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Foreword
In the autumn of 2021, the leader of the 
Labour Party, Sir Keir Starmer, asked me to 
draw together a group of individuals with very 
different experiences under the umbrella of 
the Council of Skills Advisers. 

This was envisaged as a short-term project to 
reach out to the network of those involved in 
the development of skills and lifelong learning 
- in business, the trade unions, public service 
and academia – in order to put together an 
ambitious but practical set of proposals which 
would provide coherence across a range of 
policy areas and meet both the short-term 
skills gap and the longer-term challenges of 
major innovative change in the workplace.

In demonstrating the deeply regrettable 
fall of investment in skills both in respect 
of government spending and business 
commitment over the last decade, we 
recognise the enormous task facing an 
incoming government, not only in reversing 
the failure of the recent past, but also the 
scale of the challenge in the years ahead. 

It is intended that this independent report 
should inform the Labour Party’s immediate 
policy development ahead of the production 
of the next General Election manifesto. 
To that end, the recommendations will be 
submitted for consideration as part of the 
upcoming, final year of Labour’s National 
Policy Forum (NPF) cycle in 2022-23.

In addition, we hope this paper will also 
contribute to the wider public  
debate about the priorities that should be 
given to learning, skills, progression within 
work and, critically, a lifelong trajectory to 
meet the economic and social challenges of 
the future. 

This document is about practical policies to 
address the needs of the individual and the 
country. It is, however, designed to reflect the 
values of mutuality and reciprocity, of self-
help and interdependence. In order for the 
recommended policies to succeed, it requires 
an enabling government which matches the 
obligation and endeavour of the individual to 
the duty that we owe to each other.

Given the 1.3 million vacancies in August 
2022, it is self-evident that restoring growth 
and dramatically reducing inflation cannot 
be achieved without a transformation in 
the availability of a skilled workforce, with 
the adaptability and creativity to embrace 
technological change and innovative working 
practices.

This must, surely, be seen not as a “nice to 
have”, but an imperative and therefore  
an investment in our future. The country 
has lacked a strategy in this area and Labour 
must provide one. This is as much a return on 
carefully targeted investment, as any capital 
infrastructure programme, and should be 
treated as such.



6

COUNCIL OF SKILLS ADVISORS’ REPORT

The proposals in this paper together 
constitute a radical overhaul of skills provision 
in this country. We have not costed individual 
proposals on their own, as we have set out an 
approach that can be phased in over time. 

This is also about investment by business and 
individuals, as well as government at national 
and devolved level.

Current “clawback” by the Treasury of 
underspend of the apprenticeship levy as well 
as that on Kickstart and Restart, should be 
released for immediate investment in advance 
of the comprehensive implementation of the 
reforms set out below.

Productivity gains should be fully recognised 
in cost benefit analysis in the allocation of 
resources.

My very grateful thanks go to my own 
personal assistant, Joanna Firth, who worked 
on this in her own time and without whom 
this document would not have been possible; 
the key skills advisers Kevin Rowan, Rachel 
Sandby-Thomas and Praful Nargund. Also 
to all those organisations and individuals 
who have been sufficiently interested in the 
agenda for the future to have made contact 
and provided us with invaluable information 
and advice.

My personal thanks are also due to all the 
relevant shadow ministerial teams, and to 
Vicky Salt and Tim Waters in the office of the 
Shadow Secretary of State for Education, 
Bridget Philipson.

My thanks to them all. 
David Blunkett
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Introduction  
 

If there is one thing that would transform the British economy, generating growth and 
accelerating productivity, it would be a transformational change in the investment - 
public and private - in the skills of the British people. 
 
Skills are the currency with which future opportunity will be bought by British 
companies. The speed and scope of change is greater than at any point in our history 
and an effective response requires wide ranging changes in the way we think about, 
plan and deliver skills training and education on a national, regional and local level. Not 
only are we presented with immediate challenges in meeting shifting skills 
requirements we are also faced with the need to decide the much broader question of 
the economic, social and cultural direction of our country. 
 
Education and skills delivery at all levels needs to be reformed to make it more relevant, 
agile and capable of coping with constant and rapid change. As a priority we must 
create an environment where skilled and ambitious people can drive British business to 
be global leaders in their field, but we must not lose sight of the value of learning for 
learning’s sake and protect the arts, social sciences and humanities courses in order to 
maintain a civilised culture of which we can be proud. 
 
To meet these needs, we need a curriculum that can adapt and evolve as needs change. 
We need education institutions that collaborate to establish barrier free development 
opportunities for people from all corners of society so that they can build meaningful 
careers and be more resilient to the ever more rapidly shifting tides of technology. 
 
We need universities and colleges that produce work ready graduates that are 
equipped with the latest knowledge and skills to make an immediate and meaningful 
impact.  
 
We need apprenticeships that can flex to meet the needs of small and medium sized 
enterprises (SMEs) who are the critical agents of change.  
 
We need genuine lifelong learning that recognises experience and capability and 
provides opportunity to promote successful personal development. 
 
Our future education and skills agenda must focus on the long-term opportunity that 
rapid change brings, rather than lamenting the short-term challenges that may present. 
Crucially our future skills agenda must raise aspiration and show young people that 
they can grow, and thrive, as part of a vibrant and highly skilled Great Britain. 
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To achieve this, we must address the existing and ongoing challenges facing the UK 
economy: slow growth, inequality between people and places and the need to adapt for 
jobs of the future. To overcome these challenges, an incoming Labour government 
must:    
 

1. Rapidly restore a sustainable upward trajectory in growth and productivity.  
 

2. Deliver quality jobs and provide the incentive and necessary skills to fill large-
scale vacancies in order to accelerate growth without long-term inflationary 
pressures  

 
3. Prepare for the ongoing impact of the Fourth Industrial Revolution, the transition 

towards net-zero and the rapidly changing profile of the workplace.  
 
We are aiming for a forward looking, modern, competitive Britain. Labour's 
programme of modernisation and vision for the next 40 years must contrast with 
the backward-looking bygone era of 40 years ago.  We want to build a Britain fit 
for the 21st century and beyond. 
 
Market forces left to themselves inevitably revert to short-term solutions for 
short-term gains. Instead, through sensible cooperation and an enabling 
government, working with business at every level, we should be aiming at 
nothing less than fundamental change.  
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Key Recommendations  
 
Much of what we have recommended throughout this report requires a cultural 
and attitudinal shift by employers and managers at every level. This must be 
acknowledged as the key government priority for both our economic and social 
wellbeing. 
 
 The Council of Skills Advisors recommends… 
 

- Establishing a National Skills Taskforce, which would mirror the initiative, 
from 25 years ago, to pull together employers from large and small 
companies alike; representatives of trade unions; central and local 
government; further and higher education, and a range of key stakeholders 
with a commitment to developing and delivering on the agenda set out in 
this paper. Partnership and collaboration will be at the forefront of the 
plan for change, with greater interdepartmental coordination between the 
Department of Work and Pensions, the Department for Business, Energy 
and Industrial Strategy, and the Department for Education to work closely 
together to maximise efficacy of skills policy. 

 
- Decision making and spending should be decentralised and devolved to 

regional and sub-regional level wherever possible.  
 

- A substantially enhanced role for further education, reinforcing 
collaboration and a seamless link with higher education, apprenticeships 
and progression within work. This is a key journey which should unite, 
rather than divide elements of the education service, but also the role of 
employers in their links with lifelong learning.  
 

- Collaboration between state and private sectors to raise the standards of 
digital skills teaching; provide the workforce with the advanced digital 
skills necessary for the individual and society to thrive in a digital present 
and future, starting with provision in schools and embedded in post-16 
learning. 
 

- A complete shakeup of the career service, from school through to adult 
careers guidance, which should ensure that: 

o A trained Careers Leader is embedded in every school, with 
responsibility for the career guidance programme and supported by, 
and accountable to, the school leadership team. 

o A requirement is introduced for all educational institutions to 
become part of a regional or subregional Careers Hub. 
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o Via Career Hubs, each student is provided with access to a mentor or 
role model support, engaging further and higher education, and local 
employers.  

o A high-quality national all-age career and Information and Guidance 
(IAG) service is implemented, available in partnership with Job 
Centre Plus, that provides all young people and adults with 
opportunities for face-to-face contact with qualified guidance 
professionals as well as access to online resources.  

 
- A reform of public procurement guidance to ensure contracts include 

mandatory clauses relating to upskilling. 
 

- Transformation of employers’ investment in skills by reforming the 
apprenticeship levy into an “Apprenticeship and Learning Levy" which will 
maximise the use of this resource and rebalance the current direction of 
spend; in particular towards support for 16-25 year olds and innovative, 
modern technological demands. 

 
- Improve support and incentives to SMEs to take up apprentices, including 

the acceleration of “shared apprenticeships” with larger employers, and 
consideration of a skills tax credit. 

 
- The development of Individual Learning Accounts, which would share the 

cost of learning between the individual, the employer and the state – and, 
where appropriate, the devolved budgets to Combined Authorities and 
elected Mayors.  
 

- A Learning and Skills “passport” based on appropriate assessment and/or 
examination in order to build, incrementally, a profile that could be added 
to at any time and in a variety of ways, throughout working life. 

 
- Access to Work from the DWP should be made much more flexible and 

person-centred. For those eligible, it should be available for those 
undertaking training, substantial volunteering, trialling work placements, 
and must be planned before the individual takes up the offered work 
opportunity. 

 
- For those with a declared disability, introduce a “passport” scheme for all 

key training and learning opportunities which would begin with Education 
Health and Care Plans (or future equivalent) whilst in school, then 
providing for automatic entitlement to the Disabled Students Allowance, 
and then Access to Work once they are seeking, or enter into, formal 
employment. 
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- The restoration of the original objectives of the Sure Start programme and
the development of a comprehensive system - from the end of maternity leave 
through to the end of primary school - which enables parents, especially 
women, to work the jobs and hours they choose, and ensures children are 
engaged in enriching, high quality education and development. 
 

- Bringing together tax-free childcare accounts, free education provision, 
and other initiatives into a much more coherent programme, recognising 
support for parents and development priorities for children; 
 

- A broad-based National Curriculum Authority, or Agency, should be 
established which draws in broad expertise for reshaping the curriculum 
and providing a modernised syllabus which is free from Party Political 
interference. 
 

- Introducing multimodal assessments so that young people’s progress is no 
longer measured solely through written exams. 

 
- Providing teachers with ongoing support in order to improve retention, 

build the quality of leadership and teaching for staff in the education 
sector, and invest in their continuing professional development. This 
should include the gradual introduction of sabbaticals for teachers for 
every five years of service. 
 

- A reformed National Tutoring Programme should be embedded as a 
permanent feature to allow all young people to access private tutoring 
services on equal terms. 

 
- The reintroduction of the Education Maintenance Allowance for 16-19 year 

olds, including support for those undertaking apprenticeships in the same 
age group. 

 
A new Right to Retrain which would expand, and make more flexible, 
entitlements for adults for free access to courses from an approved 
provider, opening-up progression pathways for many adults to higher level 
qualifications.  
 

- The establishment of a National Occupational Health Programme, 
delivered locally as well as nationally, which could save billions of pounds 
for employers and to the economy more generally in the avoidance of 
shortages, recruitment costs and loss of experience. 
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All recommendations are highlighted throughout the report, and the full list of 
recommendations is captured in Appendix 1. 

  

Setting the Scene 
 

After the neglect of the Conservative government over the last 12 and a half years, the 
UK jobs market and economy are in dire straits. Compounded by years of austerity, the 
impacts of Brexit, the Covid pandemic and, most recently, the Russia – Ukraine war, the 
UK is facing a cost-of-living crisis and inflation levels not seen since the 1980s. All this at 
a time when jobs are readily available but with poor prospects, low earnings and a lack 
of career progression, as well as stagnant productivity – which grew an abysmal 0.4 % in 
the 12 years following the financial crisis. 
 
As the world seeks to recover from these seismic shocks, technology provides a central 
contribution to achieving greater productivity and growth. However, there are 
significant skills challenges arising out of such transformative trends, including the 
impacts of Brexit, automation/AI and the transition to a greener economy.  For example, 
the Green Jobs Taskforce1 highlights that one in five jobs in the UK (approximately 6.3 
million workers) will require skills for new green occupations and to upskill and retrain 
those in high-carbon jobs.  
 
Yet critical skills challenges also exist now. 61% of businesses in the UK currently believe 
they have a skills shortage in their organisation and they spend an estimated £6.1 billion 
annually on inflated salaries, recruitment fees and temporary staff in order to address 
these shortages.2 The latest annual analysis undertaken by Lloyds Bank shows that well 
over a third of working adults (36% or 11.8 million) still lack the essential digital skills 
deemed necessary in the workplace. 3 
 
Critical as skills are to accelerating and sustaining growth, they are just as vital in 
planning for, and providing investment in recovery from a downturn. An increasing 
number of highly respected economists now predict recession in a number of countries, 
including our own, within the next two years – triggered by measures taken to reduce 
inflation and the failures leading up to, and during, Covid. 
 

 
1 UK Government Department for Business, Energy & Industrial Strategy, Green Jobs Taskforce 
Report (London: Department for Business, Energy & Industrial Strategy, 2021) 
2 The Edge Foundation, Skills Shortages in the UK Economy: Evidence Summary 2022 (London: The 
Edge Foundation, 2022)  
3 Lloyds Bank, ‘Essential Digital Skills 2021’, Lloyds Bank, 2021 
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Regional disparities 
The UK is unique amongst OECD economies in the extent to which there are large 
regional, as opposed to sectoral, disparities in labour productivity growth4, and these 
regional differences are now the highest in Europe.5 New data from the Office for 
National Statistics shows, since 2004, labour productivity has grown by over 20% in the 
subregion of Berkshire, Buckinghamshire and Oxfordshire, but has declined by 2.8% in 
North Yorkshire.6  

Skills deficits appear to be at the heart of these imbalances. This is further reflected in 
the government’s recent Levelling-up White Paper, which cites the correlation between 
the skill level, pay and productivity, and highlights that pay in London is 1.5 times higher 
than in the North East,  and  that the “difference in the proportion of the adult 
population with a level 3 qualification or equivalent between these two regions is 
almost 16 percentage points”.7 According to the OECD, the UK could “improve its 
productivity by 5% or more if it reduced the level of skills mismatch to that of best-
practice peer nations”.8 Skills strategy therefore needs to be considered alongside local 
growth strategies to achieve better matching of local demand and supply of skills.9 

To attract the kind of global investment needed for our country to grow, and to stay 
internationally competitive, the skills offer is also a key factor in the foreign investor 
decision-making process. This is especially important in internationally mobile sectors 
such as advanced manufacturing, life sciences and digital which create high value jobs. 
There is international evidence that countries with “higher-skilled and better educated 
workforces tend to attract more greenfield foreign direct investment (FDI) projects”.10  

Currently, the benefits of investment are not uniformly spread across the country but 
concentrated more in London and the South East. Between 2015 to 2019, London had 
the highest inward FDI of any region in the UK in every year and London and the South 
East accounted for over half of all FDI, with the North West claiming just 4.7 % of the 

4 Philip McCann, The UK Regional-National Economic Problem: Geography, Globalisation and 
Governance, (Abingdon: Routledge, 2016) 
5 Ben Gardiner, ‘The UK, an imbalanced economy’ Cambridge Econometrics blog (11 March 2019) 
6 Office for National Statistics, ‘Subregional Productivity in the UK: July 2022’, Office for National 
Statistics, 2022  
7 UK Government Department for Levelling Up, Housing and Communities, Levelling up the United 
Kingdom (London: Department for Levelling Up, Housing and Communities,2019) p. 17 
8 Müge Adalet McGowan and Dan Andrews, Labour Market Mismatch and Labour Productivity: 
Evidence from PIAAC Data (OECD 2015)  
9 Ken Mayhew, Left behind localities and levelling up: Skills and productivity (Skills and 
Productivity Board, May 2022)  
10 Investment Monitor, ‘FDI drivers and the quest for talent’, Investment Monitor (2022)  
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total.11 Yet, even in areas where FDI represents a significant amount of employment 
outside London and the South East, the jobs are often lower skilled and therefore do 
not command higher wages or contribute to levelling up in the way that higher skilled 
jobs do.  
 
This highlights not only the need for a local, place-based approach to addressing skills 
shortages but the extent to which addressing these regional disparities is a contributor 
to the solution to “levelling up” the country.  
 
There has long been a narrative that we need to use our own, internally generated 
investment potential much more effectively. Pension funds, in both the public and 
private sector, were enjoined by the former Chancellor, George Osborne to contribute 
towards what was, then, described as the Northern Powerhouse. This “call to action” 
was clearly unsuccessful. Time now, for a Labour government to bring together all those 
who can match global, inward investment, with the public and private investment 
revolution this country needs. 
 
 

Inequality  
A number one priority must be to address the inequalities in our learning and skills 
system - there is extensive evidence showing the scale of disadvantage facing different 
groups when it comes to accessing learning opportunities and skills focused training 
with employers and through state provision. 
 
There are longstanding concerns about the barriers facing certain groups from being 
recruited to the best apprenticeships. Firstly, there is gender inequality in access: many 
more male apprentices are under 25, whilst female apprentices are much more likely to 
be older workers, indicating that a much higher proportion of apprenticeship spend for 
women is directed to existing workers, rather than young people specifically recruited 
as apprentices.12  
 
There are also differences in access between white and minority ethnic groups: 
although a higher proportion of apprenticeship applicants are BME, white applicants 
are more than twice as likely to secure an apprenticeship position.13 Recent data from 
Department for Education (DfE) shows that 32 % of white apprentices were under 19, 

 
11 Office for National Statistics, ‘Foreign direct investment, experimental UK subnational statistics: 
July 2021’, Office for National Statistics (2021)  
12 UnionLearn, Tackling Apprenticeship Gender Inequality, (London: TUC, 2018)  
13 Learning and Work Institute Employer Toolkit, ‘Ethnicity’, Learning and Work Institute  



16

COUNCIL OF SKILLS ADVISORS’ REPORT

 
 

21% of BME apprentices were under 19.14, 15 Whilst some progress has been made in 
supporting those with a declared disability onto apprenticeships, as of 2018-2019 this 
group represented 12.3% of those starting apprenticeships, even though they constitute 
nearly a fifth of the working-age population.16 
 
Other groups that face significant barriers in accessing learning and skills from their 
employer and/or the state include older workers and people who have had a poor 
experience in the formal education system and have few, if any, qualifications. In 2020, 
the Learning and Work Institute reported that 3.8 million fewer adults had taken part in 
learning since 2010, with adults in lower socio-economic groups half as likely to take 
part in learning as those in higher socio-economic groups.17  
 
This is just a snapshot of the inequality that exist across sectors and at each level of the 
workforce, and we touch later on other challenges faced by different groups seeking to 
join and progress at work. The figures show how much more must be done to address 
these inequities.  
 
The long-term impact of the pandemic has served to intensify many of the skills barriers 
facing all these groups (and others with protected characteristics) and this has further 
reduced their prospects of decent employment.  
 
If as a nation we wish to take seriously equality, diversity and inclusion, then it is crucial 
to identify the barriers which economically, socially and culturally currently prevent a 
genuine and lasting change.  
 

Falling investment in skills and adult learning 
Artificial intelligence, and the development of robotics, only pose a threat to full 
employment if we fail to skill the workforce to take on very different jobs which will 
ensure full command of the technology available and the capability to use new 
innovative possibilities effectively, and by so doing create further employment.  
 

Training and upskilling the workforce is crucial to improved productivity. This is not 
simply anecdotal. Over many years, research from the across the world, and across 
different sectors, demonstrates a clear link between formalised training and 

 
14 Department for Education, ‘Apprenticeships and Traineeships Data’, GOV.UK (2020)  
15UnionLearn, Supporting Black and minority ethnic apprentices, (London: TUC, 2018)   
16 Laura Burley, ‘Access to Apprenticeships: People with Disabilities Need a Better Deal’, FE Week 
(28 September 2019)  
17 Learning and Work Institute, ‘Decade of decline in lost learning with four million ‘lost learners’ 
since 2010’, Learning and Work Institute (2020)  
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productivity gains.18 19 Yet, as we demonstrate in this report, failure to invest and to 
have appropriate workforce planning, applies to both the public and private sectors in 
the UK. It therefore unsurprising that the adult workforce is ill-equipped to cope with 
current challenges as both sectors have seen long term decline in investment in skills.  

Decline in state investment 
According to a recent analysis by the Institute for Fiscal Studies (IFS) government 
funding for adults attending college courses was cut by a half in the last decade to £1.5 
billion per annum and take-up has nearly halved. In this study the IFS also calculated 
that the promised new spending on adult skills from the National Skills Fund will only 
reverse one third of this reduction.20  

Furthermore, adult participation in learning has been in sharp decline for a number of 
years. In their 2020 report, A plan for an adult skills and lifelong learning revolution, 
the House of Commons Education Select Committee found that: “during 2018–19, 
490,300 learners participated in Adult Education Budget funded community learning in 
England. This is a decline of 25% since 2011–12… It is also the fifth year of consecutive 
decline.” 21  

There are similar trends of concern affecting young people in post-16 education and 
training, with IFS predicting that an extra £570m per annum will be required in the 
current financial year just to maintain spending per student in real terms for 16-18-year-
olds in colleges and sixth forms.22 

Summing up the overall picture, the IFS Director said: “Spending per student in FE and 
sixth form colleges will remain well below 2010 levels. This is not a set of priorities 
which looks consistent with a long-term growth strategy. Or indeed levelling up.” 

