around where their spending 

on employee training goes. Nonetheless, primary research shows there are a number of providers of 

professional learning in London.  

Most centres tend to offer financial and business services qualifications with Law and Marketing 

qualifications also prevalent. Two of the largest private professional colleges with a presence in London 

are BPP Holdings Plc (which has recently received degree awarding status) and Kaplan Financial.  

4.5 CUs and employers internal provision 

CUs are originally a US-based education platform. Examples of highly successful CUs, which deliver 

in-house learning, include Hilton Hotels, General Electric and McDonald s Hamburger University.  

The definition of a CU is not universally agreed upon. Thompson16 cites Nash and Hawthorne (1987) 

stating a CU is: A degree-granting institution established by an entity whose major mission is 

something other than education . Anecdotal evidence suggests that this definition does not hold true in 

the UK, as many organisations use the term generically for all types of in-house training:  [the term] 

'CU' is used so often as to render the term almost meaningless 17. 

Current research does not offer evidence of the scale and provision of CUs within UK businesses. 

However, two examples of highly successful UK based companies with CUs which offer bespoke 

training for their staff are Lloyds TSB and Barclays. 

                                                          

 

16  The Journal of Higher Education. (2005). Unfulfilled Prophecy; The Evolution of Corporate Colleges, Vol 71, 
No 3 p322  341. 
17  Business & Management Journals. (2006). University 2.0. Cerner Knowledge Works Company overview. 
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Box 4.1: Lloyds TSB University 

Lloyds TSB University was created in 1996, following the merger of Lloyds and TSB. It 

works by identifying the needs of the company first and then providing the training 

around these. The University has worked with academic institutions such as the 

Chartered Management Institute and Nottingham Business School, since it adds value 

by having (programmes) accredited by external organizations."18  

Box 4.2: Barclays University Business School 

Established in the early 1990s, Barclays University has evolved into an online network 

of more than 2000 learning centres offering a range of learning courses, both 

accredited and specific to Barclays. "They offer access to e-learning opportunities and 

academic accreditation .and offer a three-year degree qualification ..in Leadership 

(BA Hons)"19. 

 

4.6 Conclusions 

There are a number of modes of provision of HLS learning open to employers in London. The provision 

from London s HEIs is small compared with the suggested potential market and is skewed heavily 

towards a few individual institutions. In addition, it is important to acknowledge the range of providers in 

the London market. With over 40 HEIs in addition to the commercial providers and FECs delivering 

HLS, navigating this landscape may prove more challenging to employers than that of any other city in 

the UK. Furthermore, the potential different agendas of each HEI, for example the post-1992 HEIs 

compared with the Russell Group HEIs, is likely to influence their provision in this area both currently 

and in the future. 

                                                          

 

18  Levitt, M. (2007). Financial Times.  
19  Anderson, Linda. (2005). Financial Times.  
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5. Current and future trends  

5.1 Introduction 

Current HLS provision to employers has been described as a cottage industry: small scale and single 

modules or courses. In-house provision dominates and, in general, HEIs have been more at ease with 

their traditional undergraduate and postgraduate market and reluctant to enter the market of delivering 

HLS to employers. 

However, if the Leitch agenda is to be met, particularly the aim to raise HE qualifications in the 

workforce from 29% to 40% by 2020, provision of HLS training to employers will have to increase. 

There is a clear emphasis from the DIUS on the importance of employer engagement, for example with 

the Government s target to have 100,000 students enrolled on Fds by 2010/2011. 

In addition, HEFCE published its strategy for employer engagement in November 2006. The strategy 

noted that demand for HLS provision will be driven by an ageing population and a fall in the number of 

young people as a proportion of the population. This will increase demand for training of the workforce 

as a route to meeting skills needs. Furthermore, a fall in the number of 18 year olds entering HE is 

likely to make the training of the existing workforce a more strategically important area for some HEIs. 

5.2 Current trends: In-house training 

In-house and on-the-job training methods still tend to dominate HLS provision to employers, with much 

of this in the health and social care settings "rather than with private industry and business services"20. 

This may be due to the legal and regulatory nature of health and social care, in contrast to private 

industry where the demand focus will be on each individual business. Business schools, such as the 

London Business School, are the exception to the rule at present, with many HLS courses being 

delivered in a bespoke manner, via e-learning and work mentors, and tailored to each client s needs. 

There are a number of reasons put forward for employers preferring to deliver training to employees 

themselves. These include: 

 

perceived cost of outsourcing training 

 

effectiveness and value for money 

 

flexibility of learning methods and timing of learning 

 

only senior management training deemed 'significant' enough to use academic institutions 

                                                          

 

20  CIHE. (2007). Workforce Development: What Works and Why. p 1. 
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specifically in respect to HEIs, Hogarth et al (2007)21 found that although there is a 

considerable amount of employer engagement with HEIs, it tends to be with the larger 

employers, predominantly via graduate recruitment.  

5.3 Current trends: FECs 

FECs currently have a significant place in the market of supplying HLS to London s employers. This is 

supported by the CIHE Workforce Development and Higher Education report which, although not 

London specific, states: there is a range of good experience of working with employers to learn from 

the FE sector 22. There may be an opportunity for HEIs to learn from the experience of FECs in the 

supply of HLS to employers. 

5.4 Current trends: HEIs  

Current provision of HLS to employers from HEIs is increasing. The DfES (now DIUS) has announced 

the creation of 5,000 co-funded places for the coming academic year. The Government also has a 

target of 100,000 students to be studying for Fds by 2010. In addition, HEFCE has allocated funding for 

a small number of regional-based HLS pathfinders, which are discussed in more detail below. 

These topics of funding, Fds and the HEFCE HLS pathfinders affect both the current and future supply 

of HLS provision to employers. 

5.5 Funding arrangements for employer engagement with HEIs 

The funding of employer engagement available to HEIs for HLS training will affect both the supply and 

demand for such provision from HEIs (as opposed to other providers). The provision is currently 

financed via: 

 

the tuition fee 

 

HEFCE funding 

 

employer contribution. 

The issues related to funding (and price and cost) are discussed in more detail in Chapter 7.  

Tuition fee 

The tuition fee is set by the institution and is payable either by the employer or by the learner (the 

employee). For full time undergraduate courses the institution can charge up to the maximum set by 

the Government (£3,145 a year for 2008/2009). However, for part-time study there are no regulations 

governing the amount HEIs can charge. 

                                                          

 

21 Hogarth et al. (2007). Employer and University Engagement in the use and Development of Graduate Level 
Skills.. 
22  CIHE. (2005). Workforce Development and Higher Education Summary. p 3. 
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HEFCE funding 

In addition to the mainstream HEFCE grant for teaching, institutions can bid for additional student 

numbers (ASNs). For employer engagement courses, institutions can bid for co-funded ASNs, which . 

are allocated at a lower rate of funding than full-funded ASNs; normally between 50% to 75% of a full- 

time equivalent (FTE) student. HEFCE expects the institution to secure the remaining percentage from 

the employer.  

Allocation on a co-funded basis includes Fds where learners are employees. It also includes short 

courses which are accredited. HEFCE's current funding method allows HEIs to report provision down 

to approximately 0.03 FTE, where 1 FTE is 120 credits, so this equates to 3-4 credits. Where 

institutions wish to develop their activity for other forms of employer engagement (such as Fds 

designed, for example, as progression routes for vocational learners) institutions will be able to request 

fully-funded ASNs. The distinction is that ASNs for provision which is for employees ie workforce 

development, is expected to be co-funded. ASNs for course provision which is related to work (such as 

Fds) and which are targeted as preparation for the workplace could still be fully-funded. 

However, HEFCE will not fund courses that are deemed to be closed ie  that are restricted to certain 

groups of people and are not generally available to any suitably qualified candidate. For example, 

where a course is only available to employees of particular companies, that course is closed.23  

However , it is noted from HEFCE that State Aids regulations, including exemptions, are under review 

and that HEFCE is taking further advice on funding courses that are currently deemed to be closed. 

Employer contribution 

HEFCE has not currently set a level of funding expected as it wants institutions to continue to test what 

contribution is most appropriate from the employers they are working with. The Government s 

aspiration is that projects will move towards securing a 50% contribution from employers. However 

institutions are currently securing between 25%-50% per FTE from employers.  

5.6 Fds 

Fds are currently one of the main ways of delivering HLS to employers. Fds are HE qualifications that 

are designed with employers as an alternative to the traditional degree programme. They combine 

work-based learning with academic study to equip people with the relevant knowledge and skills to 

improve performance and productivity. The fundamental aspect and defining characteristic of the 

programme content is that it is designed in partnership with employers and employer organisations. 

Fds are designed to be academically rigorous, requiring standards of academic attainment equivalent 

to the second year of an honours degree. Fds must be validated by an HEI but may be delivered by 

HEIs or FECs, or combinations of both, including at the employer s premises. Employers can either use 

an existing off-the-shelf Fd programme or they can work with the providers to develop an Fd tailored 

specifically to their needs. 

                                                          

 

23   HEFCE. (2006). Higher Education Students Early Statistics Survey 2006-07. Annex G, Paragraph 5g. 
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Box 5.1: Fds 

Fds were launched in 2001 and have proved to be sustainable. In 2007/2008 over 

72,000 students were estimated to have registered, or to be registered, on Fds24. The 

Government s target is to have 100,000 students studying for Fds by 2010/2011. 

The HEFCE report Foundation Degrees, Key Statistics 2001/2002 to 2006/2007, states 

that: 

We found that most 2004/2005 qualifiers from part-time study (77%) had some support 

from their employers, such as study leave, but only 28% received any financial support. 

From the student records we can estimate the proportion of part-time students at HEIs 

that have their fee paid by their employers at 23%-26% (depending on various 

assumptions). The proportion of students at FECs whose employers pay the fees is 

about half this. Employer fee payment is much less common for full-time students.25 

The report goes on to state that: 

Most full-time, and even part-time, students do not get their tuition fees paid by their 

employer, or any other financial support. This suggests that the recent Government 

proposal (Leitch 2006) for employers to contribute significantly more money than the fee 

would entail a dramatic change in employers attitudes to their employees on Fd 

courses.26 

 

Fds in London 

In London there is a range of providers supplying and/or validating Fds. The current data (as at 

January 2008) is as follows: 

 

15 London HEIs both validate and deliver Fds 

 

Two London HEIs validate Fds only 

 

Nine HEIs based in other regions validate Fd provision in London 

 

48 London FECs and other providers deliver Fds. 

In London there were 8,505 students studying for Fds in 2006/2007, an increase of 25% on the prior 

year. The growth in the number of students studying for Fds across England is demonstrated in Figure 

5.1.

                                                          

 

24  HEFCE. (2007). Foundation Degrees, Key Statistics 2001-02 to 2006-07. p 3. 
25 HEFCE. (2007). Foundation Degrees, Key Statistics 2001-02 to 2006-07. p 6. 
26  HEFCE. (2007). Foundation Degrees, Key Statistics 2001-02 to 2006-07. p 8. 
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Figure 5.1: Number of Fd students per region 
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In London in 2006/2007, 77% of students were studying for their Fd full-time. The remaining 23% were 

studying part-time and it is likely that these students were in paid employment and studying for an Fd 

as part of their employer s workforce development. The split is illustrated in Table 5.1. 

Table 5.1: Fd students in London (mode of study) 

Mode of study Number of Fd students 2005/2006 Number of Fd students 2006/2007 

Full time 5,396 (79%) 6,545 (77%) 

Part time 1,415 (21%) 1,960 (23%) 

Total 6,811 (100%) 8,505 (100%) 

Source: fdf 

However, when English regions are compared, London has the lowest percentage of part-time Fd 

students. The West Midlands has the greatest percentage of part-time Fd students as demonstrated in 

Table 5.2. 
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Table 5.2: Fd students in the West Midlands (mode of study) 

Mode of study Number of Fd students 2005/2006 Number of Fd students 2006/2007 

Full time 1,409 (33%) 1,935 (37%) 

Part time 2,902 (67%) 3,350 (63%) 

Total  4,311 (100%) 5,285 (100%) 

Source: fdf 

Figure 5.2 shows those sectors within London in which there are five or more Fd courses (either 

running or in development). The sectors most represented are computing (40 courses), business (40 

courses) and education (38 courses).  

Figure 5.2: Number of Fd courses running (students enrolled) and in development in London (as at 8January 2008) 
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5.7 HEFCE HLS Pathfinders (Train to Gain) 

Future provision is also likely to be influenced by the findings and conclusions of the HEFCE HLS 

pathfinders. In May 2006 HEFCE established three regional HLS pathfinders to enable employers to 

access HE services alongside the Government's Train to Gain scheme. The core aim of the 

pathfinders is to develop capacity at the HEIs and to raise awareness of and promote HE. In addition 

the pathfinders are looking at how HE-level programmes can be developed, packaged and marketed to 

create funding partnerships between employers, learners and providers. 

The pathfinders are building on the LSC s Train to Gain model by putting in place HE specialists to 

work with employers to identify their HLS needs and work with HEIs to develop responsive provision. In 

this way, the pathfinders aim to build both the long-term capability and the capacity of institutions to 

engage with employers. A three-year development fund, provided to each of the three pathfinder 

regions, will support HEIs in developing responsive provision. The pathfinders provide the regional 

infrastructure for employer engagement which, it is hoped in the longer term, will also promote 

employer contributions to this type of HE provision.  

The aims of all the pathfinders are: 

 

to identify priority skills sectors for the region as an initial focus, drawing on, for example, the 

Regional Economic Strategy 
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to facilitate the assessment of employer needs and the identification and development of 

relevant HE provision 

 
to provide the region with funding for proposals from institutions that wish to develop 

employer-responsive provision  

 
to promote participation of HE providers in the pathfinder region. 

The pathfinders are based in the north-west, the north-east and the south-west of England with each 

initiative being led by the representative Higher Education Regional Association. Each pathfinder has 

taken a sector-based approach to achieving its aims, concentrating on between three to nine sectors. A 

summary of each of the pathfinders is set out below. 

North-west 

The priority sectors in the north-west pathfinder are advanced engineering and materials, creative and 

digital industries, business and professional services and construction. 

This pathfinder has three strands: 

1. Utilise existing regional brokerage structures through Train to Gain and Business 

Link to broker employers to HLS provision. These brokers are supported by HE 

specialist advisors with a strong knowledge of HE expertise across the region. The 

advisors act as a liaison point between HE providers and brokers with each of the 

specialist advisors focusing on one of these priority sectors. The pathfinder is also 

undertaking training for skills brokers to enable them to develop a full understanding 

of HE. 

2. Produce a database of HE provision for the brokers to use when referring employers 

to existing provision. 

3. Develop demand-led HE provision for the four priority sectors which meet employer 

needs, identified either through broker activity or by the SSCs.  

North-east 

The priority sectors for the north-east pathfinder are the nine regional priority sectors: chemicals and 

pharmaceuticals, automotive, defence and marine, food and drink, energy, knowledge-intensive 

business services, tourism and hospitality, commercial creative, and health and social care. 

The pathfinder has four concurrent strands of work:  

1. Establish service level agreements with key partners and implement a 

communications strategy. 

2. Recruit sector-specific staff to deliver HE brokerage. 

3. Create a staff development programme for existing brokers. 

4. Invite applications from HEIs that wish to develop HE programmes in partnership 

with employers. 
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South-west 

The south-west pathfinder is focusing on three priority sectors: engineering, the creative industries and 

business improvement. 

The pathfinder has four themes:  

1. Use a range of intermediaries to stimulate and meet demand from employers for HE 

provision. There are 11 intermediaries hosted by regional institutions. The 

intermediaries will define demand from employers for HE and translate and source 

the demand and develop HE-level provision flexible to employers needs. 

2. Identify and build on good practice in work-based learning in the south-west. 

3. Develop a 'shell' continuing professional development award framework to facilitate 

flexible and accreditable provision for learners. This will support a credit transfer 

agreement that allows employers the flexibility of tailored provision appropriate for 

their needs. The framework will act as a shell within which specific pieces of higher 

learning can be located and accumulated, leading to defined HE awards. This is to 

be an innovative mechanism for creating HE awards that support work-based and 

in-house training. It will allow employers to dip into appropriate pools of expertise 

across the region and provide seamless provision across the region. 

4. Develop a funding methodology for work-based learning that will clearly identify 

areas for employer contribution. This will test credit-based funding methodologies 

and evaluate the employer contribution. It will also compare the cost of Work-Based 

Learning Experiences (WBLE) with current funding for a traditional course. It will 

evaluate the relative contribution of employers, HEIs, FECs and commercial 

providers in order to analyse and assess the funding level for work-based learning. 

5.8 Review of the HEFCE HLS Pathfinders 

It is important to note that all of the pathfinders are currently at an early stage and whilst a formal 

review has been commissioned the results of this have not yet been published. Nonetheless some 

early findings have emerged and these are discussed below. 

Collaborative approach and regional infrastructure 

All of the pathfinders have taken a consultative approach, for example by working in collaboration with 

the Regional Development Agencies (RDAs) and SSCs. This has been a successful element of the 

pathfinders and building on the existing regional infrastructure has been fundamental. For example, in 

the north-west the regional structure has enabled funding to flow through from other organisations. 

Brokerage 

In terms of brokerage, a seamless system or one-stop-shop has been very difficult to create. 

Brokerage has worked well and has received positive comments in the north-west where the system 

was aided by the nature of the existing relationships in the region, for example, the fact that Train to 

Gain and Business Link were already integrated. In addition, the approach of using existing brokers 

and up-skilling them with the knowledge about the HE offering has worked well.  
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Sector panels 

The sector panels being used in the north-west have had positive feedback. The sector panels are 

driven by the SSCs, their role being to assess which projects should be funded. The funding is then 

drawn down from one flexible pot. The panels, which do not include HEIs, can thus allocate funding 

based on the regional priorities. Individual HEIs within the region can of course still submit bids to 

HEFCE for their own pilot projects.  

Capacity 

Having the HR capacity to compete effectively in the market is an issue. The pathfinders have found 

that it is challenging to find employees who can look both ways and communicate with both the 

employer and the academic. In addition the HR cost can be very intensive, particularly the teaching 

resource necessary to create courses suitable for employers and also the capacity to be able to 

respond with the necessary expedience and flexibility. 

Start-up costs 

One lesson learnt from the pathfinders has been that the start-up costs (for example in relation to 

systems development) are of a much larger scale than was originally thought and therefore the 

capacity development funding needed is significant. As noted previously, offerings require a large HR 

input because the courses offered to employers are often bespoke in nature. Therefore the 

sustainability of projects, post funding, is a critical consideration and whilst the courses need to be 

sufficiently tailored to the employer s needs they also need to be both affordable to the employer and 

sustainable to the HEI. It is important to note that HEIs have found it challenging to receive the targeted 

50% employer contribution. 

5.9 Future trends 

The HE-BCI 2007 survey suggests that supply or links with businesses will improve on a national level 

stating that there is a continuing improvement in HE-business interactions [and] there is an 

increase in the commitment to supporting SMEs and meeting regional skills needs 27. 

An increase in provision is necessary if the HEFCE Employer Engagement Strategy 2006/2011 is to be 

met. Outlining its demand led strategy it states that provision will need to be "more relevant and 

tailored to employers needs28". The main methods through which future workforce development will be 

delivered include e-learning, short courses, flexible delivery at the workplace and outside work hours 

and accreditation of experiential and in-house training programmes.  

Furthermore, changing demographics and the Leitch agenda may mean that this market becomes a 

more appealing prospect for London s HEIs. On a national level changes are being seen, for example 

with the HEFCE Regional HLS pathfinders and from several proactive HEIs.  

However, the supply of HLS provision appears set to become an even more competitive environment 

for HEIs. In particular, BPP Holdings Plc, a leading commercial training provider, was granted degree-

awarding powers in September 2007. It is possible that other commercial providers will seek to go 

down this route and thus threaten one of HEIs unique selling points.  

                                                          

 

27  HEFCE. (2007). Higher Education-Business and Community Interaction Survey (2007/17). p 3. 
28  HEFCE. (2006). HEFCE s strategy: what's in it for employers? p 1. 
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5.10 Conclusions  

Fds and bespoke courses from a few proactive institutions are seen as a current feature of this market. 

However, this provision is relatively small scale with in-house provision dominating. Future trends are 

likely to be influenced by Government priorities, the Leitch agenda and a changing demographic. All 

may lead to this market becoming more necessary and/or more appealing to London s HEIs. However, 

HEIs are up against strong competition from a number of other modes of supply, particularly if more 

providers seek the premium and quality associated with degree accreditation, as BPP Holdings Plc has 

done.  
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6. Good practice 

6.1 Introduction 

There are many examples of good practice concerning HEIs provision of HLS to employers (on both a 

national and a regional level). Several modes of provision that recur in these examples have been 

described here:  

 

Fds 

 

tailored degrees 

 

bespoke courses. 

In addition, within these modes of provision, there are recurring themes that have facilitated strong 

employer engagement:  

 

relationships at the right level 

 

partnership working 

 

contact points 

 

consortia and collaboration 

 

commercial awareness. 

6.2 Modes of good practice 

Fds, tailored degrees and bespoke courses have all been noted as modes of good practice. 

Fds 

Fds were introduced by the then DfES to provide graduates within the labour market to address 

shortages in particular skills. Fds aim to contribute to lifelong learning by encouraging participation in 

HE by those that may not have previously considered it. Fds can be off-the-shelf or HEIs (and often 

consortia of providers) can work with employers to produce bespoke courses that can be delivered 

part-time.  

Box 6.1: Kingston University London 

Kingston University London has developed an Fd in Business and Professional 

Administration (FdA) to provide career-orientated skills and knowledge. The two-year 

part-time degree is targeted at people with responsibilities ranging from clerical duties 

to senior supervisory roles. A key feature of the course is the incorporation of aspects 

of students workplace roles into the curriculum29.  

 

                                                          

 

29  London Higher. (2006). Skills and the City. p 14. 
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Tailored degrees 

Examples have also been seen of businesses proactively engaging with HEIs to develop 

undergraduate bachelor degrees. The accountancy firm Ernst and Young LLP (EY), in collaboration 

with Lancaster University Management School (LUMS) and the Institute of the Chartered Accountants 

of Scotland (ICAS), has developed a bespoke degree for their potential employees.  

Box 6.2: The EY Degree 

The BSc in Accounting, Auditing and Finance, known informally as the EY Degree 

(awarded by Lancaster University) is a trilateral partnership approach to employer 

engagement, envisaged by EY and delivered by EY, ICAS (the organisation of which 

EY employees taking accountancy qualifications study to gain membership) and LUMS. 

EY identified the need for the degree as they wanted a mechanism that enabled them 

to recognise and nurture talent from a young age. In addition, the degree allows EY to 

supplement staff numbers with placement students in busy periods and allows students 

to fast track to qualified accountant status. 

Students who apply for the degree are selected in the first instance by LUMS (via the 

normal UCAS application process). Further selection is then made by EY from 

applicants attending workshops. 

The EY Degree involves: 

 

a four-year course (inclusive of a one-year placement at EY and two 

further three-month placements at EY) 

 

exemption from four of the five first-stage ICAS exams, with the fifth 

paper, Business Law, taught and examined as part of the degree 

programme 

 

receipt of a bursary of £1,000 for students in their first year and a salary 

whilst on placement as well as employment at EY after graduation 

(although this is not guaranteed and is dependent on exam success and 

conduct during work placements) 

 

EY pays LUMS a fixed fee per annum to cover the additional 

administrative costs that are over and above what it costs to run the 

normal BSc degree.  
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Bespoke courses 

There are increasing examples of innovative provision from HEIs collaborating with businesses to 

provide bespoke accredited qualifications. These include examples of bite-sized learning, part-time 

learning and out-of-hours provision.  

Box 6.3: Learning through Work (University of Derby) 

Derby's School of Flexible and Partnership Learning is a credit-based learning scheme. 

To engage with employers the HEI has a dedicated Business Development unit and 

key aspects of the Learning through Work (LtW) scheme are: 

 

bite-sized learning in chunks of 30 credits, bespoke learning for each 

individual and a co-ordinated approach with a centralised delivery team 

and relevant faculties 

 

a range of learning methods including face-to-face, e-learning, work- 

based modules and distance learning; 

 

roughly two-thirds of students are employment based ie employers have 

input into the design of the programme 

 

the HEI does not work on the HEFCE academic year, ie LtW students 

can enrol at any time throughout the year 30 

6.3 Key themes  

Within the different modes of provision several themes have been seen to recur that are important for 

successful engagement with employers in delivering HLS. These have been noted as follows. 