18 Lorraine Dearden, Howard Reed and John Van Reenen, ‘The Impact of Training on Productivity 
and Wages: Evidence from British Panel Data’, Oxford Bulletin of Economics and Statistics, 68,4 
(2006), 397 - 421  
19 Giulio Padrini and Giuseppe Cappiellio, ‘The impact of training on labour productivity in the 
European utilities sector: An empirical analysis’ Utilities Policy, 74 (2022), 1 - 9 
20 Institute for Fiscal Studies, Big Changes Ahead for Adult Education Funding? Definitely maybe 
(London: IFS, 2021) 
21 House of Commons Education Select Committee, Third Report of Session 2019-21: A plan for 
an adult skills and lifelong learning revolution (HC 812, (London: House of Commons, 2020)  
22 Institute for Fiscal Studies,  Further education and sixth form spending in England (London: IFS, 
2021)  



18

COUNCIL OF SKILLS ADVISORS’ REPORT

Decline in employer investment 
A wide range of research by academics has charted a decline in employer investment in 
training and skills that goes back over an even longer time period than the fall in state 
funding. A number of other concerning trends include: 

- The two groups experiencing the largest cuts in training in this latest period
(2011-18) were workers with qualifications below GCSEs/vocational equivalent,
which were down by 20%; and workers aged 16-34 down by 15%

- Fewer people were accessing off-the-job training, longer courses, and nationally
recognised qualifications than in the past, as highlighted by the following trends:

o the proportion of training that was off-the-job was 53%, compared to 58%
in 2011

o the proportion of training involving shorter training durations (less than a
week), was 56%, compared to 49% in 2011

o the proportion of workplace training certified to nationally recognised
qualifications was 18%, compared to 22% in 2011.

Further investigations by the Learning & Work Institute (L&WI)23 has revealed more 
recent declines in employer investment and that this has been compounded by the 
impact of the pandemic. It also shows that certain groups are being hit much harder. 
Some of the key findings include: 

- Employer investment in training fell sharply during the pandemic, with low wage
workers and young people most likely to be adversely affected (e.g. young
workers aged 16-24 working in the private sector saw the largest falls in training)

- Graduates are four times more likely to have undertaken training compared to
workers with no qualifications. An extra 1.2 million people would receive training
each year if workers with lower-level qualifications were as likely to access
workplace training as graduates

- The total number of days spent training at work is at its lowest level since 2011.
There would be an additional 20 million training days delivered if employer-led
training had remained at 2011 levels

23 Naomi Clayton and Stephen Evans, Learning at Work: employer investment in skills (Leicester: 
Learning & Work Institute, 2021)  
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- Employer investment is relatively thinly spread with the annual amount invested
per employee - £1,530 - half the EU average. There would be an additional £6.5
billion spent by employers per annum if investment per employee rose to the EU
average

- The analysis also contends that the skills funding policy approach by government
reinforces many of these inequalities in access to learning and training at work.

The statistics are stark, and reality on the ground for individual earnings and 
opportunity, and the growth and success of SMEs is why complete transformation is 
necessary. This is a truly national challenge in which government must take the lead, 
but all sectors and individuals have a stake in future success, and must play their part.  

Digital – the future of the economy 
The digital sector is not only one of the most productive and innovative parts of the 
British economy in its own right, but it has also propelled technological change in every 
other industry in some shape or form. In many jobs, basic digital literacy is now a 
necessity, and for those with more advanced skills, the transformative opportunities 
exist not only within the technology sector itself, but in other innovative industries, such 
as life sciences and advanced manufacturing. The digital sector therefore plays an 
essential role in solving the growth and productivity problem. 

The UK is also one of Europe’s leading countries in digital innovation. These include 
long-established companies like Arm, who design the plumbing of the world’s 
smartphones, to a range of firms creating entirely new types of activity in fintech, 
healthtech, and edtech. 

The data back up the economic importance of digital. While average output per hour (a 
measure of productivity) across the entire economy was £40 per hour in 2021, this rose 
to £48 per hour in information and communications. In addition, there is the impact of 
digital technology and skills on improving productivity in other parts of the economy.24  

Yet there is a stark digital divide. Too many people are cut out of the new digital 
economy due to their background. Although digital literacy has improved, basic digital 
skills including familiarity with the process and possibilities of software creation are 
lacking. 

24 Office for National Statistics, Output Per Hours Worked, UK, 1971 – 2021,2022 
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Inequality and deprivation in modern Britain deprive the digital economy of talent, blunt 
the adoption of digital technology across the rest of the economy, and weaken the UK’s 
competitive strengths against other highly digitalized economies. 

If working in digital seems out of reach at present for many workers and communities, 
that’s because for now, it is. The Sutton Trust and Bridge Group found in a survey that 
87% of tech workers have degrees; two thirds have come from professional family 
backgrounds; and two thirds are male.25  

As demonstrated elsewhere in this paper, these barriers aren’t natural or inevitable – 
they emerge from unequal access to skills, training, and awareness of the range of 
career opportunities available. Although Computer Science became a mandatory part of 
the National Curriculum until age 16 back in 2013, in 2018 only 80%of schools in 
England offered Computer Science as a GCSE, and only 12% of all students took it,26 
with only 21% of all Computer Science GCSEs that were taken in 2021 taken by girls.27 

We need a new digital strategy that prepares Britain for now and the future. 
Overcoming the digital divide depends on achieving basic digital skills for all young 
people and across the entire workforce, and improving opportunities to gain advanced 
digital skills, especially for those currently in work who do not realise they could succeed 
in innovative sectors. 

It is clearly not appropriate for all students to seek to take a full computer science 
qualification, but it is essential that all people become not only digitally literate, but also 
have the ability to engage with advanced digital skills through school, higher and further 
education. A syllabus should be designed to ensure all students have accessible 
and practical, hands-on applicability of digital skills, so that they are able to 
engage with the transformative approach to problem solving that is rapidly 
changing the economy. 
 
Whilst some progress has been made in recent years, there is the need to revisit, along 
with other changes recommended in this report, the curriculum and the development 
of syllabus and tech and teaching materials, so that they address the requirements of 
the modern British workplace.  
  

 
25 The Bridge Group, ‘Socio Economic Diversity in the Tech Sector’, The Bridge Group (10th 
February 2021)  
26 Peter Kemp and Miles Berry, The Roehampton Annual Computing Education Report: pre-
release snapshot from 2018 (London: University of Roehampton, 2019)  
27 Lynsey Hope, ‘Why aren’t more girls in the UK choosing to study computing and technology?’ 
The Guardian, 28 June 2021  
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From the cradle to the grave – 
creating a culture of lifelong learning 
 
To address the challenges, Labour must build a future where the UK is a beacon of 
inclusive opportunity and innovation. Where our young people, regardless of 
background, will be inspired to progress into the world of work, and where those 
already working can continue to develop and succeed.  

Nothing is very new over the last 30 years when it comes to the emphasis and necessity 
of skilling the nation.   

As the then-Secretary of State for Education and Employment, Lord Blunkett, placed on 
record in a written answer in December 1997: 

 

“Schools, colleges, TECs, careers services and the Youth Service all have a 
part to play in achieving our goals. But the involvement of employers is 
also essential. We want all employers to commit themselves to the 
training needs of all their young employees. If all our employers emulate 
the performance of the best, we will have the best-trained workforce in 
Europe.”28 

 

Almost a quarter of a century later, the breadth and ambition of the challenge which 
was then laid out in the Learning-Age Policy Paper in 1998, must now be renewed.29 

As part of a radical approach to improving the skillset of the nation and meeting the 
Labour government's ambition to engage employers in this endeavour, the Learning 
and Skills Council (LSC) was established in early 2001. It provided for the devolution of 
both decision-making and resources (a bottom-up approach) by establishing sub-
regional LSCs, which fed into the national body. This was accompanied by the drive to 
establish Sector Skills Councils, mirroring the previous success of this approach through 
the engineering and construction training organisations. Subsequently, under pressure 
from the Treasury, the sub-regional LSCs were centralised, with some powers 
transferred to Regional Development Agencies, whilst others lay with the renamed 
Department for Education. The same mistakes should not be repeated by the incoming 
Labour government.  

 
28David Blunkett, ‘Written Answer HC vol 302 cc522-3W’, Hansard, 9th December 1997  
29 HM Government Department for Education and Employment, Command Paper: The Learning 
Age: A Renaissance for a New Britain (London: Department for Education and Employment, 2001)  
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National Skills Taskforce  
 

The Council Recommends:  
 

1. Establishing a National Skills Taskforce, which would mirror the initiative, 
from 25 years ago, to pull together employers from large and small 
companies alike; representatives of trade unions; central and local 
government; further and higher education, and a range of key stakeholders 
with a commitment to developing and delivering on the agenda set out in 
this paper. Partnership and collaboration will be at the forefront of the 
plan for change, with greater interdepartmental coordination between the 
Department of Work and Pensions, the Department for Business, Energy 
and Industrial Strategy, and the Department for Education to work closely 
together to maximise efficacy of skills policy. 

 
2. Decision making and spending should be decentralised and devolved to 

regional and sub regional level wherever possible.  
 

The Conservative government abolished the Commission on Employment and Skills, 
which itself had mirrored the initiative taken by the Labour government from 1997. 
Remarkably, they also started to establish a partnership for re-training and then 
dropped the initiative before it had got off the ground. Now, we need to return to an era 
of facilitating joint working between all those who have an interest in delivering the 
radical agenda for change which this paper endeavours to foster. What is needed now is 
a commitment to long-term solutions rather than short-term fixes, and sustained 
partnership arrangements rather than “stop-start”, which leads to disillusionment and 
disengagement. 
 

Delivery of a radical skills approach to skilling the nation requires interdepartmental 
collaboration across the whole of government. Historically, co-ordination between and 
cross-governmental departments has not been done well, 30 but it will be vital for the 
Department of Work and Pensions (DWP), the Department for Business, Energy and 
Industrial Strategy (BEIS), and the Department for Education (DfE) to work closely 
together to maximise efficacy of skills policy. There is a need to break the departmental 
compartmentalisation of the broader agenda relating to skills and lifelong learning, with 
much greater clarity as to which part of the machinery of government is responsible for 
being in the driving seat, whilst working nationally and through decentralised and 
devolved institutions, in a collaborative and joined-up approach.  

 
30 Emma Norris and Robert Adam, All Change – Why Britain is so prone to policy reinvention and 
what can be done about it (London: Institute for Government, 2017) 



23

COUNCIL OF SKILLS ADVISORS’ REPORT

 
 

Integral to this will be the establishment of a National Skills Taskforce (NST), engaging all 
key stakeholders and partners in the process. The NST would ensure a match between 
decentralised decision-making, engaging democratic institutions, employers and trade 
unions with central government initiatives designed to facilitate, innovate and 
accelerate rather than constrain, the highest level of learning and skills commensurate 
with the capability of the individual.  
 
The NST will work alongside Labour’s proposed Industrial Strategy Council, in order to 
dovetail broader economic and industrial policy with the skills agenda, which will be 
central, and therefore crucial to, delivery. 
 
The little-known Unit for Future Skills, based in the DfE should be reshaped to provide 
the secretariat to the NST. Their current remit is to:  
 

• “build up the data infrastructure to create new links between datasets to 
identify how skills are used in the economy 

• conduct analysis and present data in new ways to address data gaps and 
improve our evidence-base 

• become a centre of expertise on future skills, developing robust methodology 
and insights on current and future skills needs”31 

 
In May 2022, this replaced the Skills and Productivity Board. What is clearly needed is 
the ability to transform data analysis into practical concrete steps to meet identified 
need and to combine resources and expertise, to achieve clearly defined goals. 
 
In advance of Labour's victory at the next general election, it is recommended 
that the Shadow Cabinet should begin preparation for building a National Skills 
Taskforce, and undertake crosscutting work, sponsored by forward-looking 
businesses, foundations and academic institutions.   

  

 
31 HM Government Department for Education, ‘Unit for Future Skills’, Department for Education, 
2022. 



24

COUNCIL OF SKILLS ADVISORS’ REPORT

 
 

Devolved skills plans 
 
The benefits of devolution are significant: recent analysis published by the Local 
Government Association argues that a “Work Local” model – driven by local leaders, 
local opportunities and needs, underpinned by a national devolution framework - could 
result in a 15 % increase in the number of people improving their skills or finding work, 
thereby delivering a range economic and social benefits.32  
 
Currently, and particularly in areas of low growth and low skills, there is a perverse 
incentive for those who gain skills to move away. If the jobs are not available with salary 
levels to match the skills or qualification levels that have been obtained, individuals are 
faced with establishing their own businesses, or leaving the area. 
 
A National Skills Taskforce will help to simplify the patchwork of local bodies with 
responsibilities for skills (combined authorities, LEPs, opportunity areas, local 
authorities, employers) and will assist central government in formulating the 
necessary criteria and power to give local decision-makers the means to tailor 
training for the needs of their local economy and within a key national 
framework that offers minimum entitlements wherever an individual lives and 
works.  
 
As well as Local Skills Improvement Plans (LSIPs) being used to meet current, local 
demands, they should facilitate the identification of which sectors could be attracted to 
the locality, or a critical mass created from existing initiatives. LSIPs should be an 
ongoing “process” and not a one-off exercise.  
 
The challenge often seen with digital skills and specialisations is that every area wants 
to go for similar skills, rather than developing local strengths. The NST should have a 
key role in setting minimum digital skills requirements, while also support LSIPs 
to identify specialisms where they can build capacity and advantage. 
 
Mayoral and combined authorities should be able to take the lead in a revamped, 
more collaborative and co-operative approach at local level than is possible 
through the current Conservative proposals for Employer Representative Bodies 
(ERBs).  
  

 
32 Local Government Association, Work Local: Unlocking Talent to Level Up (Local Government 
Association, 2022)   
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It is hoped that the by the time a Labour government takes office, the “deeper 
devolution” pilots of Greater Manchester and the West Midlands, detailed in the 
Levelling Up White Paper will have been evaluated. 
 
Labour would also need to sort out the overlapping and often confused distribution of 
funding to focus on the rational delegation of resources to local level, where 
appropriate, and strategic investment at national level. This would include funding 
distributed by the Education and Skills Funding Agency (EFSA – the body responsible for 
funding the adult education and training sector); funding from the reformulated 
Apprenticeship and Learning Levy (as explored in detail later in this paper), and a range 
of other funding streams, including from the DWP.  

The NST would direct the ESFA or successor body to key national priorities, whilst 
devolving those elements of the budget deployed at sub-regional level. 

Businesses have indicated that the plethora of different funding streams and bidding 
processes is unhelpful both to employers requiring skills, and to providers preparing to 
deliver them. We recommend disparate funding streams should be drawn together 
under the control of Metro Mayors or local authorities to reduce complexity and 
bureaucracy.  
 
The current government launched the Strategic Development Fund (SDF), which 
provides grant funding aimed at developing the capacity for collaboration between 
further education providers, local employers, and representative bodies with the goal of 
better meeting local skills priorities. This very limited funding is designed to take 
forward the embryo LSIPs, but consists of just £21 million over three years. 
 
The expansion and development of the SDF will be needed if proper forward 
planning is to be meaningful, together with collaboration rather than competition 
in the bidding process for funds, so that one college or provider in each locality 
will be able to take on the necessary work, in the knowledge that they will have 
secure funding and a market on which to draw. 
 
Migration Advisory Committee 
Existing immigration policy is flawed. A particularly poignant example is within the social 
care sector, which is perilously understaffed and has a high number of vacancies. The 
government's current rules allow people who are managers or above in the care sector 
to be recruited from abroad, but not those taking on the difficult challenge of physically 
caring for residents. These frontline workers can only be taken from the existing UK 
workforce. In all sectors, it is crucial that those joining at entry level are able to progress 
through the gaining of further skills – which is central to both an individual’s own 
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wellbeing and improved delivery. Everyone should have prospects available to them 
which incentivises their willingness to continue employment in that sector, anticipating 
improvement in earnings and opportunity over time. 
 
It is a great pity that in 2022 the present government reduced the cap on the number of 
entrants into medical and dental training. Whilst the cost of such initial training is 
inevitably very high, failure to do so results in substantial shortages, and necessitates 
the recruitment of trained clinicians and primary care practitioners from overseas (see 
the workforce planning arrangements in the Netherlands, for an example of how the 
National Skills Taskforce would be expected to work). This, once again, is an example of 
contradictory policies with perverse outcomes.  
 
It would be essential for an incoming Labour government to be able to draw 
together the work of the Migration Advisory Committee with the work already 
taking place in business and academia to map a forward look at skills shortages 
so that there is a collaborative approach to meeting these challenges. This will give 
further education and independent training providers certainty so that they can prepare 
their own workforce and recruit lecturers and instructors in advance of investment in 
students to take up opportunities.  

The Migration Advisory Committee would feed into the National Skills Taskforce, 
which could then in turn advise employers, training providers and government; 
map anticipated shortages and advise government on how to plan ahead and 
take immediate action to prepare the UK workforce to meet those challenges.   
 

Putting together a range of inputs and initiatives is crucial in avoiding 
compartmentalising what is happening in the lives of families and learners of all ages. 
This is much more a jigsaw where the pieces have to fit. Understanding the overall, big 
picture is what enables you to get the delivery in the right order, and the pieces in the 
right place. 

 

Early Years 
 

The Council Recommends: 

3. The restoration of the original objectives of the Sure Start programme and 
the development of a comprehensive system - from the end of maternity 
leave through to the end of primary school- which enables parents, 
especially women, to work the jobs and hours they choose, and ensures 
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children are engaged in enriching, high quality education and 
development. 
 

4. Bringing together tax-free childcare accounts, free education provision, 
and other initiatives into a much more coherent programme, recognising 
support for parents and development priorities for children. 
 

Giving every child the best chance for success in life and preparing every young person 
for the world of work, at the same time as fulfilling the future skills needs of the 
country, begins from the very early stages of a child’s life. A great deal is spoken and 
written about workforce planning, but little joined up thinking takes place in respect of 
how, in delivering vital social and educational policy such as Early Years, we also 
substantially benefit the economy.  
 
Many years of research shows that quality early years support has a positive impact on 
behavioural, cognitive, social and educational development – both long and short 
term.33 Children who attend high-quality childcare settings for 2–3 years are almost 8 
months ahead of children who attend none.34  
 
Moreover, for disadvantaged parents, being able to work improves their chances of 
moving out of poverty (for example, according to one DWP study, 74% of previously 
jobless families who gain full-time employment move out of poverty).35 
 
Not only this, but crucially, it allows women to return to the workplace, raising 
household income and contributing the workforce. However, as the as the Early Years 
Alliance has pointed out, this sector is in crisis, with nearly 200 nurseries closing 
between August 2021 and March 2022.36  
  

 
33 HM Government Department for Education, Study of Early Education and Development (SEED): 
Impact Study on Early Education Use and Child Outcomes up to age four years: Research report 
(London: Department for Education 2018 (updated November 2021) 
34 House of Commons Education Select Committee, Tackling Disadvantage in the Early Years (London: UK 
Parliament, 2019) 
35 HM Government Department of Work and Pensions, Child poverty transitions: Exploring the routes into and 
out of child poverty, 2009–2012 (London: Department for Work and Pensions, 2015) 
36 Becky Morton, ‘Nursery closures: Parents left without childcare as providers shut’, BBC News 
(15th August 2022) 
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The current cost and limited availability of provision, along with the rising cost of living, 
makes childcare increasingly inaccessible to families, and consequently more women 
are staying out of the workforce to look after children. 2022 figures show that the 
number of women aged 16-64 staying home to look after the family/home is on the rise, 
at 1.7 million in the first quarter of 2022 compared to 1.6 million in the first quarter of 
2021.37  
 
This is further reflected in a gender divide between those not currently looking for 
employment –25% of the female workforce, versus the much lower figure of 17.7% of 
men.38 Yet this isn’t for a lack of interest in working. A recent DfE study found that 60% 
of non-working mothers said they would prefer to work if they could arrange good 
quality, affordable childcare.39 
 
 

Proposal 
The complexity of services available, funding offers and difficulty of accessing support 
by parents, has to be sorted out as a matter of urgency. All early years settings should 
have an education content, but it is vital to distinguish between time spent in dedicated 
nursery education provision for three and four-year-olds, and the wider “wraparound" 
support needed by parents in full-time work. The “free" 30 hour offer for three and four-
year-olds for parents who are working currently lacks coherence. 
 
The different funding streams offer 15 hours of support for low-income households 
with a child aged two, up to a top up creating 30 hours of available education and 
childcare for youngsters aged three and four, for parents in work.40  The childcare 
voucher scheme is not working. The salary cut off provides a disincentive to go back to 
work, and some early years settings will not take the voucher because the amount is 
considered to be insufficient.  
 
The plethora of different and limited offers of financial support create confusion, as did 
the cliff edge withdrawal of the necessary tax relief related to childcare costs in October 
2018 – whilst those who accessed it prior to the cut-off are still eligible, this is no longer 
available to new parents.  
  