Relationships at the right level  

In order to make partnership working successful and to initiate it in the first place, there needs to be 

support from high levels within the institutions and organisations, for example, representatives from the 

board of directors. This was seen both within the EY collaboration with LUMS and also within the 

PricewaterhouseCoopers (PwC) collaboration with Newcastle University (Box 6.4).  

                                                          

 

30  CIHE. (2007). Workforce Development: What works and why, p8. 
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Box 6.4: The Flying Start Degree Programme 

Established in 2002, the Flying Start Degree Programme, BA (Honours) Business 

Accounting and Finance, is delivered in partnership between PwC, the Institute of 

Chartered Accountants in England and Wales (ICAEW)  the organisation of which 

PwC employees taking accountancy qualifications study to gain membership  and  

Newcastle University. 

PwC were looking to tailor a degree programme that integrated the academic rigour of 

a degree with appropriate work experience, provided a fast-track route to a professional 

qualification and a highly-skilled and motivated workforce post-graduation. 

One of the reasons PwC chose Newcastle University to deliver the degree was 

because the internal organisation of the HEI enabled the early identification of a 

suitably senior individual (the Head of the Business School, a pro-Vice Chancellor and 

a member of the management committee) who was willing to drive the proposal 

through the internal authorisation and approval process.  

 

The importance of high level support is crucial, with fdf finding presentations to Finance and HR 

Directors to be successful in creating interest in Fds. fdf and the HEFCE HLS pathfinders have also 

noted the benefits of working with employer organisations such as the Chambers of Commerce, 

employer federations and professional associations/institutions. 

Partnership working  

It is often cited that employers want flexibility in the supply of HLS, both in the mode of delivery and 

also in the timing and timescale of courses. However, employers have been seen to be understanding 

of some of the necessary time delays within HEIs. A key factor in this was the willingness of the 

provider to work with the employer and a partnership ethos of resolving issues together. It is critical that 

this is present at both the top of the organisations and also amongst the grass roots employees who 

deal with the administration and delivery of the programmes on a day-to-day basis. To have the right 

people talking to the employer is fundamental and can have significant impacts on the client 

relationship. The use of contract managers at institutions to facilitate relationships with employers was 

cited more than once as being beneficial in case studies, and in one case had been requested by the 

employer. 
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Box 6.5: Havering College of Further and Higher Education (Havering) and Ford Motor Company (Ford) 

A key reason why the relationship between Ford and Havering has worked is 

Havering s responsiveness and willingness to adapt to Ford s requirements. It has been 

critical to understand what Ford s needs are as well as being able to have an open 

dialogue. This flexibility is necessary in terms of both institutional agility as well as the 

responsiveness of individual staff.  

It is largely due to the ethos of the institution, which promotes the enthusiasm and 

motivation to change. In addition, many of Havering s teaching staff see themselves as 

part of the engineering industry and have a sense of kudos  at working with Ford. 

The relationship is further helped by having a Contract Manager in place at Havering. 

This is a full-time role involving direct dialogue with the Ford representatives. The 

Contract Manager chairs monthly meetings between the Ford HR staff and the 

Havering staff. These meetings measure performance via appropriate metrics as well 

as addressing any issues that have arisen. Whilst Havering always has a key 

representative for client liaison, these individuals normally deal with more than one 

client. It was at Ford s request that Havering has a dedicated Contract Manager. 

Contact points  

This concept of having a dedicated point of contact, as with the Ford case study is a recurring good 

practice theme. It is important to have a market-facing operation with commercially-minded people who 

have the knowledge and experience to work with employers and academics to create programmes that 

both sell and can be delivered. The concept of having key account managers or a dedicated business 

engagement team has been seen to work in a number of cases. A single point of contact for the whole 

institution can redirect enquiries as appropriate. For example, the School of Oriental and African 

Studies (SOAS), University of London  Interface, which was funded via the Higher Education 

Innovation Fund (HEIF), provides a single point of contact for the business community. This spans the 

consultancy services provided by SOAS as well as training courses. 
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Box 6.6: SOAS Interface  

Interface is the link between SOAS and clients from business and the community. It 

acts as a central point of contact for companies and individuals seeking to benefit from 

the expertise within the School, covering Asia, Africa and the Middle East. Interface 

offers: 

 

Scheduled one-day briefings on a particular country or region 

 

Tailored briefings with flexible content and dates for a particular client 

 

Consultancy and research work 

 

Tailored courses for groups and individuals. 

As well as drawing on the expertise from inside SOAS, Interface also keeps a register 

of a large number of specialists from outside SOAS; some are experts from other 

academic institutions, some consultants and others are involved in commercial 

activities. 31 

In terms of contact points, Cranfield University take a different approach. The institution does not have 

a separate unit dealing with employer liaison; instead that responsibility is pushed back to the schools, 

who are required to focus on sectors and the employers within them. Almost all the programmes have 

an employer advisory panel. 

Consortia and collaboration 

fdf has seen successful collaboration between consortia of providers and employers, for example, 

working with the University of the Arts London (UAL) and Manchester Metropolitan University (MMU) to 

help Tesco Plc develop and deliver an Fd in retailing. Indeed, employers have been cited as expecting 

collaborative ways of working so that different providers can come together to create unique courses. 

One idea mooted has been for institutions to transfer employer contacts to one another, for example an 

FEC recommending an HEI to an employer. 

                                                          

 

31  www.soas.ac.uk 

http://www.soas.ac.uk
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Box 6.7: Fd in retailing  

This initiative has been led by a consortium which comprises fdf, Tesco Plc, MMU, UAL 

and My Knowledge Map (MKM). In addition, the consortium has two advisory partners: 

Skillsmart Retail and The Retail Academy Ltd. The partnership is currently chaired by 

fdf and has been established since September 2006. The first students (c.50), all of 

whom are Tesco Plc employees, enrolled in September 2007. The ambition is to grow 

the intake rapidly over the coming years.  

The degree is delivered over three years on a part-time basis (as all students currently 

work at Tesco Plc). To take account of the geographically dispersed locations of the 

students, the degree is technology-assisted with delivery taking place via a combination 

of e-learning material, residential delivery and on-line support. 

The collaboration has been a key reason for the success of the project. The HEI 

partners have jointly developed parallel programmes that are identical in content but 

draw upon the strengths of the institutions eg UAL s expertise in branding and 

marketing. The collaborative approach therefore benefits the institutions, the 

employees on the course and Tesco Plc. 

 

Commercial awareness 

The need for HEIs to act with commercial awareness and acumen when interacting with employers is 

of key importance. This is critical not only in terms of negotiating prices and employer contributions but 

also in terms of demonstrating value for money to employers. It is also important in terms of winning 

work in the first instance and the awareness of industry updates etc. This is highlighted by London 

Business School s (LBS) approach to client engagement.  

Box 6.8: LBS  

LBS s approach to winning work includes actively targeting and pitching for potential 

clients. The approach is very proactive with the team submitting proposals and pitching 

to companies identified as potential clients. In addition the marketing department 

spends significant time using direct mail, and advertising and branding in major 

publications including The Economist and The Financial Times. In 2007 LBS spent £4.4 

million on marketing, which equates to about 5% of the school s overall expenditure32. 

In addition the school initiated a Global Business Capabilities study which involved a 

series of interviews with senior figures in global business during which they were asked 

what they wanted in terms of training for their employees. The results of this were 

incorporated into the core curricula of the Masters programmes. For example, the new 

Global Leadership Development Programme has been introduced to further facilitate 

the development of the skills required by successful global business leaders. 

                                                          

 

32  London Business School. (2007). Annual Review 2006-2007. p 38. 
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6.4 Conclusions  

There is a broad range of good practice to draw upon. The preferred delivery mechanisms include Fds 

and innovative examples of bespoke provision, often delivered via work-based learning, part-time study 

and e-learning. 

The recurring themes relating to good practice are around the ideas of individual relationships as well 

as collective partnership working. Consortia and collaborations of institutions have been seen and it is 

crucial that staff at institutions have the necessary commercial awareness. Having a dedicated point of 

contact, whether at a departmental level or for the institution as a whole, is seen as a key good practice 

theme. Whilst some examples of good practice have been initiated by the institutions they are also 

frequently demand-led with the employer approaching the provider. 

The more quantitative ideas of good practice that may be more easily transferred are ideas such as 

consortia and collaborative working and the importance of targeting the right level of relationships. The 

more qualitative ideas around good practice such as partnership working and the commercial acumen 

of the institution have often been credited to the ethos of the provider and the transferability of this is 

more challenging. However this issue can be thought of as partly relating to the incentives that exist 

(for both the institution and the institution s staff) to develop this agenda. This issue is discussed in 

more detail in the following chapter. 
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7. Barriers 

7.1 Introduction 

There is much research on the barriers to HEIs delivering HLS to employers and a fair consensus on 

what the key barriers are. This has been reinforced in this study from the findings from the series of 

interviews, case studies and the survey.  

The critical barriers relate to: 

 

cultural differences 

 

infrastructure and resource limitations 

 

incentives 

 

accrediting provision 

 

risks 

 

financial issues. 

7.2 Cultural differences 

There is much research that highlights cultural differences as a key barrier to HEIs supplying HLS to 

employers. The issue is not only of developing strong working relationships, but also of a language 

barrier and a lack of common understanding as to what business needs and what the HE sector can 

deliver:  

 

The biggest issue identified in the study the cultural differences that exist still between the 

HE sector and the business world act as a barrier to developing the necessary good working 

relationships for HE employer engagement 33. 

 

Overcoming cultural differences and language barriers to establish a shared strategic intent 

will require substantial time and effort on both sides [and] additional resources will be 

required

 

34.  

A suggested approach for how this barrier might be overcome is via the recruitment of facilitators or 

advisers to aid the cultural alignment process. This is seen working in practice through having a 

dedicated point of contact whether in the guise of key account managers or a dedicated business 

engagement team. This could be achieved via external recruitment or from the up-skilling of existing 

staff so that they can work successfully in this arena. More difficult to transfer, although often quoted, is 

the importance of the ethos of the institution. This is generally felt to be a result of a top-down 

                                                          

 

33  CIHE. (2007). Workforce Development: What Works and Why. p5. 
34  HE Academy. (2006). Work-based Learning, Illuminating the Higher Education Landscape. p 50. 
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approach, for example resulting from the importance placed on this agenda by the head of the 

institution.  

The rate and readiness at which this top-down approach is implemented is likely to be due, in large 

part, to the financial or other incentives which exist for each institution. Similarly the rate and readiness 

at which the approach is accepted and implemented by the employees delivering the courses is likely 

to depend on the financial or other incentives available to the individual departments, or indeed to the 

individuals themselves. Therefore the barrier becomes one of both workforce development and also of 

the existing incentive structure in place. These are both discussed below. 

7.3 Infrastructure and resource limitations 

An additional barrier to the supply of provision relates to the flexibility of supply demanded from 

business. The research suggests that the delivery of courses needs to be better adapted to the needs 

of the business customer as is done as a matter of course by the commercial training providers.  

HEIs have noted a need for improved IT provision and infrastructure to be able to respond to the 

market of supplying HLS to employers as well as the need to invest in marketing and sales techniques. 

Box 7.1: The University of Derby Corporate 

The University of Derby Corporate is opening a new business to support employers in 

tackling the national skills gap. The University of Derby Corporate will be dedicated to 

working with employers in a new business and enterprise centre to be built on campus. 

The new centre is to be backed by a £12 million investment from HEFCE, the Derby and 

Derbyshire Economic Partnership and the University of Derby itself.35 

 

As well as physical infrastructure, providers also cite a need at an employee level. For example, 

academic staff who are operating at the interface between HE and the world of work will need to be 

supported in their development: It is unlikely that many current academic staff have sufficient 

experience of the world of work and it is more likely to be non-academic staff in associate or business 

development roles who can take this on 36. This clearly will have resource and infrastructure 

implications for HEIs, whether it is developing existing employees or recruiting new members of staff. 

System changes may be necessary in terms of the training and communication skills of employees and 

the internal quality assurance systems so that they can be responsive whilst upholding quality.  

The validity of flexible delivery has also been seen as relevant. For example, where space is at a 

premium there may be the opportunity to deliver courses at the employer s premises. This is 

particularly relevant in London where there are strong transport links and such flexibility may work 

more successfully than in other regions. In addition the idea of sharing provision and collaborative 

working is useful in delivering a tailored solution, for example as seen in the Fd in Retailing (see Box 

6.7).  