 
37 Office for National Statistics, LFS: Econ. inactivity reasons: Time Series: Looking after 
family/home: UK: female, 2022 
38 Tom Calver, ‘Held Back: The Mothers Who Can’t Afford to work’, The Times (5th June 2022) 
39 HM Government Department for Education, Official Statistics: Childcare and early years survey of parents: 
2019, 2019 
40 ‘30 Hours of Free Childcare’, GOV.UK, 2022  
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Taken together with rules surrounding working tax credits, universal credit and 
entitlement, it is no wonder that parents are confused about what assistance is 
available and whether it works for them.  
 
Easy access to flexible support with education at its core, particularly for three and four-
year-olds, would make absolute sense in both the nurturing of children and in freeing 
parents to be able to pursue a career.  
 
Clearly, providing both enables parents to be able to access the labour market, but it is 
also clear that a mix of formal and informal support, educational input and 
appropriately stimulating and developmental support is equally important. 
 

 
 
Learning from the Québec experience, it is important to determine the stage at which a 
child's early years development is about childcare – either part-time, or in some cases, 
full-time – and what is “early years education”, which is determined by the level of 
professional support available and the outcome objectives. Sorting out what is 
educational and what is childcare is the first imperative. We must ensure that we are 
clear on what element is developing the intellectual, emotional and physical skills of the 
youngster, and what is about releasing parents to be able to work. 
 
This clear conception of development and childcare provision is also needed for older 
children. Childcare needs and the costs they bring for families do not stop when 
children start school, when parents face the challenge of fitting work around morning 
drop-offs and 3pm pick-ups. Children’s development and learning is supported by 

BOX 1: Early Years in Québec 
In Québec, Canada the government put a major investment into childcare and to 
professional development for workers, which raised the number of women in the 
workforce from 64 % at the start of the programme to 85% as of 2018 – the highest 
rate in the world. They did this by reducing, massively, the cost of childcare, but 
separately, it became clear that continuing professional development of all childcare 
workers was crucial - firstly to ensure that they could contribute added value; 
secondly, guaranteeing that the children were not only being cared for but were 
assisted with their development and readiness for formal schooling; and thirdly, it 
helped with continuity and retention.  
 

Molly McCluskey, ‘The Global Legacy of Quebec’s Subsidised Daycare’, Bloomburg (31st 
December 2018)  
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breakfast clubs, which can boost educational attainment, and afterschool activities such 
as music, sport or drama. We need a comprehensive system, from the end of 
maternity leave through to the end of primary school which enables parents, 
especially women, to work the jobs and hours they choose, and ensures children 
are engaged in enriching, high quality education and development. 
 
We recommend that the incoming Labour government restores the original 
objectives of the local Sure Start Programme, which was as much about the 
development of parenting and social capital as it was about the physical and 
emotional nurturing of the baby. This can be achieved by building on and extending 
the programme recommended by the Rt Hon Andrea Leadsom, following a government 
funded review into Early Years Development,41 and which has not yet been 
implemented by the present government.  
 
Tax-free childcare accounts, free education provision, and other initiatives should 
all be brought together into a much more coherent programme that recognises 
that we are talking about both support to parents who wish to continue or to take up 
work, and the development of children from Sure Start through to Reception and 
therefore preparation for entry into full-time schooling. 
 
 

Primary and Secondary School 
 

The Council Recommends: 

5. A broad-based National Curriculum Authority, or Agency, should be 
established which draws in broad expertise for reshaping the curriculum 
and providing a modernised syllabus which is free from Party Political 
interference; 
 

6. Collaboration between state and private sectors to raise the standards of 
digital skills teaching; provide the workforce with the advanced digital 
skills necessary for the individual and society to thrive in a digital present 
and future, starting with provision in schools and embedded in post-16 
learning 

  

 
41 HM Government, The Best Start for Life: A Vision for the 1001 Critical Days. Early Years Healthy 
Development Review (London: Department for Health, 2021) 



31

COUNCIL OF SKILLS ADVISORS’ REPORT

 
 

7. Introducing multimodal assessments so that young people’s progress is no 
longer measured solely through written exams 

 
8. Providing teachers with ongoing support in order to improve retention, 

build the quality of leadership and teaching for staff in the education 
sector, and invest in their continuing professional development. This 
should include the gradual introduction of sabbaticals for teachers for 
every five years of service 
 

9. A reformed National Tutoring Programme should be embedded as a 
permanent feature to allow all young people to access private tutoring 
services on equal terms 

 

Curriculum, assessment and teaching 
Far from preparing for Britain's future, for modernisation and recognition of the vast 
changes that face us, the Conservatives have done the exact opposite. The Conservative 
curriculum reforms have substantially narrowed what, and how, pupils learn. The 
national curriculum is now highly prescriptive and supports a traditional notion of 
education that focuses on subject-specific, knowledge-rich learning delivered in a very 
passive way. Nor are these curriculum reforms limited to a small number of schools. 
While ostensibly, the national curriculum only applies to non-academies, in practice 
most state-funded schools adhere to the national curriculum.  

Currently, the majority of employers feel that the education system does not prepare 
young people for the world of work.42 Many note that young people do not have the 
essential, often called ‘soft’, skills such as team-working, creativity or problem solving – 
which are rated in the top recruiting priorities by 60% of employers.4344 Over a third say 
their workforce lacks basic literacy and numeracy skills,45which is also reflected in the 
fact that our current systems leaves a staggering 33% of 16-year-olds (often called the 
“Forgotten Third”) without at least a grade 4 (pass) in GCSE English and Maths.46 

Alongside the problem of preparing young people for the workplace is the future 
challenge of rapidly changing labour markets and evolution of sectors including tech 
and green to accommodate our transition to net zero. The World Economic Forum, in 

 
42 Emma Yeomans, ‘A Third of Firms Say Workers Lack Basic Skills’, The Times (10th May 2022),  
43 House of Lords Youth Unemployment Committee, Report of Session 2021-22: Skills for every 
young person (London: UK Parliament, 2021) 
44 CBI, Getting young people ‘work ready’ (CBI, 2019) 
45 Emma Yeomans, ‘A Third of Firms Say Workers Lack Basic Skills’, The Times (10th May 2022) 
46 Association of School and College Leaders, ‘The Forgotten Third’, Association of School and 
College Leaders, 2019 
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2018, estimated that 65% of primary aged children will, as adults, have jobs that do not 
currently exist.47   

As well as the need to meet future technological demands, as of 2021, a report by World 
Skills UK reported that 92% of businesses in the UK now require a basic level of digital 
skills.48 Yet there are glaring gaps in schools’ provision of digital literacy, with a clear 
divide between disadvantaged and more affluent students. 

This was fully laid to bare during the pandemic, when, at the peak of lockdowns in 
January 2021, 32% of teachers from the most deprived schools reported that one in five 
of their students did not have access to a device to support their learning compared to 
just 5% of those from the most affluent state schools, and 3% of private schools.49 
Similarly,  21% of teachers in the most deprived schools report that a fifth of students 
did not have an internet connection, compared to 1% in private schools.50 

This means there is an urgent need to adapt curriculum and assessment to keep up 
with this pace of change, and which not only provides children and young people with 
the necessary knowledge and qualifications, but with life skills and confidence to allow 
them to thrive in the workplace – wherever that maybe.   

 
Proposal 
For primary and secondary school, Labour should design an inclusive, inspiring, creative 
and future broadening curriculum which will liberate talent, promote the enquiring 
mind of every young person, and prepare young adults for the ever-changing world, 
designed to ensure that no child is left behind. Not only are we preparing students for 
their contributions as employees, but unlocking their potential as entrepreneurs, and 
therefore the innovators and job-creators of the future.  
 
The new curriculum should incorporate the body of knowledge developed over many 
years and embrace the reality of today and the demands of the future - recognising that 
the scholarship and wisdom of previous generations existed because of the creative 
talent of those who came before. There should be no conflict between a knowledge rich 
curriculum, and a broad and innovative framework which develops the analytical, 
creative, and therefore entrepreneurial mindset of the employees of the future. 
  

 
47 World Economic Forum, ‘To succeed in a changing job market, we must embrace lifelong 
learning’, World Economic Forum (6th July 2018) 
48 World Skills UK, Disconnected: Exploring the Digital Skills Gap (London: World Skills UK,2021) p.8 
49 Sutton Trust, Remote Learning (London: Sutton Trust, 2021) p, 3 
50 Ibid. 
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Critically, it should draw upon excellence from within and outside the country, including 
employers, academia and the creative talent of teachers, learning from what works best 
and applying the most up-to-date, informed thinking to the learning experience and 
professional teaching development.  
 
Reintroducing a broad-based National Curriculum Authority, or Agency, which 
draws in broad expertise for reshaping the curriculum and providing a 
modernised syllabus which is free from Party Political interference, is an obvious 
way of engaging the wider education profession, business and employers. This 
would take a forward-looking perspective on the outlook for economic, social and 
cultural change, beyond that possible with a small group of self-reinforcing individuals, 
currently engaged in the task. 
 
We recommend that all schools should follow a reformed, creative and forward-
looking curriculum, which, in essence, would mean an entitlement, to that 
curriculum, for all pupils in publicly funded schools and colleges.  
 
 
Basic and essential skills – preparing for work and life 
A priority must be to give students the basic and essential skills needed both at formal 
education level through to success in work. This begins with ensuring that every young 
person has the ability to read, write and express themselves clearly, and is numerate as 
well as literate. This includes the spoken word, or “oracy”, and vocabulary to be able to 
communicate effectively. A 2022 report by Ofsted states that there is a clear correlation 
between grasp of language and socio-economic outcomes, in other words: “the word-
rich get richer and the word-poor get poorer”. 51   

We recommend that there should be a renewed emphasis on vocabulary, 
particularly in early years and key stage 1, which can dramatically improve 
personal outcomes in adult life and employability.  

In addition to communication, teaching other broader, or ‘essential’ skills such as 
teamwork, problem-solving and resilience should be a key element of a new curriculum 
using proven, leading frameworks such as the Skills Builder Partnership.52 [See 
Appendix 2]  
 

We also recommend that innovative solutions such as the Skills Builder 
Partnership should be evaluated, and then promoted, throughout the education 
system. 

 
51 Ofsted, ‘Research Review Series: English’ Ofsted, 2022 
52 Skills Builder Partnership, Skills Builder, 2022 
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Central to building essential skills is ensuring that art and design, drama, music 
subjects, as well as cultural experiences are available to all students, and can be 
built on into adult life and creative work opportunities. Culture, arts and design 
subjects have taken a hit in recent years, particularly in secondary schools,53  but there 
is a wide body of evidence which suggests that engagement with these creative subjects 
can build confidence, creativity and self-discipline as well as collaboration and team 
working.54  

Furthermore, for those who struggle with the academic subjects, these can offer an 
alternative route to success.  The skills and qualities to be gained from the arts subjects 
are not only desirable for employers, but are at the heart of entrepreneurship, both 
social and economic, and fundamental to new ways of working, areas of growth for our 
economy and competitiveness internationally. 

 
The all-party House of Lords Committee on Citizenship and Civic Engagement in their 
2018 report, The Ties that Bind, explored citizenship education in schools and found the 
benefits to be wide-ranging.55 It enables young people to understand how they can take 
control of their own lives - asserting their independence, self-determination and 
counter exploitation from wherever it emerges.  
 
Engaging students in citizenship education can inform and nurture an interest in the 
world around them, including globalisation, the environment, sustainability, society and 
community. It can empower them to be actively involved in democratic processes, have 
an appreciation of where power lies, and therefore understand how to bring about 
change through peaceful means, the implications of action to protect the climate, and 
to contribute to maintaining the heritage that all of us inherit and seek to hold in trust 
for future generations.  
  

 
53 House of Lords Library, ‘Arts Education in Secondary Schools’, UK Parliament, 2021 
54 Cambridge Assessment Network and Research, ‘Celebrating the arts – 5 reasons to study 
creative subjects’, Cambridge Assessment, 2022 
55 House of Lords Committee on Citizenship and Civic Engagement, The Ties that Bind (London: 
UK Parliament 2018) p. 27 
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We recommend that citizenship education, which is vital for preparing young 
people for adult life and should be reinvested in and expanded upon.  
 
Citizenship education and Political literacy should never be seen as teaching a particular 
ideology, and should therefore always avoid Party-Political bias. Essential values, 
however, are the glue which helps hold society together, as the all-party Select 
Committee understood and affirmed. Opening up the minds of young people to ideas, 
and importance of respectful dialogue, is vital to avoiding further disintegration of 
democratic procedures and practices, and the undermining of our constitution. 
 
Ofsted should draw a clear distinction between Citizenship Education and 
Personal, Social and Health Education, treating them as equally important, and 
related subject areas, but as addressing different elements of preparation for 
growth into adulthood.  
 
New investment should be applied to expanding teacher training and continuing 
professional development in Citizenship Education; and into materials and work 
plans currently under development by the Association for Citizenship Teaching.  
 
Community Leadership  
Building upon citizenship education in schools, it will be important to nurture leadership 
within the community. We cannot have a functioning and effective civil society, nor can 
we make devolvement and decentralisation work, unless we support those who are 
crucial to its success. That means ensuring that courses are available (evening and 
weekend) for developing leadership skills, nurturing those with a natural talent within 
communities, and ensuring that those who take formal roles including councillor or 
elected mayor, are equipped to make the most of new powers and responsibilities. 
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From the Ulster People's College through to the Northern Adult College in South 
Yorkshire, examples have existed, over the last 20 years, of effective courses designed 
to provide both the wherewithal and the confidence to take on the duties and 
responsibilities at local level. We recommend that the government should provide 
the modest funding needed to ensure that community and social action courses 
can be developed and flourish.  

 
Building digital skills in the classroom 
A new curriculum must build an interdisciplinary approach across STEM, Digital, 
Creative and Entrepreneurial, connecting learning to problem-solving. As indicated at 
the start of this paper, it should develop competence in technology and coding to 
provide young people with tools to be used within and across disciplines, prepare 
all for a future of universal digital access and enable understanding of the 
evolution of AI and Robotics and working in balance with machines.  

BOX 2: Community and Social Action Course Providers – Northern College and 
Ulster People’s College 

Northern College  

The Northern College offers a range of different courses with a focus on community and 
social action. Their short courses, ranging from Introduction Level to Level 2, aim to teach 
students how they can tackle social issues, improve their local area and support 
communities, covering areas such as community wellbeing and project management.   

Northern College, ‘Community and Social Action’, Northern College, 2022 
 
Ulster People’s College 

“The Ulster People’s College is a community organisation concentrating on education and 
training for development.  It was established in 1982 as a charitable limited company to 
involve people in tackling social and economic problems and in overcoming cultural and 
political divisions. 
 
UPC programmes focus on community development to enable social and economic 
regeneration and on political development to enable real democracy and expression of 
citizenship. 
 
The majority of the College’s education provision is delivered off-site in local communities 
across Northern Ireland.” 
 
Ulster People’s College, ‘About Us’, Ulster Peoples College, 2022  
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An innovative syllabus would incorporate digital literacy across subjects and, 
starting from an appropriate point in primary education, teaching basic digital 
skills should be mandatory across all levels.  Crucially, we must raise aspirations so 
that every child, no matter their background, has access to the possibilities of software 
creation. Primary schools should be supported to move beyond the teaching of 
high-level block building programming, such as Scratch, to move to engagement 
with genuine programming, whether that is simplistic CSS/Html coding or even 
more advanced languages such as Python. 
 
It would help students to develop critical thinking skills to enable them to view digital 
skills as an applicable problem solving tool, enjoy and challenge what they read both 
online and offline, and build an understanding of the potential, and dangers, of 
technological and scientific developments currently unforeseen and unknown to the 
present generation. Most importantly, young people from all backgrounds should see 
themselves as active participants in the changing digital world. 
 
Having returned to the physical classroom, there is now, more than ever, a need to 
ensure that there is equal access, for all students, to the necessary technology to 
support their learning. Labour is supportive of the government’s commitment for all 
schools to have high-speed internet by 2025, but should go further, when in 
government, to guarantee access for all students to internet enabled devices, and 
to up-to-date classroom technology to underpin learning. To continue delivering 
education in a world where digital skills are of ever growing importance, Labour 
should ensure that every school can offer devices, such as Raspberry Pis, and 
suitable, supported spaces where they can use their device to build up their skills. 
 
Having access to the latest technology is beneficial for teachers as well as for pupils - 
both for imaginative, creative and multimedia and hybrid learning, but also for reducing 
bureaucratic burdens and pressures on all those involved in the system. Greater 
understanding and training in this area could have major beneficial effects. 
  



38

COUNCIL OF SKILLS ADVISORS’ REPORT

 
 

In addition to their plans to introduce a “Device Renewal Fund” out of which Local 
Authorities would “fund renewing the 1.3million devices delivered during the pandemic 
as a permanent scheme for children without adequate access to a device”56,  a Labour 
government should work with local and national businesses - including 
technology providers to facilitate both equipment and practical guidance to 
schools where needed. This would build upon the collaborative, cross-sector efforts to 
provide disadvantaged young people with the necessary equipment to continue their 
education during the pandemic. 
 

 
Assessment 
A revamped curriculum also requires a refreshed assessment and qualification system, 
designed to be fair and get the very best out of every student. This will mean a complete 
step-change: a new system would implement integrated forms of assessment and a 
measure of continued learning, taking on board the work of Rethinking Assessment (RA) 
on these challenges which takes us beyond the sterile arguments around transitions 

 
56 The Labour Party, ‘Labour would make sure every child leaves school job-ready and life-ready’, 
The Labour Party (26th September 2021) 

BOX 3: Laptop for Kids Campaign, Sheffield  

Laptops for Kids was launched during the Covid pandemic by data software 
company WANdisco; the Sheffield Newspaper, The Star; and not-for-profit Learn 
Sheffield (and supported by Sheffield City Council) to ensure that disadvantaged 
students in Sheffield had access to both the internet and devices they needed to 
continue learning remotely during the Covid lockdowns - working together to provide 
computers or laptops to those who did not already have access to one. 

Laptops were donated via individuals and organisations, and Learn Sheffield helped 
to identify the young people most in need.  

Now children have returned to classroom learning, the Laptops for Kids campaign 
has not ended – instead it has evolved: 

“Laptops for Kids is expanding its scope to address challenges around access to 
learning in the North of England and help ensure education is fit for purpose in the 
post-Covid digital economy. The campaign is developing and sharing models and 
policies to ensure every child has access to the technology and connectivity they 
need to fulfil their potential”- Laptops for Kids 

Lisa Wong, ‘Join The Star’s campaign to give back to Sheffield’s young people’, The Star 
(17th September 2020)  

Laptops for Kids, Laptops for Kids, 2022  
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into post-16 learning.57 Labour should introduce multimodal assessment so that 
young people’s progress is no longer just measured through written exams, and 
develop and make full use of destination measures58 based on existing underused 
data to help schools and colleges understand the long-term destinations of their 
students. This will assist in the process of removing the anachronism of grade-
boundaries and norm- referencing, which has little to do with the achievement of 
individual student, and everything to do with a historic belief in proportioning levels of 
qualifications attained. 

 
The contrast could not be sharper between Labour's desire to ensure that the whole of 
the population have the opportunity to succeed, and the Conservatives’ breath-taking 
and retro reversion to the promotion of Grammar schools, which, by their very nature, 
are for the few not the many, for a backward-looking Britain with a failed economy, 
where the few succeed and the many get by as best they can. A modern, futuristic and 
confident Britain versus the nostalgia, the divisions and the failure of the past. 
Teaching 
Underpinning a new curriculum must be high quality teaching and supported learning – 
in and outside of school. Labour has already announced its National Excellence 
Programme for schools, and this paper’s recommendations should form part of 
this initiative.   
 
At present, we have an overworked teaching workforce, with the numbers of mid-career 
and experienced teachers leaving the profession well before retirement on the rise, and 
the uptake of new teacher trainees not currently enough to make up for the rate of 
attrition.59  
  

 
57 Rethinking Assessment, ‘Action Research’, Rethinking Assessment, 2022 
58 Julius, Jenna; Hillary, Jude: Faulkner-Ellis, Henry, Investigating the potential use of long-term school 
and college destination measures, (London: The Edge Foundation, 2022) 
59 Teaching And Leadership: Supply and Quality Blog, ‘The teaching workforce after the 
pandemic’, Education Policy Institute, 2022 



40

COUNCIL OF SKILLS ADVISORS’ REPORT

 
 

Therefore, more needs to be done to make teaching both an attractive career choice for 
those just starting out their careers, and to retain experienced teaching staff. We 
welcome the government announcement that, this academic year, new National 
Professional Qualifications (NPQ) will be available. Labour should seek to build on 
these, providing teachers with ongoing support to build the quality of leadership 
and teaching for staff in the education sector, and investing in their continuing 
professional development. This will include, beginning from initial teacher education, 
being trained in a wider range of methods than the traditional ‘chalk and talk’, including 
high quality team-based learning which will lead students to understand how to 
approach the delivery of projects in the workplace.  
 
Labour’s net zero climate change pledge would be a good example of where thinking 
ahead would allow for crucial investment in the training of teaching staff who will then 
teach the technicians, electronic engineers, and those engaged in retro-fitting for the 
future. This can be provided for by enhancing teachers’ own experiences and 
opportunities for development, including time off to train. Starting with those 
teaching key stage 4 and above, phasing in as necessary, and learning from early 
experience, a sabbatical of up to one academic term should be offered every five 
years of service in order to link teachers with the opportunity of other work 
placements, research opportunities or overseas exchange programmes - once 
workforce planning allows for sufficient capacity within the school and college 
system. Funding for travel and temporary residence outside the immediate area would 
also be available. 
 
Recognising the changing economic landscape, with an increased need for advanced 
digital skills across sectors, Labour should seek to increase the number of computer 
science teachers and to ensure that all teacher training includes increased 
awareness of advanced digital skills and careers.  
 



41

COUNCIL OF SKILLS ADVISORS’ REPORT

 
 

Teaching quality and education can be further enhanced through the facilitation of 
collaboration within, across and beyond schools, to share best practice and resources to 
ensure the highest quality of learning is available to all. The benefits of collaboration 
and resource sharing can already be seen from the creation of the Oak National 
Academy – an extensive online resource for teachers (see BOX 4) – which was an 
innovation arising out of the Covid pandemic and was only intended to be temporary 
whilst teachers delivered online lessons.  

 
So effective has it been in supporting learning that it has now become a long-term 
resource. A recent report conducted by ImpactED into Oak Academy found that a higher 
proportion of pupils taught using Oak Academy resources were exceeding expectations 
compared to those who were not (22% vs 16%); and teachers reported improved 
wellbeing due to time-saved and workload reduced.60   
 
This initiative reflects the innovation commenced under the Labour government, over 
20 years ago, which established a platform, including Teachers TV,61 which was designed 
to share teaching plans, spread best practice, and support newly qualified teachers. 
Modern technology facilitates this sharing of materials in a very positive manner. A 
Labour government should support the continued expansion of resource 
platforms such as Oak Academy as a means of providing more pupils with access 
to quality lessons, with the added benefit of reduced pressure on staff. 
 
 

 
60 Matt Hood, ‘What Impact did Oak have in 2020/21?’, Oak National Academy, (22nd October 2021) 
61 BBC News, ‘Teachers TV Takes to the Air’, BBC News (8th February 2005) 

BOX 4: Oak National Academy  

“Oak National Academy was created in April 2020 as a rapid response to the 
coronavirus outbreak. Teachers and colleagues from leading education 
organisations came together to support schools’ efforts to keep children learning.”  

Oak Academy, ‘About Oak Academy’, Oak Academy, 2022  
 

Such was its impact and success, in March 2022, the Secretary of State for Education 
announced that it was to be transformed into a new, independent government body 
which would continue to support teachers long-term to deliver lessons. 
 
Department for Education, ‘Education Secretary Promises to Harness Energy and 
Expertise of Teachers, Department for Education (11 March 2022)  
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Technology, tutoring and liberating family learning 
The use of technology and the internet to bring classroom teaching into the home was a 
particularly valuable lesson from the pandemic, and in addition to online lessons and 
resources, can be used for tutoring online as a means of recovery from the loss of 
teaching. It allows further flexibility, availability and accessibility of support, adapting to 
what works for young people, and further support and guidance can be provided to 
families where previous educational attainment, digital skills, technological capacity are 
not present. 
 
Currently, and as tracked by the Sutton Trust for a number of years, children from 
richer households are much more likely to access private tuition than their less affluent 
peers – 34% of children from higher income households versus 20% from low-income 
families – and whose attainment tends to lag behind.62 
 
All students should have access to extracurricular support and out-of-school tutoring to 
aid progress. Therefore, Labour should develop links between family and adult 
learning which supports parents and children on the learning journey, together 
with the promotion of long-term tutoring programmes to narrow the gap 
between those without the means to pay for extracurricular support, and those 
who access it extensively. 
 

The National Tutoring Programme (NTP), introduced to help children catch up with lost 
learning as a result of the pandemic, could be means of closing this gap. We 
recommend that Labour should take on board the recommendations of the 
Impetus/Education Endowment Foundation Report to reform the NTP, and embed 
it as a permanent feature to allow all young people to access private tutoring 
services on equal terms and which would otherwise only be available to the 
better off.63  
 
No matter how good online tutoring may be, it is always preferable to ensure that 
support is localised wherever possible, with face-to-face provision - either individually or 
in small groups – such as the tutoring first piloted in 1999/2000, with the development 
of Learning Mentors.64 Local businesses have a key part to play, as support from trained 
teachers can be supplemented by appropriately supervised volunteers, to bring very 
specific expertise when needed. 
  

 
62 Sutton Trust, ‘Sutton Trust Private Tuition 2019’, Sutton Trust, 2019 
63 Impetus, NTP tuition partners :Transformational not transactional, (London: Impetus, 2022) 
64 Sean Coughlan, ‘How Mentors Make a Difference’, BBC News (24th January 2001) 
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Careers Guidance and Support 
  
The Council Recommends: 

10. A complete shakeup of the career service, from school through to adult 
careers guidance, which should ensure that: 

o A trained Careers Leader is embedded in every school, with 
responsibility for the career guidance programme and supported by, 
and accountable to, the school leadership team. 

o A requirement is introduced for all educational institutions to 
become part of a regional or subregional Careers Hub. 

o Via Career Hubs, each student is provided with access to a mentor or 
role model support, engaging further and higher education, and local 
employers.  

o A high-quality national all-age career and Information and Guidance 
(IAG) service is implemented, available in partnership with Job 
Centre Plus, that provides all young people and adults with 
opportunities for face-to-face contact with qualified guidance 
professionals as well as access to online resources.  

 

Careers support and mentorship in schools and colleges is integral to raising aspirations 
and enabling young people, in particular those from less affluent backgrounds, to 
realise their potential and explore careers in high-value occupations. As we 
demonstrate in this section, building aspiration, and therefore expectation, is a 
challenge for life, and not just the foundation provided in formal compulsory education.  
 
Ofsted has recorded some level of improvement in careers advice in recent years, 
driven largely by the adoption of the Gatsby Benchmarks as part of the government’s 
Careers Strategy and framework for improving careers provision in schools and 
colleges.65 More recently, the Baker Clause amendment to the Skills and Post-16 
Education Bill enforced entitlement for young people in key stage levels 3 and 4. 
However, staff with limited experience, together with a lack of availability of outside 
expertise, still leaves a yawning gap.  
  

 
65 Gatsby, ‘Good Career Guidance’, Gatsby, 2022 
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Proposal 
The implementation of the Gatsby Benchmarks and the careers infrastructure rolled out 
by the Careers and Enterprise Company (CEC) has already shown how a properly 
organised and structured programme can work,66 and in the spirit of our commitment 
to partnership working, it makes sense for all schools and colleges to learn from each 
other and to be part of what works. Labour should ensure that the critical drivers of 
the Benchmarks’ success are embedded in all schools, and guarantee that 
flexible, workplace experience begins as early as possible in a young person’s 
secondary school life. 
 
Firstly, it is essential to have a trained Careers Leader embedded in every school, 
responsible for the career guidance programme and supported by, and 
accountable to, the school leadership team.67  
 
Labour should commit to the acceleration of the rollout of a national training 
programme for Career Leaders, and then to an ongoing programme of Continued 
Professional Development. This will ensure that, in the same way that many 
occupations need to keep up with the pace of change in their respective professions, 
Careers Leaders will have up-to-date knowledge on education, career pathways, 
evolving industries (including where there are skills-crossovers) and labour market 
information to provide the best possible guidance to young people.  
 
The entire education workforce has responsibility to raise aspirations and provide 
careers guidance to their students, and therefore it is essential there is awareness of 
careers education at every level within an education institution. We recommend that 
career awareness training is made available to all subject teachers. 
  

 
66 Percy, C. & Tanner, E., The benefits of Gatsby Benchmark achievement for post-16 destinations 
(London: The Careers & Enterprise Company, 2021) 
67 The Careers & Enterprise Company and Gatsby Charitable Foundation, Understanding The Role 
Of The Careers Leader  (London: The Careers & Enterprise Company, 2018) 
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Experiences of the workplace should allow students to have first-hand experience 
through online or in person visits, work shadowing or work experience. 
Experiences of the workplace should:   

- Be embedded within the school or colleges careers programme and be 
sequenced to build on prior careers learning 

- Be based on the needs of the individual student 
- Be mapped against clear learning outcomes  
- Be linked to the curriculum and real-life examples and local context  
- Reflect the opportunities within the local labour market  
- Provide opportunities in innovative and growing sectors 

 
This should be embedded into a whole school or college career programme, whereby a 
child can engage with a variety of experiences over a period of time. As we've noted, 
lessons from the change in the learning offer during Covid must be carried forward 
imaginatively. This involves hybrid working and the use of technology to be able to link 
learners to a whole range of employment opportunities which would otherwise be 
outside the experience of their family, community, teachers or learning mentors. 
 
Starting early, and offering opportunities for work experience throughout school, will 
allow young people to explore wider career possibilities whilst they decide what career 
path they want to follow. This will include developing Future Life Plans for every 16-
year-old to help them be “ready for work and for life”. 
 
In addition to quality careers guidance and work experience, Labour should reinstate 
and develop a Young Person’s Taster Apprenticeships programme to offer 
meaningful and engaging vocational opportunities at age 14-16, and publish – and 
make readily available and accessible – apprenticeship outcome data so that 
young people can find their passion. As indicated later, this will require substantial 
support both within and between businesses, as well as from government at every level, 
to assist with the additional time and financial commitment that such opportunities 
inevitably entail. 
 
Increased engagement between employers and schools and colleges is an essential part 
of the careers guidance and workplace experience delivery.  
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A recent survey conducted by the Careers and Enterprise Company found that 
employers engaging in education is mutually beneficial. According to those taking part 
in their research: “by working with schools and colleges they are strengthening their 
talent pipeline, increasing the diversity of their workforce and addressing skills gaps.”68 
In return, they are sharing information about careers and entry requirements to roles 
within their organisations with schools and colleges, and: “for six in ten employers, this 
included talking to students about the significance of advanced and further and higher 
education qualifications and over a third reported increasing teacher knowledge of 
vocational routes including higher and degree level apprenticeships.”69  
 
Careers Hubs [See Appendix 3] are an essential element of facilitating this kind of 
engagement and collaboration between local schools, colleges, employers and other 
key stakeholders, and we recommend that there is a requirement for all 
educational institutions to become part of a regional or subregional hub. 
 
The success of Careers Hubs is dependent on engagement from all key stakeholders – 
which includes local employers, such as CEC’s network of Cornerstone employers 
targeted in areas of disadvantage. To enhance such engagement, local businesses 
should encourage their employees to become volunteer Enterprise Advisers70, 
school governors and trustees of multi-academy trusts. Multi-Academy trusts have 
a much more impactful part to play than would currently appear to be the case. Clearly, 
sharing expertise, good practice and experience would act in parallel with local 
education forums and the continuing role of local government. 

Careers Hubs can also provide the means and access to mentors/role models from 
within the world of work and this should become a specified part of their remit. 
Mentors engage with young people, providing work experience and virtual (online) 
support, to open up their thinking about what career possibilities exist, and support 
work to raise aspiration, and therefore the expectation, of youngsters whose family 
experience may have been confined by the immediate job opportunities available.  As 
noted in the introduction of this report, with the need to level up access to high-level 
sectors such as digital, the Careers Hub infrastructure can open up the way for schools 
and colleges to work with tech companies to improve parents and young people’s 
understanding of advanced digital skills and their career potential and requirements in 
the tech sector, especially for girls and young people from deprived communities. 
  

 
68 The Careers & Enterprise Company, Employer engagement in careers education: Insights 2020/21 
(London: The Careers & Enterprise Company, 2021) 
69 Ibid 
70 The Careers & Enterprise Company, ‘Volunteer with a school or college’, The Careers & 
Enterprise Company, 2022 
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The experience and learning from established schemes, (such as RISE projects in 
Haringey,71 the CEC’s Mentoring Fund72), will inform the training models. Once recruited, 
mentors will be offered a development and support package. The recruitment of 
mentors will reflect the structure of the scheme. Support could include networking, 
mentor community forums, topic-based workshops, resource materials and guidance. 
All the schemes will include monitoring and evaluation, with outcomes shared within 
and across sectors. A preparation process will enable mentees to gain maximum benefit 
from the mentoring relationship. 
 
To give young people the best chance of understanding the career options 
available to them, we recommend that an incoming Labour government, via 
Career Hubs, should provide each student with access to a mentor or role model 
support, engaging further and higher education, and local employers.  
 
Parents are also critical in providing support for children in finding their career path, as 
family can have as much influence over a young person’s career as school does. The 
Gatsby Foundation has recently launched “Talking Futures” which provides: “a suite of 
resources to help parents have constructive careers and education conversations with 
their children.” 73  We recommend that the Gatsby “Talking Futures” project should 
be expanded nationally as it is crucial family members have the right tools to be 
able to guide their children in education and job prospects.   

 
71 Rise Projects, Rise Projects, 2022 
72 SQW, The Mentoring Fund: Evaluation of the Careers and Enterprise Company Mentoring 
Fund. Summary Report (London: SQW, 2020) 
73 Talking Futures, ‘A parents’ toolkit for careers conversations’, Talking Futures, 2022 
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Adult Careers Advice 
When recommending the acceleration of progress in schools and colleges, the same 
must be done for adult careers advice and guidance needs to be lifelong, relevant and 
localised. Especially given the current low levels of unemployment, more should be 
done to support people in navigating the options, and help working adults into better 
jobs through education and training and, ideally, a focus on building longer-term 
careers.  
 
Many people who have not had dealings with Job Centre Plus believe that the Job 
Coaches are there to provide careers advice. Sadly, the service has devolved into 
“finding a job” rather than guiding the individual into a route which will provide them 
with long-term prospects. This is understandable at a time of a very tight labour market, 
but in the long term it is crucial that individuals are provided with the advice and 

BOX 5 Boosting skills and releasing talent into left behind communities  

Research by the Centre for Social Justice for the Christopher Nieper Foundation has identified 
205 left behind communities in England. These represent approx. 5 million people, many in 
the midlands/north and in swing seats or former red wall.  Christopher Nieper Foundation 
takes the view that talent is not a privilege of postcode.  In left behind areas talent is often 
underdeveloped due to poor aspiration, poor education and poor employability skills. 
Talented young people often leave in search of higher quality jobs elsewhere depriving the 
town of the very ingredient it needs most for its recovery. 

Textiles is an example of a near extinct sector in Britain where 97% of its jobs nationally have 
been lost in the last 30 years. Offshore manufacturing has depleted Britain of its skills in 
many sectors taking the heart out of communities and offshoring textiles has become one of 
the most polluting sectors, creating more greenhouse gasses than all of worldwide aviation 
and maritime shipping combined.   

Alfreton is a typical forgotten town with lower average income, lower life expectancy and until 
2015 a failing secondary school, the worst in Derbyshire and in the bottom 2% nationally for 
its attainment.  In 2016 Christopher Nieper formed an education trust and by 2019 the 
school’s intake had tripled and became oversubscribed for its first time in 25 years. Today it’s 
the 6th most oversubscribed secondary school in Derbyshire.  

The Trust has focused both on academic standards and employability skills whilst involving 
multiple local employers, both private and public sector.  Those not in education, 
employment or training (NEETs) have reduced each year and in the last 3 years have been 
less than half the national average. This has the potential to reduce youth unemployment by 
half and drive economic growth from within this “left behind” town.  Local talent driving local 
growth in a sustainable way. 
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support needed to be able to progress from getting a job (crucial as that is ) into a long-
term plan for improvement. 

As we mention later in the section dealing with “Welfare to Work”, there should be 
greater clarity regarding the roles of the DWP and the DfE in providing adult careers 
advice. The DWP (through Job Centre Plus) should be responsible for coordinating 
careers guidance for adults with whom the department already has a relationship 
(primarily those unemployed or in low-paid work receiving Universal Credit), 
while the focus of the DFE (through the National Careers Service) should be 
helping adults in work move to successful long-term careers by supporting them 
to access training and gain better skills. This delineation of roles between the two 
departments would be extremely sensible, and allow for more effective synergies when 
building an overarching all-age careers guidance strategy.    

 
Labour should develop a high-quality national all-age careers and IAG service, 
available in partnership with Job Centre Plus, that provides all young people and 
adults with opportunities for face-to-face contact with qualified guidance 
professionals as well as access to online resources.  
 
All colleges already provide careers guidance, but for many this is focused mainly on 
their existing and prospective students. However, some colleges are working in 
partnership with the NCS by providing access to NCS advisors on their campus.74,75 
These partnerships should be established with more colleges, as this would 
substantially enhance the role and reach of the National Careers Service, which 
has been under funded, and substantially under supported. 
 
The role of the Careers and Enterprise Company should be enhanced, and 
specifically in outreach into the most challenging parts of the country.  
 
As with young people in school, developing a well-organised mentoring programme, 
which links employees with those in the same field willing to provide advice and 
support would be advantageous. This would link into the development of a 
comprehensive adult tutoring programme as part of the reinvigoration of adult 
learning, organised with local government, the Workers Education Association 
(WEA), social and not-for-profit enterprises, as well as private providers and 
further education colleges.   
  

 
74 Leicester College, ‘Careers Service’, Leicester College, 2022 
75 Learning & Enterprise College Bexley, ‘Career Advice and Guidance’, Learning & Enterprise 
College Bexley, 2022 
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Consideration should be given to testing out a new entitlement to be offered a mid-life 
skills review for all workers, with an initial focus on those who are not offered annual 
reviews by their employer.  
 
Funding should be reinstated to support the crucial role of Union Learning Reps in 
providing advice and guidance, especially to workers facing the greatest barriers. 
In businesses which are not unionised, it would be beneficial to the employer as well as 
employees to develop this programme. 
 
Funding for employment initiatives, including job coaches and other elements of Job 
Centre Plus’s work, can be dove-tailed – at local and sub-regional level – with the 
broader preparation for and entry into meaningful and rewarding work.  The Flexible 
Support Fund is currently available for distribution at the direction of Job Centre 
Advisors, but it is not well publicised, and so integrating this with broader initiatives at 
local level would, self-evidently, be advantageous.   
 
Labour must put in place a robust audit function that could assess the efficacy of 
careers guidance and job support.  
 

Year of Service 

Career development is as much about gaining experience, and personal and social 
skills. For many younger adults, demonstrating their work experience, or work 
readiness, proves challenging.  
 
For some young people emerging from school or college, the world of work is daunting, 
and their social and people skills are often not sufficiently well honed to enable them to 
move easily into work and remain in the job.  

A pilot programme has been put in place offering over 400 young people the 
opportunity of a Year of Service. 76 This has provided between 9 and 12 months of work 
experience paid at the rate of the living wage, and with appropriate training built into 
the scheme. 

Funded by the Community Interest Company which was formed when the main 
National Citizen Service was created as a Royal Charter Body, time-limited funds were 
available specifically to give work experience and enhance the life chances of young 
people in the appropriate age bracket.  

Additionally, the Institute for Community Studies (Young Foundation) has set in train 

 
76 National Citizen Service Trust, ‘UK Year of Service’, National Citizen Service Trust, 2022 
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research to develop what is described as a “Civic Journey” to take young people from 
school days through to adult life, with an appreciation of how the world works, how 
democracy works, the development of life skills and how this can best be coordinated 
with existing programmes such as citizenship education in schools, National Citizen 
Service and opportunities for both engagement through volunteering and participative 
democracy in later life.77 The Labour Party is recommended to use the evaluation of 
Year of Service and related initiatives to formulate a programme which promotes 
active citizenship and social engagement as a key element of the skills required to 
maintain a functioning civil society, as well as a democracy that works for all.   
 
We must seriously evaluate the benefits of such a programme, and the potential of 
scaling up to avoid the revolving door of young people who never have the chance of 
moving out of short-term placements, and therefore the readiness for work, which is 
crucial to their successful future. 

 

Other countries, notably US, France, Germany and Italy have had longstanding schemes 
to provide their young people with opportunities to perform a variety of civic roles.  A 
national year of civic duty, which harnesses the strength of the next generation to find, 
face and take on the country's toughest challenges, with paid employment to serve local 
communities where the needs are greatest would fulfil multiple needs: they would help 
boost employability, encourage young people to build careers of community service, 
and build delivery capacity in everything from mental health to disaster response. 
Programmes such as those run by the Prince’s Trust, Groundwork, and the former 
Millennium Volunteers programme – as well as many others – have shown the value of 
raising confidence, building self-esteem and the social skills which are crucial to the 
world of work. 
 

Further and Higher Education 
 

The Council Recommends: 

11. A substantially enhanced role for further education, reinforcing 
collaboration and a seamless link with higher education, apprenticeships 
and progression within work. This is a key journey which should unite, 
rather than divide elements of the education service, but also the role of 
employers in their links with lifelong learning.  

  

 
77 Institute for Community Studies, ‘Civic Journey’, Institute for Community Studies, 2022 
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12. The reintroduction of the Education Maintenance Allowance for 16-19 year 

olds, including support for those undertaking apprenticeships in the same 
age group  

 

Out of the 231 and post-16 colleges under the general umbrella of further education, 
over 160 provide higher education options, many in collaboration with an appropriate 
university, with 150 FE colleges on the Office for Students (OfS) Register, and 10 with 
degree awarding powers.78  
 
The Further Education (FE) Sector has, for many years, been the unloved ‘Cinderella’ of 
the English education landscape, with FE colleges seeing the largest falls in per-pupil 
funding of any sector of the education system since 2010–11. Funding per student aged 
16–18 in further education colleges fell by 14% in real terms between 2010–11 and 
2019–20. Although funding is now rising, spending per pupil in 2024–25 will still be close 
to 10% below 2010–11 levels.79 
 
Yet the problem goes beyond simply funding – it’s organisational. Although large, with 
over 200 colleges, the FE sector is incredibly stretched. It has to deliver formal education 
and vocational training for 16-19-year-olds; a wide range of adult learning (such as 
Higher National Certificates, Higher National Diplomas and foundation degrees); 
‘second-chance’ learning (for instance, basic literacy, numeracy and digital skills); 
teaching English as a second language; programmes for unemployed individuals; off-
the-job apprenticeship training; as well as the bulk of teaching on the new T-Levels 
qualifications. 