                                                          

 

35  HEFCE. (2007). Council Briefing Issue 70. p10. 
36  CIHE. (2007). Workforce Development: What Works and Why. p5 
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The idea of collaboration across HEIs in London may also lead to economies of scale in terms of any 

initial investment. In addition, it may also be beneficial as it could potentially reduce the confusion 

around the number of providers in the market. Taking this idea a step further is the concept of 

collaboration with the private sector, for example using commercial providers (who are able to be more 

flexible in their response) to deliver provision which is accredited by a HEI. 

7.4 Incentives 

The issues of workforce development and culture change both illustrate the barrier that is the lack of 

incentivisation in this agenda. This could be argued to be prevalent at both an institutional level (the 

incentives for HEIs to enter the market are not there) and at an individual level (the incentives for 

individual academics to participate in the market are not there). For example, within the area of 

academic research, the Research Assessment Exercise (RAE) provides an incentive (via both financial 

mechanisms and via career progression) to both the academic and the institution to participate and 

excel in the research agenda. Comparatively such mechanisms and incentives do not exist in the 

market of supplying HLS to employers. 

Nonetheless, some interviewees reported that the incentive structures were now in place from the 

increased funding (for example from the HEFCE Strategic Development Fund (SDF)) available at an 

institutional level. Moreover, if this funding flows down to individual departments, incentives will also be 

there for the individual academics.  

7.5 Accrediting provision 

HEIs add value to qualifications as they bring a badge of quality and accreditation important to both the 

employee and, arguably, also to the employer. However, the process of accreditation can slow down 

the speed in which a course can be developed and provided. Interviewees noted this may be more of a 

concern for SMEs who are even more likely to need a quick flexible response as resources, in terms of 

both time and money, are likely to be shorter than with large employers. 

In addition, the areas that need accreditation in the arena of HLS provision to employers have more 

strands and aspects than those for traditional degree programmes, for example, there may be a need 

to offer smaller chunks of learning (15 credits as opposed to a full academic year of 120). There may 

also be a need to accredit work-based learning or to accredit training already provided by the 

employer. In addition to the potential costs involved to the HEIs in doing this, there are also risks to the 

awarding institution from awarding credit for learning which had been delivered and assessed outside 

the awarding institution. This is because it may be more complex to ensure the academic standards of 

such learning. In turn this also represents an increased risk to the Quality Assurance Agency (QAA)  

which provides quality assurance for the HE sector in the UK. 

There is general agreement that to accredit HLS usefully and appropriately, the qualification system 

needs to be consistent, transferable and transparent. With so many different qualifications it is argued 

that a credit-based system should be developed to allow employees to build up credits over time and 

move between levels.  

In addition there needs to be a recognised way of accrediting work-based learning and employer-based 

training, as academic achievement may not be enough, for example if an employer is trying to 

fundamentally change the way an employee behaves. This could be an issue for HEIs who would need 
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to have workplace assessors trained to verify practical achievement in consistent ways (with 

academics assessing the academic achievement).  

However, developments are being made in this area. fdf s Employer-Based Training Accreditation 

(EBTA) project enables employers to have the training they provide internally recognised by HE for 

credits and/or awards. fdf works with a range of HEIs, FECs, Chambers of Commerce, Unionlearn and 

other employer groups. The aim is to help employers consider the benefits to their company from the 

accreditation of existing training being carried out in the workplace and then to provide formal 

accreditation. 

7.6 Risks  

A further key barrier affecting the supply of HLS to employers from HEIs is that investment in this area 

is risky. The Dr Marilyn Wedgwood study for the DIUS (previously DfES) notes this risk arising from a 

number of components, including existing funding models, competition, lack of status and esteem 

measures for this area, giving FE degree-awarding powers, the uncertain, unproven nature of the 

markets, market volatility and delayed return on investment 37.  

The cost (and the return on the investment) is seen as one of the main barriers to HEIs delivering 

bespoke and high-quality, work-based learning when, where and how the employee and employer 

want it. Upfront investment may be high and the demand from employers can fluctuate. Therefore the 

traditional market of 18-21 year olds is a much safer prospect for HEIs. The financial concerns are 

discussed in Section 7.7. 

To overcome this barrier consultees have commented on the need for more detailed local sector 

information and needs analysis on HLS demand from local businesses. This would enable them to 

target their course offering more effectively. This would be particularly useful for targeting SMEs which 

are often believed to be the big growth area. 

This risk of fluctuating demand appears to relate more to demand from SMEs than large companies. 

The case studies, for example with EY, PwC, Ford and Tesco do not highlight problems with an 

inconsistent demand. However this is not the case with SMEs whose needs and numbers may change 

more quickly. One suggestion has been to supply to groups of SMEs so that a more consistent 

demand can be achieved. This is being considered by one of the HEFCE funded pilot projects 

described in Box 7.2: 

                                                          

 

37  Wedgwood, M. (2007). Employer Engagement, Higher Education for the Workforce: Barriers and Facilitators, 
p 5. 
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Box 7.2: E2 Case Study  

E2 is an HEFCE-funded pilot project targeted at the creative industries. The programme 

will provide a means of access for non-traditional entrants and opportunities for up-

skilling existing employees and the self-employed with creative enterprise skills and 

knowledge to enhance their effectiveness and realise the growth potential of the sector. 

There are two qualification frameworks available: the Certificate of Higher Education 

(HE Level 1) and the Graduate Certificate (HE Level 3). The courses are both 

accredited by UAL and have been devised through the guidance and support of 

employers as well as through Creative and Cultural Skills, the SSC for the live arts.  

A specific challenge within the creative industry is that employers are commonly SMEs 

unable to individually commit to extensive participation in training programmes. 

Establishing consortia of small creative businesses to engage in HE was seen as the 

most viable way of addressing this challenge. Therefore the E2 programme has formed 

a partnership to explore priorities for workforce development and identify the range of 

approaches that could be used. The group of employers spans a range of creative 

industries  sub-sectors.  

The first courses commenced on 1 April 2008 and therefore an evaluation of the 

programme is not possible at this stage. 

 

7.7 Financial issues 

The financial issues regarding provision of HLS to employers relate to all three areas of funding, cost 

and price. 

The Wedgwood report notes, regarding funding, that current models favour delivery to a market of full-

time 18-21 year olds on 30-week full-time courses, starting in October in the HEI 38 and therefore do 

not act as an incentive to HEIs to enter the market of providing HLS to employers. 

The funding issues relating to co-financing and the differentials between open and closed provision are 

discussed in further detail below. 

Funding 

Current HEFCE policy is that employers should contribute to the costs of provision of courses provided 

to their employees by HEIs. This is because employers will benefit directly from the increased skills of 

their employees. Such co-financed provision (ie the cost of the course is financed by both funding from 

HEFCE and a contribution from the employers) represents a more high risk and unpredictable market 

for institutions, as demand from employers may fluctuate and not be maintained in the long term. The 

financing element from employers is in addition to the tuition fee which will be payable by the employer 

(or the learner).  

                                                          

 

38  Wedgwood, M. (2007). Employer Engagement, Higher Education for the Workforce: Barriers and Facilitators, 
p 5. 
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Funding for open and closed courses 

Employers may desire courses run by HEIs to be bespoke to their organisation and restricted to their 

employees ie accessible to only their staff. HEFCE guidance states that these would be closed courses 

and under HEFCE current funding methodology, students on such courses are non-fundable. 

Therefore the employer in this situation would have to bear the full cost of the course and this may 

reduce the appeal to both the HEI and the employer of working together to create a bespoke course. 

However, it is noted from HEFCE that State Aids regulations, including exemptions, are under review 

and that HEFCE is taking further advice on funding courses that are currently deemed to be closed. It 

is also noted that the guidance on the HEFCE website states that In general we do not wish to take a 

highly restrictive line on these issues , citing the following example: 

A particular course may generally be open, but have a subset of students who are all from a particular 

company. If, for this subset of students, some general modules were adapted to make them more 

relevant to that particular company's circumstances, then we would not necessarily see this as a 

reason for concluding that the subset of students were following a different, closed course.39 

Funding for equivalent or lower qualifications (ELQs) 

It is noted that the DIUS has asked HEFCE to withdraw funding from students studying ELQs (ie a 

qualification that is equivalent to or lower than a qualification that a student has already achieved) and 

to secure savings of £100 million by 2010-2011 for redistribution to students considered higher public 

priority (those, for example, entering HE for the first time). The Government has taken this decision 

because it believes that teaching such students is not usually as high a priority for public funding as 

support for students who are either entering HE for the first time, or progressing to higher 

qualifications

 

40. 

While this could impact on the funding available to teach employees studying for HLS (for example 

those wishing to up-skill but needing a qualification of the same or lower level as they already have) it 

is noted HEFCE s policy (which, following consultation in the autumn of 2007, will be implemented from 

the 2008-09 academic year) includes the following measures that aim to minimise any negative impact 

on employer engagement: 

 

Exempting Fds and students that HEFCE is co-funding with employers, as this will support the 

policy to engage employers in HE and ensure that a route remains open for students who 

have already achieved a higher qualification, but who wish to acquire new skills for use in the 

workplace.  

 

Allowing students studying for an ELQ to be counted towards the delivery of separately 

monitored co-funded ASNs. 

 

Providing a targeted allocation to support students studying for ELQs in strategically important 

and vulnerable subjects (SIVS). This allocation recognises that it is in the public interest to 

support students who are studying SIVS, even if they are aiming for an ELQ.  

                                                          

 

39  http:www.hefce.ac.uk. 
40  Letter from John Denham, Secretary of State for Innovation, Universities and Skills, dated 7 September 2007.  

http:www.hefce.ac.uk
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Providing a £30 million supplement to the part-time targeted allocation. This is to help 

preserve part-time opportunities for those entering HE for the first time by supporting 

institutions in maintaining part-time courses that are particularly affected by the withdrawal of 

funding for ELQs.  

These should minimise any negative effects on employer engagement.  

Cost 

HEIs have their own finance methodology for undergraduate three to four-year courses. In comparison, 

for the increasing flexibility that employers want, for example six-week courses and work-based 

learning, knowing the full economic cost of this is more difficult and has been highlighted as a problem 

area for institutions. This difficulty may lead to the perception that work-based learning, for example, is 

more expensive to provide than it actually is, resulting in a perceived disincentive to supply.  

In addition, the issue of cost is driven by the fact that there are fewer economies of scale to be taken 

advantage of in the CPD market compared with the traditional undergraduate market and so the 

delivery cost may be higher. Therefore the issue is one of both increased costs (real or perceived) and 

of higher inherent risks.  

It is noted that various strands of work are ongoing which are investigating this area (see Box 7.3): 

Box 7.3: Transparent approach to costing for teaching 

Since January 2006 HEFCE has been working to develop a national framework for 

costing teaching in English HEIs, based on Transparent Approach to Costing (TRAC) 

principles. TRAC (T) should enable institutions to acquire better cost information, which 

should help them make more informed decisions about their portfolios and how they 

price their provision. TRAC(T) is being implemented in two stages: stage one will 

develop guidance to allow institutions to collect subject-related costs; stage two will 

develop methods for understanding non-subject related costs, such as widening 

participation and employer engagement. 

As noted in Chapter 5, the south-west regional HLS pathfinder is developing a funding 

methodology for work-based learning that will clearly identify areas for employer 

contribution. The methodology will test credit-based funding methodologies and 

evaluate the employer contribution. The methodology will also compare the cost of 

work-based learning experiences with current funding for traditional courses, evaluate 

the relative contribution of employers, HEIs, FECs and commercial training providers in 

order to analyse and assess the funding level for work-based learning. This area of the 

pathfinder is being assisted by the consultants advising on TRAC(T).41 

                                                          

 

41  http:www.hefce.ac.uk 
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Price  

The fee, HEFCE funding and the employer contribution should cover the cost of the course. Due to the 

fact that this can be a riskier investment for HEIs it will be imperative that an HE provider delivering 

employer co-funded provision develops a sustainable cost/price model which will at least cover its 

costs through the combination of employer and HEFCE funding contributions. 

However, as a result of the difficulties around costing differing types of provision, HEIs may also not 

have a realistic view of the price achievable and therefore underestimate the potential extent of 

employer co-financing and income receipts. This view may be exacerbated by a concern over what 

competitors (particularly commercial providers) charge for similar or comparable courses. For 

employers the ability of the HEI to demonstrate value for money for the price charged is also critical. 

In terms of how these issues can be overcome, one solution suggested is an increase in understanding  

what is being demanded by employers. Increases in the amount of income from work-based learning 

coming to HE will require actions on many fronts but in particular a deep understanding of business 

needs and their purchasing of staff development and staff who can bridge the divide between 

academia and work, and probably have a relevant sector background to underpin their credibility; 

facilitators acting as both consultants and interpreters between both sides may well also be needed 42.  

7.8 Survey results 

The HEIs interviewed for the telephone survey were asked to identify the main barriers facing their 

institutions regarding provision of HLS to employers. Cost of provision was identified as the main 

barrier. Approximately 50% of the HEI respondents identified location, flexibility, resource and 

relevance as being either very or fairly significant (see Figure 7.1). 

Figure 7.1: Barriers facing HEIs in supplying HLS to employers 

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

% of respondents

Other

Relevance

Resource

Flexibility

Location

Cost

Very Significant Fairly Significant Low significance 

Source: Grant Thornton Supply Side Survey (2008) 

                                                          

 

42  CIHE. (2007). Workforce Development: What Works and Why. p6. 
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7.9 Conclusions 

There is a general consensus that the main barriers to the supply of HLS from HEIs relate to: 

 
cultural differences 

 
infrastructure and resource limitations 

 

incentives 

 

accreditation 

 

risk 

 

financial issues. 

The main suggestions for how to overcome these barriers relate to the use of facilitators and advisers 

and providing HEIs with a greater understanding of the demand from employers. Support for HEIs in 

terms of initial infrastructure for this newer and riskier market is important as is the recognition that 

existing models of engagement could be better aligned to encourage HEIs to advance more in this 

market. Collaborative working is also suggested as a way to overcome barriers. This could be through 

collaborations of institutions, collaborations with other providers and collaborations of employers, 

particularly with regard to SMEs. 
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8. Information and marketing  

8.1 Introduction 

In the UK, marketing strategies and the availability of information to employers about the provision of 

HLS from HEIs is not strong. This is demonstrated by the following quotes from three different reports: 

 

employers do not know what is available and in many cases employers do not see HE as a 

natural provider of learning for their workforce (even at higher levels) 43. 

 

employers do not have the opportunity to find out what HE has to offer them and do not 

receive much marketing materials from HE compared with the private provider sector 44. 

 

HEIs are sometimes opaque, unresponsive and uncoordinated in their dealings with 

business 45. 

There is a clear need to improve the provision of information to employers. Suggestions of how this can 

be done often cite databases of provision and brokerage services as a potential solution although, in 

reality, creating a seamless one-stop-shop is very difficult to implement. 

8.2 Importance of marketing and information provision 

The existing research base, interviews and case studies to date are clear that the marketing of the HEI 

offering and the provision of information to employers is of key importance.  

The Wedgwood report for the DIUS noted that Stimulating market demand is a key issue identified by 

the HE community and some identified it as THE key issue

 

46. The report states that market 

opportunities do exist and exist within SMEs, large employers and within the public sector but that this 

demand needs to be stimulated and that to grow the market, HE has to be flexible and responsive in 

every aspect of its course access, design, delivery, validation, marketing, administration and student 

support. The report also found that HEIs are uniquely well placed to stimulate demand and that some 

HEIs have done this. Similarly another report on employer engagement47 commented that HEIs 

possess an advantage over the private CPD market where their qualifications lead to the award of a 

high-status qualification such as an MBA but also lower qualifications which nonetheless carry an HEI 

trade mark.   

                                                          

 

43  HE Academy. (2006). Work-based Learning, Illuminating the Higher Education Landscape. p 50. 
44  CIHE. (2007). Workforce Development: What Works and Why. p6.  
45  Skills for Business Network. (2007) Higher Level Skills Audit. p 2. 
46   Wedgwood, M. (2007). Employer Engagement, Higher Education for the Workforce: Barriers and Facilitators, p 
15. 
47  Hogarth et al. (2007). Employer and University Engagement in the use and Development of Graduate Level 
Skills. 
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8.3 Current approach  

Unfortunately, despite the importance of the area, there is a lack of coherent information that is 

available to employers from HEIs. 

Previous research notes that staff at HEIs found that marketing relevant schemes is challenging and 

harder than they expected. In particular, marketing of new programmes or schemes to businesses 

was found in our examples to be harder to do than expected by the HE staff involved and is a 

significant challenge. It took a lot more time and often needed more resources than anticipated and 

that there was no consensus about a best approach, often multiple messaging was needed, cold 

calling to numerous employers and use of intermediary organisations

 

48.  

Box 8.1: The communications strategy for Fds 

A specific example is of Fds where there was some initial misunderstanding of the 

place of Fds in the HE market. This was partly due to the confusion caused by the 

range of routes to higher level learning and the number of qualifications available 

(HNDs, HNCs, GNVQs etc) and partly due to confusion over the meaning of the term 

foundation leading to a perception that the degree was a lower level skills qualification. 

There was also a failure of any sustained and coherent communications strategy 

underpinning Fds (so HEIs had to start from scratch with employers). Hogarth et al49 

found that Fds are little understood by employers: "The evidence indicates that 

employers know little about Fds, which might be considered the sine qua non of 

employer engagement with HE, but where they have participated in Fds they are very 

favourable indeed because Fds deliver the exact skills the employer requires in the 

workplace." 

To resolve the issue fdf is currently developing a national communications strategy for 

Fds, as requested by the then DfES, and is consulting with employers and students on 

their views of Fds. As part of this, fdf is currently embarking on a national marketing 

campaign to promote Fds.  

 

8.4 Brokerage services and databases of provision 

One solution often mooted is the creation of a broker service. However, the Wedgwood report found 

that: The role of brokers is unclear and reactions to brokers were mixed. What is clear is that any 

brokerage role must be carefully thought through to ensure brokers have the business background and 

HE knowledge to be effective. Though some are excellent, experience of brokers is very variable. 

Similarly the role of various Government agencies and business support organisations requires 

clarification 50. 

                                                          

 

48  CIHE. (2007). Workforce Development: What Works and Why. p 6. 
49  Hogarth et al. (2007). Employer and University Engagement in the use and Development of Graduate Level 
Skills. 
50  Wedgwood, M. (2007). Employer Engagement, Higher Education for the Workforce: Barriers and Facilitators, 
p 19. 
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Two of the HEFCE HLS pathfinders are incorporating brokerage systems into their approach, including 

utilising the existing Train to Gain mechanisms. The HLS pathfinders are also looking at providing 

databases of existing provision for the brokers to access. Early findings from the pathfinders indicate 

that a seamless system of brokerage is very difficult to implement. Arguably this situation may be even 

more difficult in London due to the range of institutions on the landscape. In addition a further concern 

with brokerage is that whilst it may need to be unbiased, with the large range of potential provision 

available in London, this could be difficult and unpopular with employers who may want a biased view 

based on the best value for money for their organisation. 

8.5 Survey results  

The telephone survey showed that providers use a range of methods to promote their HLS offering to 

employers, with websites, meetings/networking and the use of business engagement teams being 

most frequently used.  

Figure 8.1: Methods used to promote HLS offering to employers (all providers) 

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Historical connections

Presentations

Word of mouth

Intermediaries

Business Engagement Team

Meetings/Networking

Internet Website

Always Very frequently Fairly frequently 

Source: Grant Thornton Supply Side Survey (2008) 

Commercial providers use business engagement teams substantially more than do the HEI 

respondents. 80% of commercial providers either always or very frequently promote their offering 

through the use of business engagement teams compared to 40% of the HEIs surveyed.  

8.6 Conclusions 

It is clear that the provision of information and marketing of HEIs to employers is an area of key 

importance. It is also clear that much work needs to be done on the marketing of HEIs to employers 

and general presentation of information. Suggestions for how data and information concerning 

provision and options available to employers could be ordered and presented are often cited as relating 

to databases of provision and brokerage services although this is likely to be difficult to implement and 

potentially more so in London than in other regions.  
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Appendix 1 - National Qualifications Framework 

    

                                                          

 

51  Revised levels are not currently being implemented for NVQs at levels 4 and 5. 

National Qualifications Framework (NQF) 

 

Previous Levels (and examples) Current Levels (and examples) 

 

Framework for Higher Education 

Qualifications (FHEQ) 

8 

Specialist awards 

 

D (doctoral) 

Doctorates 

5 

Level 5 NVQ in Construction 

Management51 

Level 5 Diploma in Translation 

7 

Level 7 Diploma in Translation 

 

M (masters) 

Masters degrees, postgraduates 

certificates and diplomas 

6 

Level 6 National Diploma in Professional 

Production Skills 

H (honours) 

Bachelor degrees, graduate 

certificates and diplomas 

5 

Level 5 BTEC Higher National Diploma 

in 3D Design 

I (intermediate) 

Diplomas of higher education and 

further education, foundation 

degrees and higher national 

diplomas 

4 

Level 4 NVQ in Advice and Guidance51 

Level 4 National Diploma in Professional 

Production Skills 

Level 4 BTEC Higher National Diploma in 

3D Design 

Level 4 Certificate in Early Years 

4 

Level 4 Certificate in Early Years 

 

C (certificate) 

Certificates of higher education 

3 

Level 3 Certificate in Small Animal Care 

Level 3 NVQ in Aeronautical Engineering 

A Levels 

  

2 

Level 2 Diploma for Beauty Specialists 

Level 2 NVQ in Agricultural Crop Production 

GCSEs Grades A*-C 

  

1 

Level 1 Certificate in Motor Vehicle Studies 

Level 1 NVQ in Bakery 

GCSEs Grades D-G 

  

Entry 

Entry Level Certificate in Adult Literacy 
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Appendix 2 - Case studies 

Case study 1:  University of the Arts London (UAL) and the E2 Project 
E2 is an HEFCE-funded pilot project targeted at the creative industries. The programme will provide a 

means of access for non-traditional entrants (Black and Minority Ethnic (BME) or economically 

disadvantaged) and opportunities for up-skilling existing employees and the self-employed with 

creative enterprise skills and knowledge to enhance their effectiveness and realise the growth potential 

of the sector. 

There are two qualification frameworks available:  

 

Certificate in HE (HE Level 1) 

 

Graduate Certificate (HE Level 3) to reflect point of entry differentials of the learners and their 

needs. 

These qualifications have been selected because they are flexible, of short duration and will provide 

research outcomes/evidence to guide subsequent development. Both qualifications provide 

progression opportunities for learners: Certificate of HE holders will be able to progress to FdAs or BAs 

whilst the Graduate Certificate can lead to Graduate Diploma or Masters level study.  

The courses are both accredited by UAL and have been devised through the guidance and support of 

employers as well as through Creative & Cultural Skills, the SSC for the live arts.  

The Graduate Certificate 

The Graduate Certificate is a one-year part-time course which provides students with 60 credits. The 

course is project-based and aims to provide students with the opportunity to acquire and hone their 

entrepreneurial skills and knowledge. Students on the Graduate Certificate are all practitioners 

(employed or self-employed) and have a creative enterprise that they want to stimulate. The Graduate 

Certificate involves approximately 10 days of teaching including an initial three-day block which 

incorporates a skills audit of the student. Over the programme the students are tasked with developing 

a business plan relevant to their enterprise. UAL defines the mechanism rather than the content of the 

course and reflection and mentoring are an essential part of the programme. The students also receive 

practical information, for example from pro bono lawyers and a session on marketing. The course is a 

mix of classroom teaching, workshops and practical, workplace-based learning. Activities include: 

 

idea generation and selection 

 

options analysis 

 

development of a business plan  

 

the entrepreneurial pitch 

 

implementing the enterprise project 
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review and forward planning. 

The first students started the course in April 2008. There is no fee for April 2008 entry as the course is 

fully funded by HEFCE. 

The Certificate in HE 

The Certificate in HE is not yet as formalised as the Graduate Certificate as the course is not due to 

start until September 2008. The aim is to reach the 'hard to get' students not in employment within the 

creative industries. The course will include a two-week induction and will focus on the development of 

skills, for example presentation skills and report writing as well as basic economics and company 

structures. It also includes diagnostics on literacy and numeracy. One unit will look at the context of the 

creative industries eg size and sub sectors. The students need to find and pitch for their own work 

placement as part of the course. 