The way FE is financed (supply-led/government-led rather than demand-led, like 
universities) creates incentives for colleges to respond to short term funding streams, 
and less expensive modes of delivery. In addition to this, the funding rules that 
underpin adult FE tend to incentivise providers to offer what is expedient rather than 
what might be needed locally. The complex web of courses, standards and funding 
bodies also confuses students and firms alike and leads to an under-provision of high-
quality training courses. As a result, the potential of the sector and its critical 
significance to both the local and national economy is little understood and grossly 
underappreciated.  

Universities and colleges – partnering with each other and with other organisations in 
their locality, nationally, and internationally – can be hubs for innovation and ideas and 

 
78 Office for Students, ‘The OfS Register’, Office for Students, 2022 
79 Christine Farquharson, Luke Sibieta, Imran Tahir and Ben Waltmann, Annual report on education spending in 
England (London: Institute for Fiscal Studies, 2021) 
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therefore have an integral role to play in local and regional economic growth, acting as 
anchor institutions driving jobs and regeneration of local communities.80 Therefore, 
better collaboration between the sectors is central to their role in upskilling the nation. 

Proposal 
Post-16 learning, both vocational and academic, must be seen as a seamless pathway 
through apprenticeship, further and higher education - which instead of being 
juxtaposed as competitors, should instead be seen as partners in delivering a high-skill, 
high-productivity, technologically enabled workforce of the future.  

FE could, and should, play a central role in national and local skills provision. But it 
needs a coherent vision and proper plan for putting this into effect, not the construction 
of an artificial divide between ‘academic’ HE and ‘practical’ FE, which is often the mantra 
of present government spokespeople and their apologists. This includes the very 
important role of sixth-form colleges, where they combine vocational and academic 
offers (rather than post-16 institutions established only to meet purely academic 
outcomes). 

Much academic learning takes place in FE colleges, whilst a great deal of vocational 
study and research is undertaken in HE. As we demonstrate elsewhere in this paper, 
this is true of the apprenticeship route, but is also an essential contributor to the 
delivery of high-level courses in the STEM subjects, as well as critical management and 
business education.  
 
The two sectors – FE and HE – should be working together much more, and one 
form of collaboration which could be replicated is to form local area “clusters”, as 
exemplified by Lambeth College and London South Bank University. 

 
80 Civic University Commission, Truly Civic: Strengthening the connection between universities 
and their places (UPP Foundation, 2019) 
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BOX 6: Lambeth College and London South Bank University (LSBU) Merger  
Lambeth College merged with London South Bank University (LSBU)’s partnership in 
2019. The college became a wholly owned subsidiary of LSBU, and joined a network 
of other providers, including a 11-19 engineering academy and a university technical 
college. Each entity is a distinct body, but they all share common governance 
arrangements and back-office functions. The college and university have built more 
seamless pathways between their respective courses, including in relation to the 
transfer of qualifications. They also reduce costs by sharing administration and 
procurement, and they share student facilities. Lambeth College benefits from the 
financial stability offered by a larger player, and LSBU can expand its outreach work 
into the community.  

 
London South Bank University, ‘London South Bank University and Lambeth College 
Unite To Transform Educational Opportunities In South London’, London South Bank 
University, 2019  
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This is just one example of collaboration, which is mirrored in very different ways across 
the country, and if linked to wider forums for joint working, including sixth form colleges 
and school sixth forms, greater coherence will develop improved outcomes. 
 
Innovation UK has a key part to play in fostering collaboration at local level, 
which can in turn link further and higher education providers together, and 
crucially, with local businesses, scale up small and medium-size enterprises and 
attract inward investment.  
 
Improving the performance of SMEs will have a positive impact on productivity, and 
they should be supported to build innovative workplace practices, updating their 
equipment and processes, and ensuring that their workforce is equipped to take on 
technological innovation and efficient working methods. The role of FE colleges and 
universities in supporting this agenda is key, as they provide both the knowledge base 
and access to the state-of-the art facilities. 
 
Business innovation account managers, employed by further education colleges, 
makes sense both in terms of developing collaboration with SMEs, but in turn, 
ensuring that modern business practice and new opportunities become available 
which foster the use of new technology and the virtuous circle of consequent 
demand for higher skills. That is why we recommend that a Labour government 
should incentivise colleges to embrace the adoption of business innovation 
account managers. 
 
 

  
  

BOX 7 Fareham College 
Fareham College, a partner in the South Coast Institute of Technology, has built a 
state-of-the-art training facility for a range of engineering disciplines which is co-
located within the Fareham Innovation Centre. Companies are happy to offer the 
college expert presentations and placement opportunities and, in return, they have 
access to equipment such as industry-grade 3D printing that they can use for 
prototyping.  

 
Elaine Baxter, Further Education Colleges and Education, (London: Gatsby Charitable 
Foundation, 2020)  
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Qualifications 
In terms of the formal qualifications delivered by FE providers, building upon the 
proposed innovative programmes taught in schools, it will be necessary to ensure that, 
in addition to regularly updated and refined A-level and T-level qualifications, there are 
clear routes from Level 2 for those unsure of the direction of travel for their adult life, 
and where a broader mix of academic and vocational learning would be appropriate – 
updating and ensuring high quality courses such as BTEC National diploma, rather than 
removing this choice and ladder of learning.   
 
Whilst we understand the decision to go ahead with the Institute for Apprenticeships 
and Technical Education (IfATE) and Ofqual examining all post-16 qualifications, there 
has to be a very clear assessment of what the “cull" is supposed to be about. Many 
employers do like bespoke qualifications and the question is not whether they should 
exist, but the quality, assessment and outcome of such learning. Labour should look to 
resolve the current confusion about the role of the office for qualifications, 
Ofqual, and other regulatory agencies such as the IFATE. 
 
High quality further and higher education is fundamental both to individual opportunity 
and to the economy of the future. For those providers delivering these qualifications, 
supporting institutions in planned improvement, rather than denying them crucial 
funding at a time when they are seeking to move out of “needs improvement", makes 
no sense. In fact, it can often leave key areas of the country without an Institute of 
technology and the associated cluster, which is crucial to making this initiative work. 
 
Ofsted Review  
To ensure the quality of our schools, colleges and private providers and the role of 
Ofsted, Labour should launch a national review of the inspectorate to ensure that 
the inspection and accountability regime makes the most positive and 
constructive contribution possible to the education system as a whole.81  A recent 
Teacher Tapp survey (for The Times Education Commission) of 5000 teachers found that 
the majority do not have confidence in Ofsted, with 59% stating that they disagreed or 
strongly disagreed that the regulator improved performance in schools.82 
  

 
81 Bernie Munoz-Chereau, Melanie Ehren, Inspection Across the UK: how the four nations intend 
to contribute to school improvement (London: The Edge Foundation, 2021) 
82 Nicola Woolcock, ‘Teachers rate Ofsted ‘inadequate’, report finds’, The Times (14th June 2022)  
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This is as true of post-16 providers as it is of schools, and whilst respecting the 
independence of the university sector, a Labour government should urgently 
examine the decision to place quality assurance with the Office for Students, in 
relation to higher education providers, rather than a separate Quality Assurance 
Agency. The objective of a review would be to ensure that Ofsted works with colleges 
and providers to turn round any identified failures as quickly as possible. 
 
Devolution with National Oversight 
Minimum standards to underpin devolving of responsibility and budgets will be vital, 
along with benchmarking to ensure high quality, whenever and wherever a student 
learns. Building on the devolving of adult education budgets to metro 
mayors/combined authorities, pilot programmes should be undertaken to 
devolve both the powers and the budget for 16-19 provision and beyond, to 
ensure that they can coordinate the necessary approaches to deliver real choice, 
including digital training, options appropriate to the challenge highlighted 
through Local Skills Improvement Plans/Processes, and develop plans appropriate 
for emerging needs as well as building on existing strengths. 
 
The role of central government in overseeing the FE and HE sectors is two-fold. Firstly, 
government must ensure that common national standards for technical qualifications 
exist and are maintained, so that someone choosing a qualification in, for example, 
cyber security, can be confident that it is of high-quality, regardless of where they study. 
Secondly, government must make sufficient funding available to enable and encourage 
training to take place.  At a local level, solutions focusing solely on the supply side (i.e. 
just making higher-level training available) are unlikely to work. Rather, a demand side 
focus is also required – concentrating on driving employer demand for, and utilisation 
of, skilled labour.  
 
Entrepreneurship, creativity and tomorrow’s world 
Higher education institutions (and, where relevant, further education colleges) 
should develop a module in every undergraduate course specifically designed to 
look at the world of work, enterprise and future trends. This could include 
programmes around entrepreneurship, advanced digital skills and creativity; social 
enterprise and frontline work experience, including the further development of 
volunteering opportunities which play an important part in the development of 
citizenship, self-reliance and reciprocity. 
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As digital skills are so integral to our current and future economy, higher and 
further education (in addition to in-work provision) will also need to play their 
part in improving digital skills in adults for people who are already in, or about to 
join, the labour market. 
 
Labour should bring advanced digital skills to all communities through expanded 
provision in FE colleges. 
 
Universities will continue to provide the most advanced digital skills, with degrees such 
as Computer Science and Electronics Engineering. But advanced digital skills do not 
have to be provided in this way at the academic level. Joint degrees and digital modules 
taken as part of other degrees are and will be how most graduates gain advanced 
digital skills. Models such as the Q-Step programme are already delivering huge 
improvements in advanced digital skills in the social sciences, and its success should be 
expanded and replicated in other courses and institutions. Such cross-over application 
of digital skills will enhance access to a wider breadth of innovative sectors. 
 
Now hybrid learning is commonplace, the same approach can be used to link students 
with a range of experiences related to the world of work, as well as links to the critical 
research and innovation programmes in their own, or appropriate linked institution. 
Study and experience for those on sandwich courses, experience on placements 
abroad, and similar, could, with the judicious use of technological links, open up wholly 
new opportunities.  
 
In a world where greater flexibility is now needed to adapt to both changing market 
demands and personal responsibilities, it should be made possible to transfer 
credits between different providers and courses – a recommendation already 
made by the Augur Review, and a model already used by the Open University on 
its own courses. Furthermore, Labour must ensure that any policy change on 
university tuition fees in England supports and incentivises flexible, part-time 
study – we urge learning the lessons of the 2012 tuition fee debacle.  
 
In this vein, more should be done to provide young people with the means to fund their 
further education. Labour should reinstate the Education Maintenance Allowance 
in England. Scrapped by the coalition government in England in 2011. A study done by 
the institute for fiscal studies, following the announcement in 2010 to end the support, 
found that the EMA wa,s in fact, an efficient use of money. Crucially, it found that the 
EMA:  
  



59

COUNCIL OF SKILLS ADVISORS’ REPORT

 
 

“Increased the proportion of eligible 16-year-olds staying in education from 65% to 
69%,and increased the proportion of eligible 17-year-olds in education from 54% to 
61%. Based on these impacts, and on estimates of the financial benefits of additional 
education taken from elsewhere in the economics literature, the study concluded that 
the costs of providing EMA were likely to be exceeded in the long run by the higher 
wages that its recipients would go on to enjoy in future.”83  
 
We return to this issue later in the report, in respect of entitlement for those on entry-
level apprenticeships. 
 

Adult and Lifelong Learning 
 

The Council Recommends: 
 

13. The development of Individual Learning Accounts, which would share the 
cost of learning between the individual, the employer and the state – and, 
where appropriate, the devolved budgets to Combined Authorities and 
elected Mayors  
 

14. A Learning and Skills “passport” based on appropriate assessment and/or 
examination in order to build, incrementally, a profile that could be added 
to at any time and in a variety of ways, throughout working life 

 
15. A reform of public procurement guidance to ensure contracts include 

mandatory clauses relating to upskilling 
 

16. Transformation of employers’ investment in skills by reforming the 
apprenticeship levy into an “Apprenticeship and Learning Levy" which will 
maximise the use of this resource and rebalance the current direction of 
spend; in particular towards support for 16-25 year olds and innovative, 
modern technological demands 
 

17. Improve support and incentives to SMEs to take up apprentices, including 
the acceleration of “shared apprenticeships” with larger employers, and a 
skills tax credit 
 

18. A new Right to Retrain which would expand, and make more flexible, 
entitlements for adults for free access to courses from an approved 
provider, opening-up progression pathways for many adults to higher level 
qualifications.  

 
83 Haroon Chowdry and Carl Emmerson, ‘An Efficient Maintenance Allowance?’, Institute for Fiscal 
Studies (14th December 2010) 
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19. Access to Work from the DWP should be made much more flexible and 
person-centred. For those eligible, it should be available for those 
undertaking training, substantial volunteering, trialling work placements, 
and must be planned before the individual takes up the offered work 
opportunity 
 

20. For those with a declared disability, introduce a “passport” scheme for all 
key training and learning opportunities which would begin with Education 
Health and Care Plans (or future equivalent) whilst in school, then 
providing for automatic entitlement to the Disabled Students Allowance, 
and then Access to Work once they are seeking, or enter into, formal 
employment 
 

21. The establishment of a National Occupational Health Programme, 
delivered locally as well as nationally, which could save billions of pounds 
for employers and to the economy more generally in the avoidance of 
shortages, recruitment costs and loss of experience. 
 
 

As demonstrated by the core theme of this paper, the critical need to skill and up skill 
continues once people have left the formal education system – inside and outside the 
work place – and therefore the support of employers, and collaboration between public, 
private and voluntary sectors is vital to achieve this goal.   

As noted by the content in this section, the learning and training support for adults, 
post-formal education, is multifaceted. This is why our policy proposal begins with a call 
for Individual Learning Accounts and Learning and Skills Passports to enable all, 
regardless of background, to maintain the means to continue to train and keep records 
of their progress.  

There are a number of distinct issues to address in relation to the skills within our adult 
workforce, and the provision and learning available them.  

 

Apprenticeships 
UK’s notorious ‘failure to train’ is longstanding and requires urgent attention. One major 
problem is that SMEs in particular do not want to pay for training for fear of poaching, 
lack of resources, and an inability to plan far enough ahead. 

The government tried to resolve this with its 2017 reform package that included 
introducing an Apprenticeship Levy on employers – at a rate of 0.5% of the payroll of 
employers with total wage payments exceeding £3 million. 25 % of this levy can be 
transferred to smaller businesses that do not pay this levy, and anything not used 
within a two-year period is kept by the Treasury.  
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However, many employers consider the funding restrictions on the apprenticeship levy 
to lack the flexibility required, and SMEs and non-levy paying employers report the 
process to apply for apprenticeship funds is overly bureaucratic and confusing. In fact, 
the number of apprenticeships starts in SMEs fell by over a third immediately following 
the introduction of the levy.84 The Financial Times has reported in the summer of 2022 
that due to the fall in apprenticeship starts, a massive £3.3 billion has been clawed back 
by the Treasury in unspent levy funds since 2019.85 Consequently the introduction of 
the levy largely failed in its purpose of increasing training numbers, improving the 
quality of training, and fostering social mobility. 

New starts in apprenticeships have plunged from 521,000 in 2011/12 to 321,000 in 
2020/21.86 There has also been shifts in the numbers of people doing entry-level and 
intermediate apprenticeships. Since 2011/12 the proportion of starts that are advanced 
level or higher has steadily been increasing, from 37% in 2011/12 to 63% in 2018/19.87 
The drop in entry level starts removes an important route into the labour market for 
trainees who may have few other options.  

Even though the pass rate for those who complete their apprenticeships is very high, 
the percentage of dropouts is concerning: 41.3% in 2019/20 and 41.2% in 
2020/21.88 Whilst the government attributes this increase to Covid and the move to a 
higher quality, “standards” model of apprenticeships, this is too often used to excuse 
poor practice and failure of appropriate structures to maintain quality outcomes.  

Analysis by Professor Green of various studies on apprenticeships in England, including 
those undertaken by the OECD and parliamentary select committees, concluded that 
the findings from these studies indicated weak oversight and regulation of both the 
quality and duration of training in our apprenticeship system.89 Whilst there was clearly 
disruption caused by the pandemic, it is the underlying challenges which need to be 
addressed for the future. 
  

 
84 FE News ‘72% fall in entry-level apprenticeship uptake since 2014 – Sector Response’, FE News 
(9th February 2022) 
85 Jonathan Moules, ‘Employers in England lose more than £3.3bn in unspent apprenticeship levy 
funds’, The Financial Times, (26th July 2022) 
86 Education Statistics, Academic Year 2021/22: Apprenticeships and traineeships, 2022  
87 Niamh Foley, Apprenticeship Statistics: House of Commons Briefing Paper. Number 06113 
(London: House of Commons, 2021) 
88 Billy Camden, ‘Shock as half of apprentices drop out’, FE Week (1st April 2022) 
89 Francis Green, and Golo Henseke, Training Trends in Britain, Research Paper No. 22, (London: 
Unionlearn by the TUC, 2019)  
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There were also slight shifts towards the public and services sectors and away from 
construction and manufacturing (two economic sectors noted for their skills shortages); 
and regional changes, with the more deprived regions of the North East, North West 
and Midlands seeing the largest percentage drops in starts, and London and the South 
East seeing the smallest falls.90  

The levy has also seen a significant growth in the amount of apprenticeship funding 
being allocated towards Level 7 managerial training, which whilst it does have value, is 
not what the apprenticeship levy was intended to fund. 

 

Adult Skills and adults not in the work force 
England, as outlined earlier in this paper, is already experiencing significant skills 
shortages. Shockingly, there are six million adults who do not hold a level 2 
qualification. 

Adding to this concern is the rapidity of changing labour market demands, and 
according to research conducted by the Confederation of British Industry in 2020, nine 
out of ten adults will need upskilling by 2030.91  

Recent analysis by PWC estimates that 30% of jobs are vulnerable to automation.92  
Data from the ONS shows that a worker’s vulnerability to automation varies significantly 
by skill level. Of the 1.5 million people who are at immediate risk of automation, 59.8% 
are not qualified to level 2 and 39% are only qualified to levels 2 or 3. Conversely, 87% 
of low-risk jobs were held by people with degrees.93 This makes the current skills deficits 
a profound problem for the future. Therefore, we will need to place emphasis on 
progression and the acquisition of higher-level skills, wherever and whenever that is 
necessary whilst offering appropriate retraining and readjustment for those who, by the 
very nature of the economy, will continue to carry out essential jobs that do not require 
upskilling, which is appropriate to the particular sectors most affected. 
 
Workers in the newer, so called “gig” economy (workers for takeaway delivery service, 
Just Eat; private hire vehicle service, Uber; and Amazon delivery, for example) are less 
likely to get training, which will harm productivity as this sector expands.  

  

 
90 Niamh Foley, Apprenticeship Statistics: House of Commons Briefing Paper. Number 06113 
(London: House of Commons, 2021) 
91 CBI, 'A radical new strategy for lifetime reskilling must be the bedrock of UK economic 
recovery', CBI (19 October 2020) 
92 John Hawksworth, Richard Berriman and Saloni Goel, Will robots really steal our jobs? An 
international analysis of the potential long term impact of automation (London: PWC, 2018) 
93 Office for National Statistics, The probability of automation in England: 2011 and 2017, 2019 
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In addition to the limits on training and skills we are currently experiencing, England 
faces other unique workforce challenges. Firstly, there is the impact of those returning 
to their home country in Europe, with both Brexit and the pandemic being contributing 
factors, which has added to widespread vacancies.94 

Secondly, there has been a significant rise in inactivity compared to pre-pandemic 
trends.95 As mentioned earlier, some of this is a rise amongst working age women as 
they leave the workforce to take up critical caring responsibilities. Yet there has also 
been a significant rise in economic inactivity in 50- and 60-year-olds. The most recent 
ONS data suggests that inactivity rate amongst 50- to 64-year-olds was 26.9 % in the 
three months February to April 2022. This compares to 25.2% in December 2019 to 
February 2020, immediately prior to the pandemic. Over that period the inactivity rate 
for 50-64-year old men rose from 20.6% to 22.9%, and for 50-64-year-old women from 
29.6% to 30.7%.96 The largest proportion of leavers is from the lower-middle income 
bracket, from declining sectors and those which were hardest-hit by the pandemic.97 
Consequently it appears that people in this group are choosing to retire early, either 
because they feel it is unlikely they will be re-employed, or due to health fears.98 

Population-wide health issues are a factor: there are a million fewer people in the UK 
workforce than there would have been based on the pre-pandemic trend, and some 
estimates indicate that 400,000 of those were due to “health factors, such as long Covid, 
disruption to health care and declining mental health”.99  This health-related fall could 
cost the economy £8bn in 2022.100 

The Resolution Foundation has highlighted in a recent report that “demographic change 
will also foster change in the composition, and mobility, of the UK’s labour force”, 
finding that “lifecycle flows in and out of the labour market could reach record highs in 
the coming decades: the number of people reaching state pension age is expected to 
surpass 800,000 in 2028 for the first time ever, while the number of people turning 22 
will exceed 900,000 in 2032 for the first time this century.”101  

 
94 Richard Partington, ‘UK ‘faces labour shortage’ as Covid and Brexit fuel exodus of overseas 
workers’, The Guardian (17th May 2021) 
95 Robin Harvey, ‘Revealed: £8bn hit to UK prosperity as long-Covid and illness drives 400,000 
more people from the workforce’, Institute for Public Policy Research (27th April 2022) 
96 Office for National Statistics, A05 NSA: Employment, unemployment and economic inactivity by 
age group (not seasonally adjusted), 2022 
97 Carlos Carrillo-Tudela, Alex Clymo, David Zentler-Munro, ‘Over-50s are resigning en masse – 
new research explains who and why’, The Conversation (28th April 2022) 
98 Ibid. 
99 Robin Harvey, ‘Revealed: £8bn hit to UK prosperity as long-Covid and illness drives 400,000 
more people from the workforce’, Institute for Public Policy Research (27th April 2022) 
100 Ibid 
101 Molly Broome, Big welcomes and long goodbyes: The impact of demographic change in the 2020s, 
(The Resolution Foundation, 2022)  
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It is self-evident, particularly post-Brexit and consequent changes in immigration status 
of European citizens, that that if, as a nation we are to reduce the number of unfilled 
vacancies in the existing workforce and increase productivity, we should be reaching 
out to, and engaging all those, full or part-time, who can play a part in increased 
personal independence, and economic growth. Those of working age who have a 
disability, are a key example of the unnecessary exclusion of those with a contribution 
to make. 
 