Background  

The need for this project emerged through industry forums held at UAL with employers from the 

publishing, graphic design and advertising sectors. They identified that development opportunities for 

up-skilling their workforce with enterprise, strategic planning and soft skills were limited. Whilst 

commercial and educational providers offer an array of short courses, these tend to be designed as 

short, sharp training initiatives rather than as more sustained interventions able to support the 

development of the individual in achieving their business or career aspirations. Accredited programmes 

of learning such as MBAs/MAs are valued by employers but were also criticised for lacking flexibility in 

terms of the mode of delivery, the generic content and the length of duration as they often take up to 

two or three years to complete on a part-time basis. 

A further challenge in the creative industry is that employers are commonly SMEs and unable to 

commit individually to extensive participation in training programmes. Establishing consortia of small 

creative businesses to engage in HE was seen as the most viable way of addressing the above 

challenges. Therefore the E2 programme has formed a partnership to explore priorities for workforce 

development and identify the range of approaches that could be used. The group of employers spans a 

range of creative industries sub-sectors.  

Good practice 

The programme has not yet commenced so it is not possible to truly assess any good practice at this 

stage. However certain points have been noted. 

Employers that have committed to the project have agreed to support in kind, by contributing time and 

manpower to the design /development phase, implementation of work-based learning/mentoring and 

participation in evaluation activity. The value of this employer co-funding in kind is estimated at 

£158,500.  

In addition, each student studying for the Graduate Certificate has access to a mentor. These mentors 

are from outside UAL and are subcontracted. To maintain this, UAL work with organisations that 

uphold mentor databases and they also maintain a register of interest. 

The pilot is fully funded by HEFCE, making the course free at the point of entry for the students. Co-

funding courses can be an issue for SMEs in the creative industries as many are micro businesses 

who do not have the resource base of larger companies.  
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Lessons learnt  

As with good practice it is not possible to truly assess any lessons learnt at this stage. However, the 

known challenges of working with small micro business have been realised, for example, the HR 

director of one of the consortia pulled out during the development and this caused a delay in the 

programme. This highlights that working with micro businesses is challenging in terms of 

contingencies, as if staff leave there are less likely to be quick replacements than would be the case in 

a larger firm. 

Further initial thoughts are that employers need to understand what they are buying into and that 

perceptions cannot be changed overnight. In addition it is important to have a quick way to accredit 

existing employer training and provide a fast turnaround. 
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Case study 2:  Havering College of Further and Higher Education and Ford Motor 
Company  

 
Havering has c.13,000 students with approximately 1,000 studying for HE qualifications. 

The college has had a long-standing relationship with Ford for the past 30 years, with the traditional 

offering being in FE programmes, such as apprenticeships. The relationship with Ford has now 

progressed into an HE offering (in addition to the FE offering) from Havering. This has been in 

response to a progressive shift in Ford s training needs. Historically employees had been trained to 

perform specific tasks whereas now the workforce is smaller but with a more diverse skill set.  

Background 

Havering currently provides the following programmes for Ford staff based at the Dagenham plant (the 

HE provision is also available for staff at the Dunton research centre): 

 

A four-year apprenticeship programme that can lead to an HN qualification or alternatively to 

progression to the Fd. 

 

A conversion course for employees who have taken NVQ Level 3 who wish to progress to the 

Fd; this course is in development and will be offered from September 2008. 

 

An Fd (with an articulated route to the Bachelor of Engineering). 

 

A Bachelor of Engineering (BEng) degree; this course is in development and will be offered 

from September 2008; like the Fd, the BEng is validated by the Open University (OU). 

The college has invested time and money in the development of tailored course curriculum to meet the 

requirements of Ford. 

The range of courses enables staff to have a seamless progression through the levels of education and 

through their professional development. This was one of Ford s key ambitions for the programme.  

The vision for the courses was employer led, with the request for the BEng and conversion course 

being made by Ford in September 2007. The timescale in developing the BEng is a demanding one 

with Ford requiring costs and course profiles to be delivered by February 2008 and the course in place 

by September 2008. The college is on schedule to do this, driven by a determination to deliver and, for 

example, working with HEFCE and the OU, often outside the normal time scale in order to meet the 

client s needs. 

The main benefit to Ford from the scheme is that a skilled training programme has been developed for 

hard-to-recruit people who will be future managers in the company. The main benefit to the individuals 

is career development in which they are supported by their employer in terms of both time and money. 
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Good practice 

Ford has used other institutions to provide training for their staff but the number of other providers has 

decreased over recent years with Havering s provision increasing. 

A key reason that the relationship with Havering has worked is Havering s responsiveness and 

willingness to adapt to Ford s requirements. It has been critical to understand what Ford s needs are as 

well as being able to have an open dialogue. This flexibility is necessary in terms of both institutional 

agility as well as the responsiveness of individual staff. It is largely due to the ethos of the institution 

which promotes enthusiasm and motivation to change. In addition, many of Havering s teaching staff 

see themselves as part of the engineering industry and therefore have a sense of kudos  at working 

with Ford. 

The relationship is further helped by having a contract manager in place at Havering. This is a full-time 

role involving direct dialogue with the Ford representatives. The contract manager chairs monthly 

meetings between the Ford HR staff and the Havering staff. These meetings measure performance via 

performance metrics (quantitative and qualitative) as well as addressing any issues that have arisen. 

Whilst Havering always has a key representative for client liaison, these individuals normally deal with 

more than one client. It was at Ford s request that Havering has a dedicated contract manager. 

Developing the HE market and engaging with employers is part of the strategic drive of the college to 

provide skills to industry and is perceived as part of their core business. In addition to Ford, Havering 

successfully works with other employers which they make contact with via trade shows, advertising and 

business breakfasts as well as through indirect referrals. 

Lessons learnt  

The key lesson learnt has been the importance of acting with commercial acumen during discussions 

with the client as well as listening to and understanding their requirements. The ability to do this 

depends, to a large extent, on having the right staff, firstly by recruiting the right people with the 

appropriate experience, knowledge and attitude but in addition, Havering invests in training their staff to 

ensure they are up-to-date with market developments.     
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Case study 3:  London Business School 

 
London Business School (the School) is a fee based university with over 1,600 post graduate students. 

The School offers the following programmes: 

 

MBA 

 

Sloan Fellowship MSc 

 

Executive MBA 

 

EMBA-Global 

 

Dubai-London EMBA 

 

Masters in Finance (full-time/part-time) 

 

PhD Programme 

 

Executive Education (Open Programmes) 

 

Executive Education (Closed Programmes).  

Background 

Both employer engagement and research are key and equally important aspects of the School s 

strategy. In the last Research Assessment Exercise (2001), the School as an institution received a 5*A 

rating. This attracts students to the School, as does its strong links with employers, which leads to 

good job prospects for graduates. For example, 97% of the 2006 MBA graduates and 99% of the full 

time Masters in Finance graduates received job offers within three months of graduation. Ongoing 

research is important for the courses the School offers to ensure that they are as relevant to 

participants as possible. For example, in the past year a new elective of credit risk was added to the 

Masters in Finance.  

The School s offering to employers wanting to provide training and education to employees is 

completely flexible. Employers can tap into off-the-shelf packages, such as the Executive Education 

Open Programmes or, alternatively, they can customise and build a programme to meet specific 

needs. The School has an account management team of about 50 people who work with employers to 

customise a course to suit them. Such bespoke courses can tap into various faculties and be delivered 

off location 365 days a year. 
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Good practice 

Key to the School s success is its proactive approach to engagement and its strong partnership 

relationships with top global businesses. In addition, there are numerous ways in which organisations 

can get to know the School. This is demonstrated in the following ways: 

Bespoke Courses 

The School runs Executive Education programmes that can be customised or open programmes (off-

the-shelf, delivered every year with employees from a range of organisations attending). The bespoke 

courses which, for example, cover leadership, strategy, marketing, financial management and general 

management, are generally not accredited but some of the open courses can lead to accreditation of 

modules. In 2007 the School received income of £13.8 million from Executive Education Custom 

Programmes (this equates to 23% of the School s fee income in 2007) and a further £11.8 million from 

Executive Education Open Programmes 52. The School runs Executive Education courses for 

employers including Nestle, Roche, PwC, Barclays, RBS and SABIC. The School was commended for 

its innovative combination of education and work-based learning at the 2006 Managing Partners 

Forum (MPF) Management Practice Awards. The Best Learning Programme prize was awarded to a 

customised programme for PwC. 

Executive MBAs 

The Executive MBA is primarily sponsored by the employer with around 60% of students being 

sponsored in terms of time and/ or money. Employers use it for training and as a retention tool, to 

develop skills in employees on a leadership path in the organisation or as a transition tool for someone 

who is between two roles but not yet ready to step up to the higher level. The Executive MBA attracts 

students from around the world with around 65% of students staying in the UK (mostly in London). The 

students are often involved in London s financial services industry  and, because London Business 

School MBA graduates qualify for the Highly Skilled Migrant Programme (HSMP), are able to work in 

the UK without a work permit on graduation. 

Global Business Capabilities  

The Global Business Capabilities study involved a series of interviews with senior figures in global 

business during which they were asked what they wanted in terms of training for their employees. The 

results of this were then incorporated into the core curricula of the Masters programmes. For example, 

the new Global Leadership Development Programme has been introduced to further facilitate the 

development of the skills required by successful global business leaders. 

Pitching for Clients and Marketing 

The Career Services team has responsibility for business and account development. The approach is 

very proactive with the team submitting proposals and pitching to companies identified as potential 

customers. In addition, the marketing department spends significant time using direct mail, advertising 

and branding in major publications including The Economist and the Financial Times. In 2007 the 

School spent £4.4 million on marketing which equates to about 5% of its overall expenditure 53. 

                                                          

 

52 London Business School, Annual Review 2006-2007, p 38. 
53  London Business School, Annual Review 2006-2007, p 38. 
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Corporate Partners 

London Business School's Corporate Partnership Programme aims to encourage productive, long-term 

relationships with industry by connecting interested organisations with the latest developments in 

management education and research and a world-class group of business graduates. The School 

currently has over 40 corporate partners who, for an annual fee of £15,000, receive the following key 

benefits: 

 

High level networking at prestigious events 

 

Privileged and early access to students 

 

Access to research 

 

Profile-raising to the School's global community.      
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Case study 4:  Flying Start Degree Programme, BA (Honours) Business 
Accounting and Finance 

 
Established in 2002, the Flying Start Degree Programme, BA (Honours) Business Accounting and 

Finance is delivered by Newcastle University in partnership with PwC and the ICAEW. 

Background  

PwC initiated the programme following their review of the process of training accountants in the UK 

and found that: 

 

most trainees were graduates of non-relevant degrees 

 

graduates of relevant degrees, such as accountancy and finance, were not receiving sufficient 

exemptions from the ICAEW professional exams 

 

graduates of relevant degrees were not performing as well as expected in the professional 

examinations. 

As a result of the review, PwC believed that there was a mismatch between both the university 

experience and the real life work requirements and between academic competence and work 

competence. PwC further believed that graduates who had completed a relevant degree should be 

provided with a quicker and more effective route to professional qualification as a chartered 

accountant. 

PwC were therefore looking to tailor a degree programme that integrated the academic rigour of a 

university degree with appropriate work experience and provided a fast-track route to professional 

qualification. Such a programme would provide them with a highly-skilled and motivated workforce post 

graduation. 

The four year Flying Start degree programme demonstrates the following features: 

 

Bespoke timings which incorporate paid work placements at PwC that coincide with the peak 

staff demand periods for PwC (the academic year for Flying Start undergraduates starts 

earlier and finishes later than the standard Newcastle University academic year to allow this 

flexibility) 

 

The opportunity (although not the guarantee) of future employment 

 

Completion of the course enables significant progress towards the achievement of the ICAEW 

ACA qualification (postgraduate students have only the three ICAEW Advanced Stage 

examinations to pass in order to complete all the examinations needed to qualify as a 

chartered accountant) 

 

The work experience undertaken as part of the placements contributes to the practical 

experience requirements of the ICAEW 

 

PwC contributes towards the additional overheads and staff costs related to the Flying Start 

degree 
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Students apply for the degree via the normal UCAS application process and Newcastle 

University is responsible for all recruitment to the programme, although PwC is able to assess 

the suitability of candidates to undertake work placements at the firm. 

Newcastle University benefits from the programme through: 

 
having high-calibre, highly-motivated students on a course with a high retention rate 

 

association with a prestigious firm 

 

close association to business and a resulting understanding of what similar employers need 

from students to make them ready for the world of work 

 

an insight into the professional requirements which could benefit other degree programmes 

with similar academic content.  

Good practice  

In order to develop the programme, PwC sought a university partner that demonstrated the following 

features: 

 

strong presence and reputation in finance and business 

 

track record of working with professional service firms 

 

prestige (perceived to be a Russell Group university). 

Following research, Newcastle University was chosen from a shortlist of six, because of its willingness 

to adapt and the strong ethos on partnership working.  

One of the specific reasons cited for the choice of Newcastle University was that the internal 

organisation enabled the early identification of a suitably senior individual who was sufficiently visionary 

and willing to sponsor the proposal internally.  

In addition the university invested resource early in the project to ensure that the programme was of 

the highest quality and maintained academic rigour.  

Of the other five potential HEI partners: 

 

two were not interested in developing such a programme 

 

two were not interested in developing a programme that was exclusive to a single employer 

 

one was not as successful as Newcastle University in forming the initial proposal and 

necessary working relationships. 

Lessons learnt  

The general opinion is that the programme has been very successful to date and competition for entry 

to the course is intense, despite the high entry requirements. 

The key lesson learnt has been to find the right partnership and that employers need to have an 

understanding and regard for the long lead times and speed of decision making at HEIs and also the 

regulation that HEIs have to submit to. 

In addition the parties have cited the importance of: 

 

recognising the difference in culture 
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having mutual respect 

 
commitment to the long term 

 
the ongoing communication that is needed to manage such a project.  

Employers should not think of the university as just academics and universities should not think of the 

employer as just businessmen .  
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Case study 5:  Fd in Retailing  

 
This initiative has been led by a consortium which comprises fdf, Tesco Plc, MMU, UAL and MKM. In 

addition, the consortium has two advisory partners; Skillsmart Retail and The Retail Academy Ltd. The 

partnership is currently chaired by fdf and has been established since September 2006. The first 

students (c.50), all of whom are Tesco Plc employees, enrolled in September 2007, the ambition being 

to grow the intake in line with demand from the sector over the coming years. Ultimately, the degree 

model will support partnerships of employers and providers to develop a consistent national approach 

to the provision of Fds for the retail sector. 

Background 

Research undertaken by the SSC Skillsmart Retail indicated that the development of leadership and 

management skills for the store managers of larger multiple retailers was a key priority. In addition 

research showed that over half the managers in the retail sector hold formal qualifications below Level 

3, whereas in other sectors about half as many managers have HE or equivalent qualifications when 

compared with the retail sector. It was against this background that the Fd in Retailing has been 

developed. A substantial amount of the upfront development costs were funded by fdf. 

The degree is delivered over two years with students continuing in the workplace and using this as a 

focus for both theory and practice learning. To take account of the geographically dispersed locations 

of the students the degree is technology-assisted, providing a blended learning approach to delivery 

that includes residential elements and on-line support.  

There is a focus on store management and store operations with three themes running through all 

modules. These are business improvement, customer and staff loyalty and the application of 

technology within the retail sector. The intention is that individual modules will also be validated as 

stand-alone modules for the provision of CPD. 

Tesco Plc has made a significant contribution to both the development and piloting of the programme. 

Their aim is to ensure that the programme is fit for purpose for the sector as a whole, promoting wider 

ownership of the Fd across the retail sector. 

Good practice  

The collaboration has been a key reason for the success of the project. The HEI partners have jointly 

developed parallel programmes that are identical in content but draw upon the strengths of the 

institutions eg UAL s expertise in presentation, branding and marketing. The collaborative approach 

therefore benefits the institutions, the employees on the course and Tesco Plc.  

The HEIs involved had a pre-existing relationship with Tesco Plc from providing previous tailored 

courses and also from working on consultancy projects. Such relationships are often created by 

contacts at an individual level, boosted by the fact that the institutions employ, on a part-time basis, 

industry experts who still work in the retail sector. 
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Lessons learnt  

The flexible nature of the delivery has been important. Whilst the degree is technology-assisted it has 

also been important to incorporate a real learning environment which really benefits the pedagogical 

experience of the learner and affects their enjoyment of the course. 

Strategic coalitions between employers and HE are effective mechanisms to develop sustainable 

employer-led provision as knowledge and expertise lies within both communities, creating a transfer of 

knowledge from industry to academia and vice versa. However, partnerships need nurturing and the 

role of organisations like fdf in developing partnerships is crucial. Furthermore, employers need to feel 

assured that their needs are being met whilst not being drawn into the detail of HE provision.       
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Case study 6:  Ernst & Young LLP, Lancaster University Management School and 
the Institute of Chartered Accountants of Scotland 

 
The BSc in Accounting, Auditing and Finance, known informally as the EY Degree (awarded by 

Lancaster University) is a trilateral partnership approach to employer engagement, envisaged by EY 

and delivered by EY, ICAS (the organisation of which EY employees taking accountancy qualifications 

study to gain membership) and LUMS.  

Background 

EY identified the need for the degree as they wanted something that enabled them to recognise and 

nurture talent from a young age. In addition the degree allows EY to supplement staff numbers with 

placement students in busy periods and enables students to fast track to qualified accountant status. 

Students who apply for the degree are selected in the first instance by LUMS (via the normal UCAS 

application process). Further selection is then made by EY from applicants attending workshops. 

The EY Degree involves: 

 

a four-year course (inclusive of a one-year placement at EY) 

 

two further three-month placements at EY 

 

exemption from four of the five first-stage ICAS exams with the fifth paper, Business Law, 

taught and examined as part of the degree programme 

 

completion of two of the four second-stage ICAS exams whilst on placement at EY 

 

receipt of a bursary of £1,000 for students in their first year and a salary whilst on placement  

 

employment at EY after graduation (although this is not guaranteed and is dependent on 

exam success and conduct during work placements) 

 

a fixed fee per annum payable to LUMS by EY to cover the administrative costs over and 

above those required to run the normal BSc degree 

 

all the ICAS professional exams being taught by BPP and ICAS (because BPP is approved by 

ICAS to teach the subjects, the question of LUMS teaching the ICAS subjects has not 

occurred). 

EY is in close contact with the students throughout the programme. Examples include: 

 

a welcome dinner for first year students followed later by a more formal welcome event in EY 

offices which includes prize giving to second, third and fourth year students  

 

a work shadowing day for second year students in advance of their first placement 

 

involvement with EY campus team and on campus recruitment activities 

 

regular communication and updates from the EY Degree development officer 

 

guest lectures by EY partners and specialists to supplement degree lectures. 

Demand for places is high (5.5:1 in the prior year) and the number of students taking the course has 

more than doubled since 2005 when 20 students enrolled: the 2008 intake is targeted at 50 students. 
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Good practice 

EY chose LUMS from a long list of 10 to 15 HEIs supplied by ICAS. The long list was fairly easily 

reduced to three HEIs by considering the existing degree programmes. EY met with all these three 

HEIs. The key criteria when selecting LUMS was the academic rigour and relevance of the current 

degree programme. In addition LUMS were chosen due to their strong alignment with EY s key criteria:  

 

cultural fit 

 

willingness to change and grow 

 

innovation 

 

current degree programmes. 

Specifically LUMS were chosen due to their ability to flex their degree to suit EY (both in terms of 

timing and content) and also because of their approach to the joint venture which has been a 

partnership in the true sense of the word. LUMS were noted as being very forward thinking, engaging 

and welcoming in terms of working together. 

LUMS benefits from the programme by: 

 

gaining experience of working with a large commercial partnership and therefore being better 

able to understand what their students need to be equipped with for the world of work 

 

gaining experience of what students need to do to pass the professional exams (through 

working with ICAS). 

Lessons learnt  

The partnership has been seen as very successful and the programme is viewed as a success to date. 

It is noted that it is still relatively early on in the programme and the original entrants have yet to 

graduate. 

The key issue has been around the marketing of the degree which has proved difficult due to the 

restricted access to school leavers. The market has been difficult to tap into and word of mouth has 

been relied on to a large extent. 

The timing that HEIs work to has also been a concept that EY have had to adapt to. For example, the 

degree was not ratified by Lancaster University until July 2005, by which time students had already 

been accepted onto the course. Therefore EY had to take the risk that, having done all the work and 

offered students places, the degree would be ratified. There was however, a significant amount of 

preparatory work done within the university and EY were therefore reasonably confident that the 

degree would go ahead.  
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Case study 7:  Fds and Foundation Degree Forward  

 
Fds are HE qualifications that are designed with employers as an alternative to the traditional degree 

programme. They combine work-based learning with academic study to equip people with the relevant 

knowledge and skills to improve performance and productivity. The fundamental aspect and defining 

characteristic of the programme content is that they are designed in partnership with employers and 

employer organisations. 

fdf is a national body that supports the development of Fds and employer partnerships. Specifically, fdf 

is involved in nurturing partnerships, enabling relationships that stimulate employer demand,  

supporting and sustaining employer partnerships with institutions and investing in the development of 

Fds. 

Background  

Fds were launched in 2001 as a response to the concerns raised by the issues of global 

interdependence, the knowledge-based economy, the skills agenda and the Leitch Report. Fds have 

proved to be sustainable and in 2007-2008 over 72,000 students were estimated to have registered, or 

to be currently registered, on Fds54. The Government s target is to have 100,000 students studying for 

Fds by 2010/2011.  

Fds are designed to be academically rigorous, requiring standards of academic attainment equivalent 

to the second year of an honours degree. Fds must be validated by an HEI but may be delivered by 

HEIs and FECs, or combinations of both, including at the employer s premises. Employers can either 

use an existing off-the-shelf Fd programme or work with HEIs and FECs to develop an Fd tailored 

specifically to their needs. 

A key aspect of Fds is their accessibility and flexibility. The normal structure of the academic year 

becomes irrelevant for a student studying for an Fd, which can be delivered in a variety of ways and 

can be studied either part-time or full-time. They take two years to complete full-time, attract a 

minimum of 240 credits and must have guaranteed articulation arrangements with at least one honours 

degree programme (with further study).  

Good practice  

The following aspects have been noted as good practice: 

Consortia - There are a number of consortia of employers and institutions which are working well and 

there are also successful collaborations between HEIs and colleges. It has been seen that employers 

expect a collaborative model. For example fdf is currently working with a consortium of 10 companies 

and four HEIs within the ITC sector to develop a degree. 

Board level buy-in - In terms of developing awareness of Fds, fdf assumes that HEIs will target 

students (as this is their traditional market) and therefore fdf concentrates on increasing brand 

awareness with employers and employer organisations. fdf has found that it is important for 

                                                          

 

54  HEFCE. (2007). Foundation Degrees, Key Statistics 2001-02 to 2006-07. p 3.  
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communications with companies to occur on the right scale and that board level buy-in is important. 

For example, fdf has found that large-scale presentations to HR directors and finance directors have 

led to a number of enquiries which have been converted into significant relationships, including with BT 

and the Royal Mail. fdf also works closely with the British Chamber of Commerce and the CBI. 

Accreditation methodology - fdf has developed a methodology for accrediting employer-based training 

so that the training can be translated into credits that can become part of the Fd. This methodology can 

therefore be used by institutions for Fds and other qualifications. 

Lessons learnt  

The key lessons learnt from the Fd experience so far are: 

Initial misunderstanding of Fds - There was some initial misunderstanding of the place of Fds in the HE 

market. This was partly due to the confusion caused by the range of routes to higher level learning and 

the number of qualifications available (HNDs, HNCs, GNVQs etc) and partly due to confusion over the 

meaning of the term foundation, leading to a perception that the degree was a lower level skills 

qualification. There is still further work to do in promoting understanding of and identity-building around 

Fds. 

Failure of any sustained communications strategy - The initial misunderstanding of Fds was partly due 

to a failure of any sustained and coherent communications strategy underpinning Fds (so HEIs had to 

start from scratch with employers). fdf is currently developing a national communications strategy for 

Fds, as requested by the then DfES, and is consulting with employers and students on their views of 

Fds. As part of this, fdf is currently embarking on a national marketing campaign to promote Fds. 