Lack of training, attitudinal barriers and practical support to the individual, as well as 
the employer, have all provided obstacles to entry into the workforce. Currently only 
just over half of the disabled working-age population are employed.102 The government 
support programme available for disabled employees, Access to Work, and which is run 
by the DWP,103 is, at the moment, tragically under-utilised. As a stark illustration, in 
2021, only 2% of those with slight-loss, and therefore eligible for the scheme, accessed 
the support available to them via Access to Work.104  
 
The existing government has made a number of attempts to address these workforce 
issues. Yet in recent analysis, the National Audit Office (NAO) warned that “despite 
government’s greater activity and good intent, its approach may be no more successful 
than previous interventions in supporting workforce skills development.”105 
 

Kickstart, Restart and Skills Bootcamps 
The government’s kickstart scheme, launched in September 2020, allocated £2 billion to 
create “hundreds of thousands of high quality 6-month work placements aimed at those 
aged 16–24 who are on Universal Credit and are deemed to be at risk of long-term 
unemployment”.106  

Under the scheme, the government provided funding to cover the national minimum 
wage for 25 hours a week for six months for those who began kickstart jobs. It also 
provided £1,500 per job placement to cover set up costs and to support the jobholder 
to develop their employability skills. 107 

 
102 HM Government Department for Work and Pensions, ‘The employment of disabled people 
2021’, Department for Work and Pensions, 2022 
103 HM Government Department for Work and Pensions, ‘Access to Work: factsheet for 
customers, Department for Work and Pensions, 2022 
104 Vision Foundation, ‘Lord Blunkett calls on UK businesses to see the skills of blind and partially 
sighted people’, The Vision Foundation, 2021 
105 National Audit Office, Developing workforce skills for a strong economy, (London: National Audit 
Office 2022) 
106 HM Treasury, Plan For Jobs (London: HM Treasury 2020) 
107 London Councils, ‘Kickstart Scheme’, London Councils, 2021 
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However, the scheme landed 90,000 short of its target of 250,000 kickstart jobs, and the 
resulting underspend of £0.7 billion on the programme was returned to the 
Treasury.108,109  

In a report on the kickstart scheme in November 2021, the NAO said that whilst there 
was a clear rationale for the scheme in the summer of 2020, as the economy recovered 
it may have funded jobs that employers may have funded themselves. Separately, the 
House of Commons Public Accounts Committee described the scheme as “chaotic”, and 
its review found that:  

- Many young people who started to claim Universal Credit at the start of the 
pandemic have remained on the benefit and have not moved into kickstart jobs. 

- Many employers experienced delays in filling Kickstart vacancies, with “many 
waiting months for vacancies to be filled”. 

- It was “hard to see” how the Kickstart scheme was used alongside other 
employment schemes and whether maximum value was therefore achieved without 
duplicating spend. 

- It will be difficult for the DWP to evaluate the scheme as there was not sufficient 
monitoring of it. The committee called on the DWP to publish performance data on 
its website on a regular basis, rather than on an ad hoc basis in response to 
parliamentary questions.110 
 

The £2.9 billion Restart scheme, aimed at helping those who have been unemployed for 
9 months or more find a job, with up to 12 months of support to do so, has also so far 
failed on its aims.111 Launched in 2021, by the spring of 2022 enrolment was around 40 
% lower than anticipated, resulting in an extension of the eligibility criteria to allow 
more people onto the programme; and as of June 2022 it had only found jobs for 7% of 
those enrolled. 112 

As with kickstart, it is expected that any underspend will be clawed back by the 
Treasury.113  

  

 
108 Chaminda Jayanetti, ‘UK government’s £2.9bn job search scheme has put only 7% of 
participants in work to date’, The Guardian (5th June 2022) 
109 Philip Brien, Peter Brook, Alice Broughton, Alex Knight, Louise McNair, Lloyd Owen and Joe 
Robins, Research Briefing: Revised Government spending plans for 2021/22 (London: House of 
Commons Library 2022) 
110 House of Commons Committee of Public Accounts, DWP Employment Support: Kickstart 
Scheme. Thirty-Ninth Report of Session 2021–22 (London: House of Commons, 2022) 
111 Chaminda Jayanetti, ‘UK government’s £2.9bn job search scheme has put only 7% of 
participants in work to date’, The Guardian (5th June 2022) 
112 Ibid. 
113 Ibid 
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Skills bootcamps were first introduced in autumn 2020 and are described by the 
government as: “flexible courses of up to 16 weeks, giving people the opportunity to 
build up sector-specific skills and fast-track to an interview with a local employer.”114 
 
An evaluation of wave 1 was completed in October 2021, and reported disappointing 
results.115 Inconsistent data capture meant that result could not be seen as an “accurate 
picture of all bootcamp provision”, and a survey of participants reported that 81% of 
respondents were not offered an interview at the end of the course – which was meant 
to be guaranteed. 116 Wave 2 is yet to be evaluated, however funding for wave 3 has 
been announced. 
 
We recommend a complete review of the approach to equipping individuals for 
taking up job opportunities, short and long term, and the support provided to 
employers, particularly small and medium-sized enterprises, to sustain those 
hardest to place. Learning from the past (including listening to those affected in 
terms of the design of programmes), greater coordination of different funding 
streams and programmes, and decentralisation linked to flexibility, instead of 
one size fits all.  
 

Proposal: Individual Learning Accounts; Learning and Skills Passports 
Ford Motors, at their Dagenham plant, historically led the way in reaching agreement 
with trade unions to upskill the workforce and provide them with learning – on and off 
the job. They were given substantial support for learning both within the working day 
and at the end of the relevant work shift – ranging from basic literacy and numeracy 
skills to training which enabled them to progress within Ford Motors and raise their 
expectations about options for the future.  
 
Due to the decline of large manufacturing plants, many of the initiatives that emerged 
50-60 years ago have been lost. Reshaping such initiatives to meet the modern 
employment landscape and the very different needs of employees, would not only be 
beneficial to the employer, but also build a collaborative approach to improving the 
efficiency, competitiveness and innovatory trajectory of the UK. 
 

 
114 The Education Hub, ‘How a Skills Bootcamp could fast-track you to a better job’, Department 
for Education, (15th July 2021)   
115 Joy Williams, Becci Newton, Astrid Allen, Lorraine Lanceley, Olivia Garner, Joseph Cook, Vicky 
Clarke, Sara Suarez, Siobhan Neary, Hannah Blake and Lewis Clark, Skills Bootcamps process 
evaluation: Research report (London: Department for Education, 2021) 
116 Billy Camden, ‘Bootcamps evaluation rings spending review alarm bells’, FE Week (21st October 
2021)  
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A package of measures to give a real boost to lifelong learning for adults would involve 
establishing a wider range of skills entitlements for adults and also a new “Right to 
Retrain” that would be much more expansive than the Conservative government’s 
“lifetime skills guarantee” (a guarantee for loans, not for investment and appropriate 
public funding).   
 
Building on Labour’s already announced Employment Rights “Green Paper” in 2021, and 
the Fair Pay Agreement policy it outlined, this should incorporate an entitlement for 
all workers to access to funding and time off to train. 117  

Employers should contribute to this entitlement to play their part in providing 
the means and opportunities for training and development of all employees. To 
incentivise this, the current levy that employers pay for apprenticeships should 
be repurposed into an Apprenticeship and Learning Levy. This will be expanded on 
later in this report. 

 
With a wide range of potential training and skills opportunities for people to access, 
both in and off-the-job, individuals should be able to track their progress, and a 
Learning and Skills “Passport” based on appropriate assessment and/or examination 
that would offer the opportunity to build, incrementally, a profile that could be added to 
at any time and in a variety of ways, throughout working life. 
 
We recommend that Learning and Skill Passports are created as part of an 
incremental and modular approach to allow people to build a record of 
achievement and progression.  
 
Passports would work in conjunction with Individual Learning Accounts, which 
would share the cost of learning between the individual, the employer and the 
state – and, where appropriate, the devolved budgets to Combined Authorities 
and elected Mayors. This would offer genuine flexibility, adaptability, and meet local 
need. 

 
Individual Learning Accounts were recommended by Labour’s Lifelong Learning 
Commission in 2019, and the European Commission has recently advised its Member 
States to adopt a version of this policy.118119 They would incorporate and supersede the 
Conservative government’s Lifelong Loan Entitlement scheduled to be available from 
2025 – and will be substantially more ambitious, more equitable and therefore more 

 
117 The Labour Party, Employment Rights Green Paper: A new deal for working people, (The 
Labour Party, 2021) 
118 Labour’s Lifelong Learning Commission, The Future is Ours to Learn, (The Labour Party, 2019)  
119 European Commission, ‘Commission takes action to improve lifelong learning and 
employability’, European Commission (10th December 2021) 
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successful in stimulating continuing learning. Whilst loans would remain available, 
bursaries and contributions from the Apprenticeship and Learning Levy would, over 
time, provide the student with funding that they could draw down on whenever and 
wherever this was appropriate to their progress within, and between, jobs.  
 
These would be very different to the experiment, which in 2002, at the behest of the 
Treasury, led the original concept to be turned into a “voucher scheme". This was open 
to considerable misuse and had nothing to do with the creation of an account for 
individuals from which they could draw down at appropriate points in their life, and 
which would be a tripartite investment portfolio from employers, individuals and 
government at every level, as spelled out above.  
The exact details of how this might be organised is inevitably one for government and 
not opposition. It would have been possible, had the Conservative-Lib Dem alliance not 
abolished Child Trust Funds, to have built on the nest egg that they were providing for 
youngsters through the age of 18, and could have then linked the entitlement to the 
drawdown on specific funding to a lifelong account, which would have then dovetailed 
with an income in retirement – given the need for people to work longer and the 
increasing mix between part-time work and pension drawdown. 
 
Experience to date of engaging adults to access their employment entitlements - 
especially among those who been out of formal education for a long period of time - 
shows that take-up rates can be relatively low without additional incentives and support 
measures. The Individual Learning Accounts, in combination with improved information 
and guidance services, could do much to increase awareness and take-up of a new 
framework of upskilling and retraining entitlements well beyond what is currently 
available.  
 
These accounts should be designed with employer co-funding in mind and 
incentivise increased investment by them to further boost the range of training 
that can be made available to workers. For example, with the increased flexibility of 
the newly formed Apprenticeship and Learning Levy, businesses could use their 
contributions to help fund employees to gain high-quality qualifications which are not 
currently funded by the levy, such as City and Guild qualifications which have been 
widely recognised by employers.  
 
It would be worth developing a scheme for those in the “gig” economy, working for 
large-scale organisations such as Uber and Amazon, or who are on contracts which 
offer very little in terms of development or career prospects. A small levy into the 
individual learning account – similar to the employer contribution to the auto 
enrolment programme for pensions, would give the individual working in the gig 
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economy a meaningful opportunity to consider training or upskilling. Again, such a 
programme can only be worked out in detail when the administrative and professional 
advice systems are in place to produce a workable programme which is joined up with 
other initiatives. 
 

Proposal: Procurement 
As noted throughout this paper, this wide array of workforce challenges can only be 
solved by a joined-up approach, engaging the individual, employers and government at 
every level. It is therefore crucial to work out the best way of incentivising small and 
large employers across key sectors to increase investment in skills training and to take 
on, where appropriate, apprentices. Given the amount spent by both public authorities 
and large employers on procurement, the specification of contracts could be key to 
achieving this goal.  
 
Current Public Contract Regulations120 provide guidance around incorporating social 
value into public contracts, but there are no obligations for this to include training and 
skills.   
 
Labour has already committed, in the Employment Rights “Green Paper”, to using public 
procurement to “support good work” and “promote high standards”, strengthening the 
conditions attached to public spending.121 We endorse this proposition. 
 
To achieve this aim, Labour should conduct a review of how procurement and 
supply chain initiatives can be reformed and extended to boost apprenticeship 
recruitment in these areas. Public procurement and contracts should include 
clauses relating to skills and expectation of training – this is vital alongside the 
importance of seeing this as part of the social value agenda.  
 
In all new procurements where apprenticeships and skills development have 
been determined to be sufficiently linked to the subject matter of the contract122, 
contracting authorities should include, in the relevant procurement 
documentation, a requirement for the supplier to provide evidence of their 
commitment to the creation of apprenticeships and developing and investing in 
skills, in their fulfilment of the contract. 

 
120 HM Government, Public Contract Regulations. UK Statutory Instruments 2015 No. 102, 2015 
121 The Labour Party, Employment Rights Green Paper: A new deal for working people, (The 
Labour Party, 2021) 
122 In-Scope Organisations should bear in mind that in principle, apprenticeships/skills should be 
capable of being linked to the subject matter of contracts covered by this Action Note in the 
majority of cases. Where In Scope organisations consider that skills/apprenticeships are not 
sufficiently relevant to be able to be linked, for example as a result of pre-procurement dialogue 
with industry, they should keep a written record of this. 
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Labour should strengthen the procurement guidance to state that where Central 
Government Departments and their executive agencies and non-departmental 
public bodies are contracting, there must be a hard requirement that for every £1 
of government spending awarded, a minimum 1p is spent on the creation of Level 
2 and 3 training opportunities.  
 
The requirement would only apply to companies with more than 250 employees. 
Separately in this paper, we have made recommendations to assist smaller, and often 
niche, suppliers – which is crucial given that about 25-27% of central government buying 
is currently awarded to SMEs.123 

Strengthening these requirements would therefore mean that 1% of the majority of the 
central government procurement budget would be focussed on delivering level 2 or 3 
training: either apprenticeship creation, BTEC qualifications, NVQs or A-levels/T-Levels. A 
similar requirement would be mandated for devolved and decentralised commissioning 
and procurement processes; including combined authorities, local government and the 
health service. 

To support and facilitate the use of procurement to encourage greater 
investment in skills, all companies employing more than 250 people should have 
to put, in their annual report and accounts, what percentage of turnover they are 
spending on the skills of their workforce or contactors. 

There already examples of employers using procurement to drive skill training, as 
shown in the case-study box below: 

 
123 Crown Commercial Service, ‘Public Procurement Policy’, HM Government, 2021 
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BOX 8:  Procurement with HS2 and Heathrow  

HS2- Embedding HS2’s People Legacy through procurement and contracts  

At peak construction HS2 will support over 34,000 jobs but the benefits for the labour market – and for 
training the infrastructure sector’s next-generation workforce – are being realised today. Over the next 
few years until 2026, HS2 will generate a constant labour demand for up to 26,500 people and is acting as 
a catalyst to upskill Britain. 

To drive forward their ambition for jobs and skills they use procurement levers to work proactively with 
the supply chain to deliver a range of skills, employment and education activities and to support those 
disadvantaged in the labour market. The use of procurement levers is key in setting expectations and 
driving the right behaviours to deliver outputs which will result in meaningful impacts for the communities. 
Skills, employment and education outputs for their supply chain includes: 

- employing apprentices to deliver their aim of generating 2,000 apprenticeships as part of 
constructing the HS2 Programme.  

- providing training and employment  
- providing structured work placements; and 
- schools engagement activity to stimulate interest in STEM subjects and transport infrastructure 

related careers. 

Once contractual measures are put in place HS2 has committed to a robust approach to monitoring of 
legacy outputs and outcomes through established platforms and portals used consistently throughout the 
supply chain. This includes quarterly tracking of contractors' progress against targets, as well as developing 
and highlighting case studies.  

Heathrow 

Prior to the pandemic and the postponement of proposals for an additional runway and expansion of
Heathrow, a Steering Group of key stakeholders was established to map the employment and skills 
requirements arising from the project. As Covid took hold, this Steering Group was repurposed to focus 
on post-Covid recovery. As with HS2, there were both short term and long-term implications for the 
skills required, both on the site and the supply chain across the country.

Many of the recommendations made by HS2 were also made by the Steering Group and accepted by 
Heathrow Leadership Team, and subsequent on a return to something like normal working, have 
embraced a wide range of initiatives as part of the Heathrow recovery process.



72

COUNCIL OF SKILLS ADVISORS’ REPORT

 
 

The NST might play an important oversite role here, including the most practical way of 
monitoring performance throughout the public sector.  
 
Proposal: Apprenticeships   
As touched on earlier, apprenticeships are not just about options immediately post-16, 
or after the acquisition of advanced qualifications, but throughout life. This is, therefore, 
a key option available outside the formal education system. However, historically the 
matching of on-the-job training with off the job learning, was always seen by employers 
as crucial to offering a rounded approach, and therefore an employee who could be 
both adaptable and innovative in not just simply filling a job vacancy, but contributing to 
the growth and well-being of the enterprise. 
 
Labour regard apprenticeships as a key vehicle of social mobility, the opportunity to 
learn whilst you earn is particularly crucial to learners from deprived communities who 
do not have the means to support unpaid experience. As more professions offer 
apprenticeships, including law, marketing and banking, they should be viewed as an 
attractive option in their own right.  

Labour should ensure that high-quality apprenticeships, which offer progression 
to advanced apprenticeships, are available and properly funded. Together with a 
commitment that all learners in work should be entitled to fully paid day release 
or other mechanisms for ensuring learning, on and off the job, is blended 
appropriately to develop future talent. Clearly the apprenticeship levy (as reshaped 
for the future) and other mechanisms for business contributions, as was historically the 
case with engineering and construction, will be crucial to achieving the necessary 
resources. 
 
 
Reforming the apprenticeship Levy 

Reformation of the current Apprenticeships Levy will be central to improving availability 
of, and access to, high quality programmes and training at all levels. We recommend, 
first and foremost, that the Levy should not just be limited to apprenticeships, 
but should become the “Apprenticeship and Learning Levy”, whereby it can 
contribute to specified training costs, in particular towards support for 16-25 year 
olds and innovative, modern technological demands 

As demonstrated earlier in this chapter, there is a desperate need to make the Levy, 
and the apprenticeship system as a whole, more accessible and maximise its use in 
SMEs. 
 
The first step is to make it more user-friendly, taking away bureaucracy and ensuring 
that flexibility offers the chance to maximise the use of the levy. One barrier often 
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identified by employers is the lack of capacity and funds for staff to fill in for apprentices 
when they are out of work on training. This is a particular challenge for SMEs and the 
public sector. Labour should consider allowing employers to use levy funds 
towards backfilling replacement workers for these scenarios. 

 
The 25% limit on levy transfer to other businesses should be lifted to make it 
easier for large firms to transfer more funds they cannot currently utilise under 
the levy to start-ups, scale-ups, “intrapreneur” subsidiaries and to those in their 
supply chain who have limited resources to be able to fund their own training and 
apprenticeships.  
 
It will be helpful to examine the use of intermediary entities to help with the levy 
transfer. Direct transfers are often described as too transactional, and an intermediate 
entity (which can be comprised of a club of large and small companies) makes the SME 
more likely to engage. These can act as the 'hub' for the SMEs, taking care of 
bureaucracy, pastoral support, pooling resources. A good example is the Advanced 
Therapies Apprenticeship Community in the Cell and Gene Therapy sector: 

 

 
Encouragement should be given to retaining the Construction Industry Training Board 
and Engineering Industry Training Board levies, and to encourage other sectoral 
collaboration, by offsetting such contributions against the levy system. 
 
The levy fund should not miss out on contributions from global companies 
currently transferring profitability, and therefore liability, out of the UK. They 
would therefore be required to pay into the levy fund at an appropriate flat rate. 
 