Commerciality - HEIs need to be commercially aware in working with employers. It is not just a case of 

more marketing being necessary to increase awareness amongst employers, but also for HEIs to be 

astute during discussions with employers. for example, when considering the cost of delivering 

courses. 

Relationships - Building strong positive and long-term relationships with employers is key and also 

what employers want. This can be challenging as it has been noted that employers find identifying the 

right person to talk to in an HEI a challenge and the bureaucracy can be intimidating. Similarly, Fds are 

challenging to HEIs because of the constant need to adapt them as the needs of employers develop. 

Nonetheless, fdf note that there is long-term buy in and support from employers when relationships are 

well founded. 

Financial support from employers -There is a relatively low level of financial support from employers. 

The HEFCE report, Foundation Degrees, Key Statistics 2001-2002 to 2006-2007 notes that: 

From the DLHE survey we found that most 2004/2005 qualifiers from part-time study (77%) had some 

support from their employers, such as study leave, but only 28% received any financial support. From 

the student records we can estimate the proportion of part-time students at HEIs that have their fee 

paid by their employers at 23%-26% (depending on various assumptions). The proportion of students 

at FECs whose employers pay the fees is about half this. Employer fee payment is much less common 

for full-time students.55  

                                                          

 

55  HEFCE. (2007). Foundation Degrees, Key Statistics 2001-02 to 2006-07. p 6. 
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The report goes on to state that:  

Most full-time, and even part-time, students do not get their tuition fees paid by their employer, or any 

other financial support. This suggests that the recent Government proposal (Leitch 2006), for 

employers to contribute significantly more money than the fee, would entail a dramatic change in 

employers attitudes to their employees on Fd courses.56 

However, it is important to recognise that employers are often prepared to offer contributions in kind, 

for example, allowing students to work on state-of-the-art equipment that could not be provided by the 

institution. 

Diversity and equality - The HEFCE Report Foundation Degrees, Key Statistics 2001/2002 to 

2006/2007 HEFCE, suggests that Fds are successful in addressing social disadvantage, especially in 

their part-time mode. However, more specifically, when looking at disability, the proportion of entrants 

are similar to those found for undergraduate provision as a whole 57; this is similarly true regarding 

ethnicity, with the report stating that: Overall, the proportions of entrants from minority ethnic groups to 

Fds are similar to those found for undergraduates as a whole   58. 

Small grants fund - In the early years of Fds, HEIs could bid for grants of up to £10,000 to develop 

areas of good practice. These were available, mainly to FECs, from fdf. Some HEIs did bid but the 

priority was to enhance FE practice and to support staff development, e-learning etc. It was not found 

to be a particularly successful strategy and the scheme was discontinued in 2005/2006.  

                                                          

 

56  HEFCE. (2007). Foundation Degrees, Key Statistics 2001-02 to 2006-07. p 8.  
57  HEFCE. (2007). Foundation Degrees, Key Statistics 2001-02 to 2006-07. p 28. 
58  HEFCE. (2007). Foundation Degrees, Key Statistics 2001-02 to 2006-07. p 28. 
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Appendix 3  Provider survey analysis  

Introduction  

Grant Thornton commissioned Ci Research to undertake a telephone survey investigating the supply of 

HLS from within HEIs, FECs and commercial providers. The research focused on supply within the 

London market. Telephone surveys were conducted between December 2007 and March 2008 of 123 

providers in London and the surrounding area of which 45 responded. 

The survey examined the scale and nature of the provision offered by the different types of HLS 

providers. The level of interest in providing HLS to employers amongst the organisations and 

institutions surveyed was addressed as was the barriers they face in doing so. All respondents were 

asked to identify their key unique selling point (USP) and asked to describe the methods by which they 

promote their HLS offering to employers. The survey focused on supply within London, with a small 

number of respondents located outside London. One of the key aspects of the survey analysis is 

identifying the key differences in responses between the different categories of providers.  

This appendix sets out findings from an analysis of the survey data. The following sections set out the 

characteristics of the providers that took part in the survey and a detailed analysis of the survey data 

including: 

 

the sources of income earned by respondents in providing HLS to employers 

 

the importance attached to HLS provision to employers 

 

the types of HLS provision supplied by respondents 

 

the methods used by providers to promote their HLS offering 

 

what providers consider to be their USP 

 

the main barriers facing the different types of respondents in providing HLS to employer 

 

levels of awareness of public sector activity relevant to employer engagement with HLS 

provision. 
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Sample characteristics 

A total of 45 telephone surveys were completed.  

Table A3.1: Number of respondents by type of provider 

Type of provider Number of respondents 

Commercial Providers 11 

FE Colleges 12 

HEIs outside London 1 

London Higher Members 20 

Other HEIs in London 1 

Total 45 

 

The sample included a cross section of providers including twelve FECs and eleven commercial 

providers involved in the provision of higher level skills. Twenty of the 41 London Higher member 

HEIs responded to the survey (note that all the London Higher member institutions were 

contacted to request their participation in the survey). Overall a sample of 45 completed surveys 

was achieved.  

Income received by respondents for HLS provision 

The HEIs surveyed had difficulty in reporting the income received from employers for HLS 

provision. Two that completed the telephone survey 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 reliably state the total income received by London s HEIs for HLS provision. The most 

reliable source for this information therefore remains the HE-BCI survey which 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). In the survey CPD is defined 

as improves an individual s skills in their current employment and CE is defined as could also 

cover curiosity-driven enrolment or re-skilling . 

Types of employers 

In terms of the types of employers (SMEs, large commercial business, public sector) that 

providers work with, overall there is a fairly even split between working with large businesses and 

with the public sector. London Higher member institutions tend to receive a higher percentage of 

their income from the public sector than do commercial providers of HLS. Commercial providers 

receive a higher percentage of their income from both SMEs and larger businesses than do the 

London Higher members. Figure A3.1 provides a breakdown for the commercial providers and 

London Higher institutions of the percentages of their HLS income which is derived from working 

with the different types of employers.  
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Figure A3.1: Sources of HLS Income for providers, by sector 
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Types of provision 

Respondents were asked how much of their HLS income relates to different sorts of provision. 

Commercial providers derive a substantial portion (47%) of their HLS income from self 

accredited courses. Figure A3.2 indicates the percentage of income from the different types of 

provision for the different providers.  

Figure A3.2: Income for different types of provision 
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Types of course provided  

Providers were asked how frequently they supplied a range of different types of HLS courses to 

employers. HEIs were less likely than the other providers to work with employers in providing 

leadership and management skills. 

Figure A3.3: Provision of leadership and management skills 
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The provision of technical skills emerges as an important area of activity for all three types of 

providers, but it is especially important for the FECs.  

Figure A3.4: Provision of technical skills 
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Providing training relating to soft skills is less prevalent amongst HEIs compared to the other 

types of providers. 
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Figure A3.5: Provision of soft skills 
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The HEIs surveyed were also less active in terms of providing other business skills training 

including HR and finance related training. Figure A3.6 indicates the importance of this type of 

provision among the different types of providers. 83% of FECs provided this sort of training either 

always or very frequently. 

Figure A3.6: Provision of other business skills 

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

LH HEIs

Commercial

FE

Always Very Frequently Fairly Frequently 



Research Report 2: The supply of higher level skills provision in London 
Appendix 3 

 
Provider Survey Analysis   

Grant Thornton UK LLP 79

  
Unique Selling Points of providers 

Respondents were asked to identify what they consider to be their USP. Overall, the perceived 

strength of all respondents' reputations emerged as the top USP with 42% identifying it is a USP. 

After reputation, the next most identified USPs were cost, accreditation and 

culture/responsiveness.  

Figure A3.7: USPs of all providers 
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Table A3.2 presents the top three USPs most frequently identified by the different types of 

providers.  

Table A3.2: Top three USPs identified by providers 

Type of provider Top three USPs identified 

Commercial Providers Accreditation, culture/responsiveness, reputation 

FE Colleges Accreditation, culture/responsiveness, location 

London Higher Members Reputation, location (see Figure A3.8) 

Other HEIs in London Quality, reputation, location/content 

Average across all 
respondents 

Reputation, costs, accreditation 

 

For London Higher member institutions a wide range of USPs were identified, with reputation and 

location the two most cited. Figure A3.8 indicates the responses for the London Higher members.  
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Figure A3.8: USPs identified by London Higher member HEIs 
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Barriers to HLS provision 

We examined the extent to which staff resource/skill shortages represented a barrier for the HEIs 

and FECs to providing HLS to employers. The results are presented in Figure A3.9.  

Figure A3.9: Importance of staff resource/skill shortages as a barrier to HLS provision to employers 
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It is notable that no HEI or FEC respondent suggested that staff resource/skill shortage was not of 

some significance as a barrier to HLS provision to employers. 

Commercial providers were also asked what were the main barriers they faced in providing HLS 

to employers. Regulation of the sector was identified as the most significant barrier. An inability to 

accredit courses was only indicated by 9% of the commercial providers as being a very significant 

barrier.
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Figure A3.10: Barriers facing commercial providers in supplying HLS to employers 
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Respondents were asked to identify the extent to which they had been involved with a series of 

initiatives and organisations whose remit is relevant to the employer engagement agenda.  

Figure A3.11: Level of involvement with various public sector skills initiatives (all providers) 
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Disaggregating the results allows an examination of the extent to which different types of 

providers are involved with the different initiatives and organisations. Figure A3.12 indicates that 

FECs are more likely to be involved with SSCs. 
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Figure A3.12: Involvement with SSCs by type of provider 
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Figure A3.13: Contact with Lifelong Learning Networks  
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Figure A3.14: Involvement with Foundation degrees 
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Figure A3.15: Contact with National Skills Academies 
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90% of the commercial providers indicated that they had very frequent contact with the National 

Skills Academies. 
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Appendix 4: The London Higher Skills Board 

 

Representation Name 
Institution / 

Organization 
Position 

A Chair Anthony Salz NM Rothschild & Sons 

Ltd 

Executive Vice 

Chairman 

B HEIs Professor David 

Latchman 

Birkbeck, University of 

London 

Master of Birkbeck 

and elected Chair of 

London Higher 

  

Professor Deian 

Hopkin (member until 

January 2008; 

replaced by Brad 

Coales, Director of 

Employer 

Engagement, for 

remainder of project) 

London South Bank 

University 

Vice Chancellor and 

Chief Executive 

  

Professor Adrian 

Smith 

Queen Mary, 

University of London 

Principal 

  

Professor Robin Baker Ravensbourne 

College of Design and 

Communication 

Director and Chief 

Executive 

C Lifelong Learning 

Network  

Noel Otley Havering College of 

Further and Higher 

Education 

Principal 

D Business/LSEB/ 

SSC 

Kate O Connor  Skillset Deputy Chief 

Executive 

E Business Peter Navin Lloyds TSB Managing Director 

  

Tracey Hahn (member 

until December 2007; 

replaced by Kate 

Richards, Head of 

Compensation & 

Benefits, for remainder 

of project) 

Merrill Lynch Managing Director 
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Representation Name 

Institution / 

Organization 
Position 

  
Dick Coldwell Foundation Degree 

Forward 

Chair 

 

Co-opted Jackie Lawlor  Royal Mail Group Head of People 

Development 

  

Amanda Whiteford  Tube Lines Ltd Head of Learning and 

Development 

  

Dave Podmore  Accenture  Head of Master 

Vendor Service 

(Learning)  

F Project Partner 

Representatives 

John Stone Learning and Skills 

Network  

Chief Executive 

  

Baroness Jo Valentine London First Chief Executive 

  

John Attree London First Director  

  

Jane Glanville London Higher Chief Executive 

G HEFCE (non 

voting) 

Clair Murphy Higher Education 

Funding Council for 

England 

London Regional 

Adviser 

H GLA (non voting) Tony Evans Greater London 

Authority 

Policy Adviser 

I Secretary to the 

Board 

Naz Khan London Higher Projects Officer 

 

The London Higher Skills Board acknowledges the input from the following:  

Project Manager Naz Khan London Higher Projects Officer 

Project Manager Graeme Duncan London First Business and 

Education Manager 

Consultants  Karl Eddy Grant Thornton  Partner 

Consultants  Stephen Gifford Grant Thornton  Director 

Consultants  David Edwards Grant Thornton  Director 

Consultants  Julia Rich  Grant Thornton  Manager  

Consultants  Peter Smith Grant Thornton  Manager   

Consultants  Dan Farag Grant Thornton  Manager   
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