BOX 9: The Advanced Therapy Apprenticeship Community (ATAC) supporting 
SMEs 

The Advanced Therapies Manufacturing Taskforce identified a need for an  
end-to-end talent management plan for emerging manufacturing technologies  
in the Cell and Gene Therapy sector. The Advanced Therapy Apprenticeship Community (ATAC) 
was established to facilitate the attraction, recruitment, training, and employment of 
apprentices to the sector. To apprentices, ATAC provides support, such as complimentary site 
visits, networking events and webinars with industry leaders. In addition, ATAC provides 
support to employers and line managers in recruitment of apprentices, putting together 
training plans and organising industry specific cohort activities to the benefit of both SMEs and 
larger organisations. So far, ATAC has supported over 250 apprentices in research, 
development and manufacture of cell and gene therapies from 51 companies, over half of 
which were SMEs at the time of taking their first apprentice.  
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More needs to be done to ensure that the levy is spent on level 2 and 3 apprenticeships. 
We recommend that an incoming Labour government should examine the most 
appropriate means for ensuring that a higher proportion of the levy is used for 
entry-level apprenticeships.  

The right of centre think tank Onward, in their 2022 report, Course Correction: why we 
need to reform apprenticeships would like to see the DfE fund the full cost of training and 
end point assessment for those that are hiring apprentice under the age of 19. 124 

Whilst we do not believe that the top slicing of the Apprenticeship and Learning Levy 
should be replaced by the DfE's core budget, we do believe that there is an 
overwhelming case for fully funding entry-level apprenticeships for this age group and 
would recommend, as flagged earlier in this report, that the Education Maintenance 
Allowance, once restored, should be available to this age group, in line with those 
in full-time education settings. This would have the added advantage of directing 
funding to less affluent regions, given that this age group are more likely to take up an 
apprenticeship outside of London and the South East.  
 
A Labour government should provide the means to facilitate distribution of levy funds 
where it is needed most. We agree with the recommendation from Onward that: “the 
government should publish datasets breaking down how much levy funding is raised, 
where it is spent, and where it is reallocated, alongside breakdowns by age, course type 
and level, and geography at the lowest possible level.125” Capturing this level of 
apprenticeship data has additional benefits, such providing data on where there are 
skills gaps, and can complement IfATEs ongoing engagement with providers to review 
apprenticeship standards.   
 
Support for SMEs 
The success and growth of SMEs is key to our ability to compete globally and therefore 
more needs to be done provide them with the opportunities and resources to 
accommodate and train apprentices. Most major associations, including the 
Confederation of British Industry, Federation of Small Businesses (FSB) and the 
Association of Employers and Learning Providers (AELP - whose members train 7 out of 
10 apprenticeship starts)126 all call for change to remove barriers to the take up and of 
apprenticeships for SMEs. 
 

 
124 Francesca Fraser and Adam Hawksbee Course Correction: why we need to reform 
apprenticeships (London: UK Onward, 2022) p. 41 
125 Francesca Fraser, Adam Hawksbee, Course Correction: why we need to reform apprenticeships, 
(London: UK Onward, 2022) p. 43. 
126 Association of Education and Learning Providers (AELP), ‘Apprenticeship Starts Falling Off A 
Cliff’, AELP, 2020 
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Firstly, and as recently recommended by the APPG for Apprenticeships, the 
government should establish a well-publicised advice service and central portal of 
information for small businesses which support them to take on an apprentice 
and assist them in the process.127 This is necessary to improve access and knowledge 
about incentives and support available for small businesses for hiring apprentices. The 
FSB has found one striking example: in 2019 only 40% of small businesses had received 
the £1000 incentive they are eligible to for hiring a 16-18 year old apprentice, and 34% 
were not even aware it existed.128 Improving knowledge of such incentives has the dual 
impact of both supporting SMEs whilst widening availability of apprenticeship starts for 
young people. 
 
Labour should draw upon the experiences of successful initiatives from abroad used to 
boost employment and training opportunities. One such examples is the “Make it in 
Germany” campaign which has led to 82 % of apprentices in Germany now being 
employed by SMEs.129  

  

 
127 APPG on Apprenticeships, Report 2021-2022, (London: Connect PA 2022) 
128 The Federation of Small Businesses, Fit For The Future: Making The Apprenticeship System 
Work For Small Businesses, (Federation of Small Businesses, 2019) 
129 German Federal Ministry for Economic Affairs and Climate Action, ‘The German Mittelstand as 
a model for success’, Federal Ministry for Economic Affairs and Climate Action, 2022 

BOX 10: Germany: Embracing the Mittelstand (SMEs) 
 
The Federal Ministry for Economic Affairs and Climate Action has implemented 
economic policies to create a positive start-up and business environment for 
companies to thrive.  

In November 2018, it presented its strategy for securing skilled labour that aimed to 
boost the labour force participation rate, encouraged the immigration of qualified 
professionals from abroad and helped companies to take advantage of the benefits 
of a diverse workforce.  

Alongside their ‘Make it In Germany’ campaign, this has allowed the a growth in 
employment and training opportunities, with 82% of apprentices in Germany 
employed by SME’s and 58.5% of jobs in Germany created by SMEs.  

German Federal Ministry for Economic Affairs and Climate Action, ‘The German 
Mittelstand as a model for success’, Federal Ministry for Economic Affairs and Climate 
Action, 2022 
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Many SMEs simply do not have the capacity to take on large numbers of apprentices. 
The days when large-scale industry was able to offer on-the-job, and off the job, training 
without dislocating the business process and therefore the business model, have 
substantially disappeared.  
 
It is therefore incumbent at local level, supported by government, to provide not 
just incubator approaches to helping small businesses to work together, but a 
positive programme that allows them to undertake “shared apprenticeships", 
which only exist, at the moment, in small numbers, but could be the answer to 
businesses that want to help, and have important innovations, but just simply do 
not have the wherewithal to do so.  
 
Utilising the substantial resource that is already being applied by government more 
effectively, is just common sense. Using the current investment in Job Coaches, funded 
through the DWP, and skilling them to be able to provide the necessary support, would 
help businesses to combine, and to take on many more apprentices, as well as 
contributing to the development of the T level programme which requires 45 days of 
on-the-job (in business and service) experience. This currently provides a major barrier 
both to the expansion of apprenticeships and the development of T levels alongside 
other high-quality, Advanced Qualifications, and A-levels. Clearly this would have to be 
undertaken with, rather than to, businesses; just as government should be alongside 
and delivering “with", not “to" the public.  
 
Furthermore, SMEs should be given an additional incentive to provide training for their 
employees. We recommend that the incoming Chancellor of the Exchequer, under 
a Labour government, should examine the introduction of a skills tax credit for 
SMEs. As recommended by the Learning and Work Institute, this could be modelled on 
the R&D tax credit, and could allow employers to deduct 230% of the cost of 
apprenticeships and accredited training from their tax bills, with a higher Skills Credit, 
allowing 300% of training costs to be deducted, in priority, levelling up areas.130  
  

 
130 Learning and Work Institute, Raising the Bar: Increasing employer investment in skills. (Leicester: 
Learning and Work Institute, 2022) 
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Expanding scope and access 
All apprentices engaged in a Level 2 apprenticeship should be given a right to 
progress to a Level 3 Advanced Apprenticeship with an existing or subsequent 
employer. One option could be to include this entitlement in broader legislative 
reforms on strengthening workers’ rights to paid time off for training.  
 
Labour should improve the breadth of level 4 apprenticeship qualifications 
available to increase the attractiveness of apprenticeships to A Level students as 
an alternative career path to university for top-performing students and to 
increase the public sector and technical opportunities available. Public sector 
employers should develop more established routes from apprenticeships into the 
workplace.  

 
Labour should undertake regular reviews of barriers to the uptake of 
apprenticeships. In this vein, the government should publish statistics, by educational 
establishment, of how many pupils go onto apprenticeship schemes and the 
achievement of a student to attain an apprenticeship placement should be viewed with 
equal pride to that of a student achieving a university offer. To facilitate this cultural and 
attitudinal change, UCAS should continue its expansion of its existing portal to service 
apprenticeships. 

 

 

BOX 11 Apprenticeships at the Open University 
 
The Open University (OU) provides an excellent example of flexibility and support 
which can broaden access to apprenticeships. One of the largest providers of 
apprenticeships, the OU’s flexible, online teaching model opens up apprenticeships 
to learners with personal commitments and does not require them to move from 
their local area.  
 
The OU’s ‘open entry’ principle, meaning learners do not need a prior qualification, 
opens up access to people of all levels. For apprentices requiring Level 2 English and 
Maths, they provide additional support so that they can gain these qualifications 
alongside their apprenticeship. The OU is also an illustration of how modern 
technology can facilitate learning in a way that was never possible in the past.  
 

Open University, ‘Apprenticeships’, Open University, 2022 
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Apprenticeship training should be broadened to offer a wider range of skills within their 
chosen sector, not just a single narrow occupation. This will help to ensure flexibility as 
the labour market changes. In the same way that college and university level courses 
can provide credit transfers, the same should be made available for apprenticeships – 
with a modular approach to training enabling apprentices to transfer to different 
programmes without needing to start from the beginning.  Linked to the development 
of shared apprenticeships, this could broaden, dramatically, the opportunities available. 
 

Degree apprenticeships will play a crucial part in facilitating the development of cutting-
edge industries. Degree apprenticeships should be significantly expanded, and 
higher education institutions should integrate more project-based learning and 
employer engagement into their provision. Labour should build on the examples 
that already exist, drawing upon the experiences of the Advanced Manufacturing 
Research Centre (AMRC) at the University of Sheffield and the WMG Apprenticeship 
Programme at Warwick University [see boxes 12 and 13]. 
 



79

COUNCIL OF SKILLS ADVISORS’ REPORT

 
 

 
  

BOX 12 Degree Apprenticeships at the AMRC 
 
What is a degree apprenticeship? 
 
Developed in conjunction with industry, degree apprenticeships allow students to 
combine their studies with full time employment. A degree level qualification is 
achieved at the end of the programme. 
 
The Advanced Manufacturing Research Centre (AMRC) Sheffield 
 
The AMRC was established in 2001 as a £15 million collaboration between the University 
of Sheffield and aerospace giant Boeing, with support from the former Yorkshire Forward 
and the European Regional Development Funds.  
 
With its base still in Sheffield, nowadays, the AMRC is a network of world-leading research 
and innovation centres working with advanced manufacturing companies around the 
globe. It transforms industrial and economic performance by making step changes in 
productivity, increasing competitiveness, developing new products and processes and 
training new talent and skills. 
 
Their 120-plus industrial members range from global giants like Boeing, Rolls-Royce, 
McLaren Automotive, BAE Systems and Airbus to small companies.  
 
Degree apprentices at the AMRC receive a Bachelor’s Degree in Engineering (BEng), 
and which are made up of a two-year foundation degree and a one-year top-up 
degree. Apprenticeship courses include: Mechanical Engineering Apprenticeship, 
Product Design and Development Apprenticeship and Control Technical Support 
Engineer Apprenticeship.  

AMRC ‘Background’, AMRC, 2022  
AMRC, ‘Degree Apprenticeships’, AMRC Training, 2022  
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Given that degree apprenticeships are created and completed in partnership with 
industry, they can be used for assisting in the development of technology that does not 
yet exist, and could also be supported by the apprenticeship levy. One such example is 
Ford Motors recent commitment to investing £230 million in Halewood for building 
components for electric vehicles.131 Given this is modern technology, apprenticeships 
do not yet exist for this purpose. However, a degree apprenticeship could meet 
requirements, and flexibility to use the levy for apprentices’ involvement in the 
development and design stage of technology which would be beneficial.  

Proposal: Adult Skills 
Labour should ensure, through a programme of lifelong learning, that those wishing to 
take up new skills, switch between forms of employment or within their existing sector 
are not precluded from doing so because of financial constraints.  
  

 
131 Ford, ‘£230 Million Investment To Build Our First EV Components In Europe’, Ford (18th 
October 2021) 

BOX 13 WMG at Warwick University 

WMG at Warwick University is a world leading research and innovation group which 
was first established over 40 years ago. It now provides a cooperative space for 
academia, private and public sectors, to drive innovation in applied science, 
technology and engineering. 

 

Degree Apprenticeships at WMG 

As with the AMRC, degree apprenticeships at WMG are created and delivered in 
collaboration with industry partners such as Dyson and Jaguar Land Rover. 

WMG also has a purpose-built Degree Apprenticeship Centre which provides a 
learning and teaching environment with state-of-the art facilities and equipment. 

Degree programmes include: a Bachelor of Engineering in Applied Professional 
Engineering; Bachelor of Science in Digital and Technology solutions; as well as 
Postgraduate courses in Engineering Business Management, Senior Leadership and 
Systems Engineering Technical Leadership. 

WMG at The University of Warwick ‘Degree Apprenticeships’, University of 
Warwick, 2022 
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There is currently an incredibly confused landscape in relation to access and funding to 
gain new qualifications. It is no wonder learners are at a loss as to what options exist for 
them, which entitlements they can access and where funding might lie. Therefore, the 
whole system needs to be simplified and made more equitable. 
 
The Conservative government’s very limited “lifetime skills guarantee” for adults is much 
more restrictive than entitlements which have existed in the past and, with some 
exceptions, only grants fully funded access to a prescribed list of level 3 qualifications 
(many of which do not match current labour market needs132). Adults who have already 
achieved this level of attainment and earn above the national living wage are completely 
excluded from retraining using this “guarantee”. 
 
We acknowledge that for those who are unemployed, or on low wages, there is an 
entitlement to funding at level 2 and 3; and there continues to be a level 2 entitlement 
for adults who have not achieved a GCSE or equivalent qualification in English and 
maths. However, there should be a much broader range of adult skills entitlements that 
fund free courses.  Many adults need access to free courses for foundation and level 2 
qualifications in order to progress to take-up of a level 3 entitlement. It therefore is 
inequitable that adults should be barred from the “lifetime skills guarantee” on the basis 
that they have an old level 3 qualification, in some circumstances from decades ago.  
 
Therefore, adult level 2 entitlements should be available irrespective of whether the 
person is currently unemployed, and level 3 fully funded where it has been identified 
that this will allow for progression in work, or agreed, with the employer, as a pathway 
to changing or upscaling employment within the same sector.  
 
A new Right to Retrain could be rolled out quickly by building on the existing skills 
entitlement framework. This would involve reinstating and expanding the 
entitlement to free courses for a first level 2 qualification and flexing the 
entitlements to allow adults free access to courses from an approved provider, 
leading to level 2 and level 3 qualifications even if they already had qualifications 
at these levels. This would immediately open-up progression pathways for many 
adults to higher level qualifications. 
  

 
132 House of Commons Education Select Committee, A plan for an adult skills and lifelong learning 
revolution, (London: House of Commons 2020) 
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A Labour government could take this forward immediately, and simply change 
the ESFA funding regime to this effect in a relatively short period of time.  
 
For the same reasons that the EMA should be reintroduced for 16-18 year olds, 
financial support for older students and adult learners should be expanded and 
revitalised, including by taking forward the recommendations of the Augar 
Review to restore maintenance grants (and extend eligibility) and boost financial 
support for adult learners studying for level 2 and 3 qualifications. 
 
In addition to enhanced access to level 2 and 3 qualifications for adults, there is a 
further need to provide support for the adult population to improve basic numeracy, 
literacy and digital skills. 
 

The government funded initiative Multiply, aimed at raising, substantially competence, 
in numeracy amongst adults, is very welcome. But this, and other similar initiatives for 
adult learning, must be sustained, properly evaluated and tailored to reach those most 
in need of engaging with such programmes.  

UnionLearn should be recreated, so that substantial funding can be made 
available to facilitate joint approaches between trade union and employers to 
offer basic literacy and numeracy skills through to on-the-job advanced 
qualifications.  

In autumn 2020 the Conservative government introduced a new legal entitlement to 
fully funded specified digital qualifications at entry level and level 1 for adults with no or 
low digital skills. However, this excludes access to free digital skills courses for millions 
of adults who lack basic digital skills at level 2.  Therefore, the Digital Skills 
entitlement should also be reformed to grant access to free courses up to level 2 
in line with the equivalent English and Maths entitlements for adults. This will 
also build a stronger foundation and support interest in more advanced digital 
skills training. 
 
The NST would have a key role in monitoring the landscape for digital skills to ensure 
that obsolete skills are not being provided, and providing trust in all advanced digital 
qualifications as demand and ways of teaching change. 
 
Where modes of digital upskilling for adults exist, such as Digital Skills 
Bootcamps, it is essential that they are integrated into the national framework 
for qualifications. This addresses two distinct problems currently faced by alternative 
modes of training – the desire from employers and workers for certainty in the standard 
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of qualifications, and also sufficient responsiveness to changes in demand and 
definitions of advanced digital skills due to innovation.  
 
As indicated earlier, there was no proper evaluation and outcome measure of the first 
wave of “Skills Bootcamps”. We recommend that an incoming Labour government 
should use the substantial resource available for “Skills Bootcamps” to target, 
more effectively, short term skill shortages, to ensure that they form part of the 
modular approach to joined up progression, including providing certification for 
the Learning Passport.  
 
The revolving door of schemes which offer much but deliver less, demoralise and 
therefore undermine the confidence and motivation of participants. For many, it is not 
just a question of qualifications, but the right kind of careers guidance to understand 
the best options available to them. 
 
The option of flexible, modular learning can also form part of the process of lifelong 
learning to address the skills needed to drive higher levels of productivity. As detailed 
by the work undertaken by Staffordshire University in this area133 this can take the form 
of  “micro-credentials”. To be developed based on local, regional and industry-wide 
needs, for both the busy individual wanting to upskill on their own terms, or as an 
employee of a business, microcredit courses can allow people to engage in bite-sized 
learning that is targeted on specific industry needs.  

Their short, focused design could enable an agile response to current and future skills 
gaps. This is crucial not least in wind, solar, wave and other emerging energy 
technologies, as well as for those who have entered net zero jobs having left or been 
made redundant from their previous jobs and have skills which have become outdated.  

This fits with our Learning Passport concept, where a modular approach could 
build on experimental work with microcredits which allow learners to progress 
over time, and which should be of the highest possible standard. 

Quality of provision is key. Delivering services effectively – whether in the private or the 
public sector – whether in the charitable and social enterprise sphere - skilling people to 
be able to provide effective outcomes to the consumer, is often underestimated. In 
retail and hospitality, training to provide the consumer with an excellent, well-informed 
and appropriate service, requires both excellent initial training, and opportunities for 
progression.   

 
133 The Lifelong Education Commission, The Role Of Microcredentials In Modular Learning 
(ResPublica, 2022) 



84

COUNCIL OF SKILLS ADVISORS’ REPORT

 
 

Whilst only 70% of the adult population can be classified as “workers", the whole of our 
population are consumers. Neglecting the interests of the consumer and failing to 
understand that high-level skills are an essential part of meeting need and providing 
both satisfaction and an attractive outcome for tourists as well as local visitors to 
hospitality and entertainment, should be recognised and given the prominence it 
deserves. Our tourist industry is a substantial economic benefit and earner for the UK. 
Building our reputation for high level, good quality and well-informed service, would 
enhance this still further.  
 
An incoming Labour government might consider re-establishing a Department for 
Consumer Affairs. Initially, combined authorities and local government will need 
to be re-engaged, with the critical task of consumer protection, which had been 
so badly eroded over the last decade. Reintroducing this function will be vital. 
 

Proposal: In-Work Skills Development 
As demonstrated throughout this paper, as well as partnering with the government and 
providers to produce high quality qualifications, employers can also provide the support 
for, and the means, to develop basic skills in the workplace, as well as opportunities to 
progress and upskill. 

  

BOX 14 FutureDotNow Coalition.  
 
“FutureDotNow is a coalition of industry leaders focused on closing the digital skills gap for 
working age adults. We’re coordinating industry action to equip people across the UK with the 
Essential Digital Skills (EDS) they need to thrive in work and prepare for our digital future. 
 
Creating the impetus for change 
We help businesses understand that a significant amount of the workforce do not have the digital 
basics they need for the workplace. We empower industry leaders to take action and drive change 
 
Helping industry make it happen 
Our coalition cuts across all UK industry sectors and business size. We help our members develop 
and share best practice, so every working-age adult can thrive in our increasingly digital world. 
 
Building a movement 
We bring together organisations that want to collaborate on digitally upskilling working age adults. 
Our members’ employees, customers and supply chains give us a reach of millions.” 
 
Futuredotnow, Futuredotnow, 2022  
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There are already many positive examples of employers contributing to the nation’s 
skills needs, and these should be widely publicised and drawn upon to encourage more 
employers to contribute in the same way. We welcome the initiative of the 
Futuredotnow coalition (see Box 14) of employers developing ways, and sharing best 
practice, to provide the workforce with digital skills and improve digital literacy. The 
coalition’s May 2022 report states: “The data shows the workplace is one of the best 
places for this intervention. In short, people need employers to help them find 
opportunities to acquire these essential digital skills, and it is in the businesses’ interest 
to do so.”134 A Labour government should be supportive of such coalitions, which 
should include public, private and third sector employers. Clearly, public sector 
employers should lead by example in terms of in work-training and progression. 

 

Major UK employers, John Lewis and BAE Systems, provide examples of best practice in 
terms of employer investment in skills and apprenticeships.  

 

 

 
134 FutureDotNow, Unpacking the hidden middle (FutureDotNow,2022) 
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Training the voluntary sector has often been neglected. Organisations such as the 
Foundation for Social Improvement which reaches out to provide training to small and 
medium-sized voluntary sector organisations, is one example of what could be done to 
upskill the workforce in delivering crucial services. 
  

BOX 15 John Lewis and BAE Systems 

John Lewis 

John Lewis invests millions of pounds each year in vocational skills and training for 
their partners. The investment includes around 500 new apprenticeships each year, 
HGV and chef academies, recruitment and employability support for young people 
leaving the care system, and digital and data skills. The John Lewis Partnership 
Chairman’s Retraining Fund for those leaving the business due to redundancy funds 
up to 70% of a recognised qualification or course for up to two years, up to a 
maximum value of £4,200. They will fund any course, as long as it is professionally 
accredited vocational training that will lead to employment. 

 

BAE Systems 

BAE Systems spends more than £90m annually on training their people, and with 
schools, colleges and universities. They have both a nationwide and localised 
approach to education and development in skills in the first stages of careers – with 
a commitment to supporting young people in their local communities with skills 
development; and providing placements and employability skills. They are 
committed to supporting levelling up: more than 60% of their apprentice intake in 
2022 is from the North of England, and in 2021 26% of their intake was from 
disadvantaged communities.  They are a big employer of apprenticeships, and in 
2021 they recruited 851 apprentices and 522 graduates in the UK. In 2022 they plan 
to recruit another 1075 apprentices and 779 graduates and undergraduates. They 
have invested in more than £50m on new Apprenticeship and Skills Academies in 
Salisbury, Barrow-in-Furness and Portsmouth 

 

Further details of each company’s investment in skills and apprenticeships, as 
provided by John Lewis and BAE Systems, can be found in appendices 4 and 5. 
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Progressing in the workplace 
Education and training can impact skills and productivity with highly visible 
organisational change and development efforts that support and encourage leaders to 
emerge and improve.135 More emphasis should be put on the importance of 
managers and leaders in the workplace and greater assistance to encourage and 
support workers to move into these roles and enhance their skills. 

 
Management skills are of critical importance, and over generations the acquisition of 
such skills and transfer of best practice from elsewhere in the world has been lacking. It 
will be really important that, as well as a massive shift in low-level to medium-level skills 
and higher level skills, is a new concentration on developing a cohort of managers who 
can meet the challenge of the 21st-century. 
 
As discussed in the chapter on Apprenticeships, the Apprenticeship and Learning Levy 
can contribute towards funding the time off to train, and for qualifications themselves.  

 

Proposal: Returners and Welfare to Work 
So often in the past, those who have been made redundant have been left either to look 
for jobs which do not use their talent, or simply to languish on benefits. The benefit 
system should always be a ladder or trampoline out of dependence, rather than 
creating a trap. That was the original intention of Universal Credit, and, suitably 
adapted, that objective could be met.  
 
It is crucial that Labour thinks now, in opposition, and prepares for government on the 
basis that it might be necessary to invest in substantial and immediate expansion of 
reskilling using the benefit system – not as a fallback, but as a key maintenance of 
income and entitlement, whilst agreed and properly hallmarked training opportunities 
are put in place. Once again, mapping the landscape, the particular sectors most likely 
to be affected, and future needs rather than training for already redundant jobs, would 
allow for a targeted and therefore focused approach, enabling providers to plan their 
own upscaling of both staff and facilities.  
  

 
135 Harvard Business Review, ‘Why Leadership Training Fails – and What to Do About it’, Harvard 
Business Review, 2016 
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The nature of the way in which the DWP currently operates, people are pressed into 
taking an immediate job available, even if it is one which provides them with no 
additional educational or added-value skills programme, and therefore could place 
them in the same vulnerable position in the future. In addition, those who are being 
requested to job search for 35 hours a week are self-evidently not able to access 
training, and therefore preparation for work, in a way that makes sense. 
 
The Department for Work and Pensions should allow people to study full or part-
time, whilst on benefits, for an agreed course at an approved provider, and with 
appropriate conditionality requirements. 136 
 
The benefit system should always facilitate entry into learning and skills where this is 
appropriate, job orientated and with the appropriate careers advice. “Welfare to work", 
should mean exactly what it says – the opportunity to gain the necessary competence, 
capacity and social skills to be able to take on the right job. Lessons, once again, can be 
learnt from elsewhere in Europe and the world, including from the Länder, in Germany, 
where those losing employment, are guaranteed a sufficient income to be able to hold 
onto key aspects of their lives, whilst gaining new skills.  
 
This applies to those of working age who have left the workforce – either voluntarily or 
through redundancy – and who, after a long gap, may need further support in order to 
return to work. Two such groups, as seen earlier, are women with family and caring 
responsibilities, and the over 50s. With better access to advice and the options available, 
confidence could be built to reskill and/or return to the workplace.  
 
It is clearly in the interests of employers not simply to attract older, experienced 
workers, but also to retain the commitment of staff - by embracing flexible, or part time, 
options which fit in with new patterns of working, including those which, by necessity, 
emerged during the worst period of the Covid pandemic; and adapting for those with 
family and caring responsibilities. As noted earlier, we would expect public employers to 
lead by example. 

 
Supporting those with illness, mental health challenges and disabilities  

We must liberate people with disabilities and special needs in terms of both neglect of 
individual talent and a crucial workforce to meet skills shortages and vacancies. 
Individuals who could work on a parttime, if not full-time, basis and where particular 

 
136 Olivia Gable, Room To Grow: Removing Barriers To Training For People On Universal Credit, (Work 
Foundation, Lancaster University Management School, 2022) 
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emphasis could be placed on entitlement to initial interview where their past 
experience and skillset make this possible, and progression within employment. 

The government support programme currently available for disabled employees, Access 
to Work, needs to be better publicised to increase the number of employers making the 
adjustments necessary to support disabled people in work and overcoming any 
practical barriers that might stand in the way of doing the job. We recommend that 
Access to Work is made much more flexible and person-centred. It should be 
available for those undertaking substantial volunteering, trialling work 
placements, and must be planned before the individual takes up the offered work 
opportunity.  

Employer organisations and large companies are crucial in setting an example, and a 
Labour government should encourage participation in projects such as the Employers 
Network for Equality and Inclusion (ENEI) to spread best practice.  

One way for a Labour government to change this dismal situation would be to 
introduce a “passporting” scheme for all key, full time training and learning 
opportunities to those eligible. The passport would begin with Education Health 
and Care Plans (EHCP) (or future equivalent) in school, which would then provide 
for automatic entitlement to the disabled students allowance, and then to Access 
to Work once they enter formal employment. In this way, previous entitlement 
would automatically be carried forward into the world of work, improving access and 
greatly reducing bureaucracy. 

It will be critical for a Labour government to work with organisations such as the Society 
of Occupational Medicine (SOM) in identifying how those who incur a disability, or 
become ill whilst at work, should be supported and facilitated to remain in the 
workforce and, where necessary, transferring with the help of appropriate skills 
training, to employment commensurate with either their recovery or long-term 
capability. SOM have done a great deal of work on how best to improve through 
occupational health programs, the retention of workers who would otherwise drop out 
of employment permanently, or for at least a period of time, with the loss of both skill 
and experience, and the subsequent substantial cost to the economy.  

Labour should consider, with employer and trade union backing, the 
establishment of a National Occupational Health Programme, delivered locally 
well as nationally, which could save billions of pounds for employers and to the 
economy more generally in avoidance of shortages, recruitment costs and loss of 
experience. 
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Conclusion 
 
The breadth of this document reflects the enormity of the challenge ahead. So much 
policy in this area has been piecemeal and even where the present government did 
attempt to raise the profile of providing skills for the future in the Skills and Post-16 
Education Act, it amounted to tinkering at the edges, rather than a comprehensive 
approach to a complex, multifaceted and lifelong policy issue. 
 
In this time of increased longevity and extended working life, as outlined throughout 
this document, Labour must build an education system that works for everyone. 
Whether in meeting the need for an ever-expanding workforce for health and social 
care, or adapting technological advances to facilitate human input and control, a Labour 
government should set aside a purely free-market approach, unplanned free-for-all and 
replace with a country prepared to share the fruits of increased productivity and 
prosperity with all its citizens.  
 
The recommendations we have made in this document are designed to achieve just 
that. It will take time and determination; a radical re-prioritisation of policy reminiscent 
of “Education, Education, Education”, a quarter of a century ago.  
 
If there is not a step change which re-balances the economy, lifts the productivity and 
growth in regions across the nation to the levels seen in London and the South East, 
then the danger of stagflation will continue, the country will stagger on accepting 
mediocrity, gradually sliding further behind those countries who are determined to 
equip their nation for tomorrow's world. 
 
The ambition outlined in this paper can only be achieved by setting aside the notion 
that government intervention is the problem. Instead we must emphasise the 
importance of devolving government and engaging business and individuals in common 
cause that places power and influence in the hands of those directly affected, thereby 
reestablishing the historic values of the Labour Party: espousing a bottom-up, rather 
than top-down, approach and reinforcing active citizenship in every aspect of our 
economic and social life. 
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Appendix 1 - Recommendations 
 

 

National Skills Taskforce (NST) 
 

Key Recommendations 

1. Establish a National Skills Taskforce, which would mirror the initiative, 
from 25 years ago, to pull together employers from large and small 
companies alike; representatives of trade unions; central and local 
government; further and higher education, and a range of key stakeholders 
with a commitment to developing and delivering on the agenda set out in 
this paper. Partnership and collaboration will be at the forefront of the 
plan for change, with greater interdepartmental coordination between the 
Department of Work and Pensions, the Department for Business, Energy 
and Industrial Strategy, and the Department for Education to work closely 
together to maximise efficacy of skills policy. 

 
2. Decision making and spending should be decentralised and devolved to 

regional and sub regional level wherever possible.  
 

 
All Recommendations 
 

- In advance of Labour's victory at the next general election, it is recommended 
that the Shadow Cabinet should begin preparation for building a National 
Skills Taskforce, and undertake crosscutting work, sponsored by forward-
looking businesses, foundations and academic institutions.   

 
Devolved Skills Plans 

 
- An NST will help to simplify the patchwork of local bodies with responsibilities 

for skills (combined authorities, LEPs, opportunity areas, local authorities, 
employers) and will assist central government in formulating the necessary 
criteria and power to give local decision-makers the means to tailor training 
for the needs of their local economy and within a key national framework 
that offers minimum entitlements wherever an individual lives and works.  
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- Local Skills Improvement Plans (LSIPs) should be an ongoing “process” and 
not a once-off exercise 

 
- The NST should have a key role in setting minimum digital skills 

requirements, while also support LSIPs to identify specialisms where they can 
build capacity and advantage 
 

- Mayoral and combined authorities should be able to take the lead in a 
revamped, more collaborative and co-operative approach at local level than 
is possible through the current Conservative proposals for Employer 
Representative Bodies (ERBs).  
 

- Disparate funding streams should be drawn together under the control of 
Metro Mayors or local authorities to reduce complexity and bureaucracy. 
 

- The NST would direct the ESFA or successor body to key national priorities, 
whilst devolving those elements of the budget deployed at sub-regional level. 

 
- The expansion and development of the SDF will be needed if proper forward 

planning is to be meaningful, together with collaboration rather than 
competition in the bidding process for funds, so that one college or provider 
in each locality will be able to take on the necessary work, in the knowledge 
that they will have secure funding and a market on which to draw. 

 

Migration Advisory Committee 
 

- It would be essential for an incoming Labour government to be able to draw 
together the work of the Migration Advisory Committee with the work 
already taking place in business and academia to map a forward look at skills 
shortages so that there is a collaborative approach to meeting these 
challenges. 
 

- The Migration Advisory Committee would feed into the National Skills 
Taskforce, which could then in turn advise employers, training providers and 
government; map anticipated shortages and advise government on how to 
plan ahead and take immediate action to prepare the UK workforce to meet 
those challenges.   
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Early Years 
 

Key Recommendations 

3. The restoration of the original objectives of the Sure Start programme and 
the development of a comprehensive system - from the end of maternity 
leave through to the end of primary school- which enables parents, 
especially women, to work the jobs and hours they choose, and ensures 
children are engaged in enriching, high quality education and 
development. 
 

4. Bringing together tax-free childcare accounts, free education provision, 
and other initiatives into a much more coherent programme, recognising 
support for parents and development priorities for children. 

 

Primary and Secondary School 
 

Key Recommendations 

5. A broad-based National Curriculum Authority, or Agency, should be 
established which draws in broad expertise for reshaping the curriculum 
and providing a modernised syllabus which is free from Party Political 
interference; 
 

6. Collaboration between state and private sectors to raise the standards of 
digital skills teaching; provide the workforce with the advanced digital 
skills necessary for the individual and society to thrive in a digital present 
and future, starting with provision in schools and embedded in post-16 
learning 
 

7. Introducing multimodal assessment so that young people’s progress is no 
longer measured solely through written exams 
 

8. Providing teachers with ongoing support in order to improve retention, 
build the quality of leadership and teaching for staff in the education 
sector, and invest in their continuing professional development. This 
should include the gradual introduction of sabbaticals for teachers for 
every five years of service 
 

9. A reformed National Tutoring Programme should be embedded as a 
permanent feature to allow all young people to access private tutoring 
services on equal terms 
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All Recommendations 

- All schools should follow a reformed, creative and forward-looking 
curriculum, which, in essence, would mean an entitlement, to that 
curriculum, for all pupils in publicly funded schools and colleges.  

 
Basic and essential skills – preparing for work and life 

 
- There should be a renewed emphasis on vocabulary, particularly in early 

years and key stage 1, which can dramatically improve personal outcomes in 
adult life and employability. 
 

- In addition to communication, teaching other broader, or ‘essential’ skills 
such as teamwork, problem-solving and resilience should be a key element of 
a new curriculum using proven, leading frameworks such as the Skills Builder 
Partnership [See Appendix 2]  

 
- Innovative solutions such as the Skills Builder Partnership should be 

evaluated, and then promoted, throughout the Education Service. 
 

- Central to building essential skills is ensuring that art and design, drama, 
music subjects, as well as cultural experiences are available to all students, 
and can be built on into adult life and creative work opportunities. 

 
- Citizenship education, which is vital for preparing young people for adult life 

and should be reinvested in and expanded upon. 
 

- Ofsted should draw a clear distinction between Citizenship Education and 
Personal, Social and Health Education, treating them as equally important, 
and related subject areas, but as addressing different elements of 
preparation for growth into adulthood.  

 
- New investment should be applied to expanding teacher training and 

continuing professional development in Citizenship Education; and into 
materials and work plans currently under development by the Association for 
Citizenship Teaching.  
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Community Leadership 
- the government should provide the modest funding needed to ensure that 

community and social action courses can be developed and flourish 
 

Building digital skills in the classroom 
 

- A new curriculum should develop competence in technology and coding to 
provide young people with tools to be used within and across disciplines, 
prepare all for a future of universal digital access and enable understanding 
of the evolution of AI and Robotics and working in balance with machines. 
 

- An innovative syllabus would incorporate digital literacy across all subjects 
and, starting from an appropriate point in primary education, teaching basic 
digital skills should be mandatory across all levels 

 
- Primary schools should be supported to move beyond the teaching of high-

level block building programming, such as Scratch, to move to engagement 
with genuine programming, whether that is simplistic CSS/Html coding or 
even more advanced languages such as Python. 

 
- Access for all students to internet enabled devices should be guaranteed, and 

to up-to-date classroom technology to underpin learning. 
 
- Ensure that every school can offer devices, such as Raspberry Pis, and 

suitable, supported spaces where they can use their device to build up their 
skills. 

 
- A Labour government should work with local and national businesses - 

including technology providers to facilitate both equipment and practical 
guidance to schools where needed. 

Assessment 

- Labour should introduce multimodal assessment so that young people’s 
progress is no longer just measured through written exams and develop, and 
make full use of, destination measures137 based on existing underused data 
to help schools and colleges understand the long-term destinations of their 
students. 

  

 
137 The Edge Foundation, ‘Investigating the potential use of long-term school and college 
destination measures’, The Edge Foundation, 2022  
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Teaching 
- Labour should seek to build on the new National Professional Qualifications 

(NPQs) and provide teachers with ongoing support to build the quality of 
leadership and teaching for staff in the education sector, and invest in their 
continuing professional development. 
 

- Starting with those teaching key stage 4 and above, phasing in as necessary, 
and learning from early experience, a sabbatical of up to one academic term 
should be offered every five years of service in order to link teachers with the 
opportunity of other work placements, research opportunities or overseas 
exchange programmes - once workforce planning allows for sufficient 
capacity within the school and college system. 

 
- Labour should seek to increase the number of computer science teachers 

and to ensure that all teacher training includes increased awareness of 
advanced digital skills and careers. 

 
- A Labour government should support the continued expansion of resource 

platforms such as Oak Academy as a means of providing more pupils with 
access to quality lessons, with the added benefit of reduced pressure on 
staff. 

 

Technology, tutoring and liberating family learning 

- Labour should develop links between family and adult learning which 
supports parents and children on the learning journey, together with the 
promotion of long-term tutoring programmes to narrow the gap between 
those without the means to pay for extracurricular support, and those who 
access it extensively. 
 

- A reformed National Tutoring Programme should be embedded as a 
permanent feature to allow all young people access to private tutoring 
services on equal terms and which would otherwise only be available to the 
better off 
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Careers Guidance and Support 
  
Key Recommendations: 

10. A complete shakeup of the careers service, from school through to adult 
careers guidance, which should ensure that: 

o A trained Careers Leader is embedded in every school, with 
responsibility for the careers guidance programme and supported 
by, and accountable to, the school leadership team. 

o A requirement is introduced for all educational institutions to 
become part of a regional or subregional Careers Hub. 

o Via Careers Hubs, each student is provided with access to a mentor 
or role model support, engaging further and higher education, and 
local employers.  

o A high-quality national all-age careers and Information and 
Guidance (IAG) service is implemented, available in partnership with 
Job Centre Plus, that provides all young people and adults with 
opportunities for face-to-face contact with qualified guidance 
professionals as well as access to online resources.  

 

All Recommendations 

- Labour should ensure that the critical drivers of the Benchmarks’ success are 
embedded in all schools, and guarantee that flexible, workplace experience 
begins as early as possible in a young person’s secondary school life. 
 

- It is essential to have a trained Careers Leader embedded in every school, 
responsible for the careers guidance programme and supported by, and 
accountable to, the school leadership team 

 
- We recommend that careers awareness training is made available to all 

subject teachers. 
 
- Experiences of the workplace should allow students to have first-hand 

experience through online or in person visits, work shadowing or work 
experience. Experiences of the workplace should:   
o Be embedded within the school or colleges careers programme and be 

sequenced to build on prior careers learning 
o Be based on the needs of the individual student 
o Be mapped against clear learning outcomes  
o Be linked to the curriculum and real-life examples and local context  
o Reflect the opportunities within the local labour market  
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o Provide opportunities in innovative and growing sectors 
 

- Future Life Plans should be developed for every 16-year-old to help them to 
be “ready for work and for life” 
 

- Labour should reinstate and develop a Young Person’s Taster 
Apprenticeships programme to offer meaningful and engaging vocational 
opportunities at age 14-16, and publish – and make readily available and 
accessible – apprenticeship outcome data so that young people can find their 
passion 

 
- There should be a requirement for all educational institutions to become part 

of a regional or subregional hub. 
 
- Local businesses should encourage their employees to become volunteer 

Enterprise Advisers, school governors and trustees of multi-academy trusts. 

 
- To give young people the best chance of understanding the career options 

available to them, we recommend that an incoming Labour government, via 
Careers Hubs, should provide each student with access to a mentor or role 
model support, engaging further and higher education, and local employers.  

 
- The Gatsby “Talking Futures” project should be expanded nationally as it is 

crucial family members have the right tools to be able to guide their children 
in education and job prospects.   

 

Adult Careers Advice 

- The DWP (through Job Centre Plus) should be responsible for coordinating 
careers guidance for adults with whom the department already has a 
relationship (primarily those unemployed or in low-paid work receiving 
Universal Credit), while the focus of the DfE (through the National Careers 
Service) should be helping adults in work move to successful long-term 
careers by supporting them to access training and gain better skills. 
 

- Labour should develop a high-quality national all-age careers and IAG service, 
available in partnership with Job Centre Plus, that provides all young people 
and adults with opportunities for face-to-face contact with qualified guidance 
professionals as well as access to online resources.  
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- The National Careers Service (NCS) should establish partnerships with more 

colleges, as this would substantially enhance its role and reach. 
 
- The role of the Careers and Enterprise company should be enhanced, and 

specifically in outreach into the most challenging parts of the country.  
 

- A well-organised mentoring programme should be developed which connects 
employees with those in the same field willing to provide advice and support, 
and links into the development of a comprehensive adult tutoring 
programme as part of the reinvigoration of adult learning, organised with 
local government, the Workers Education Association (WEA), social and not-
for-profit enterprises, as well as private providers and further education 
colleges. 

 
- Funding should be reinstated to support the crucial role of Union Learning 

Reps in providing advice and guidance, especially to workers facing the 
greatest barriers. 

 
- Labour must put in place a robust audit function that could assess the 

efficacy of careers guidance and job support.  
 

Year of Service 

- The Year of Service and related initiatives should be evaluated to formulate a 
programme which promotes active citizenship and social engagement as a 
key element of the skills required to maintain a functioning civil society, as 
well as a democracy that works for all.   

 

Further and Higher Education 
 

Key Recommendations: 

11. A substantially enhanced role for further education, reinforcing 
collaboration and a seamless link with higher education, apprenticeships 
and progression within work. This is a key journey which should unite, 
rather than divide elements of the education service, but also the role of 
employers in their links with lifelong learning.  
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12. The reintroduction of the Education Maintenance Allowance for 16-19 year 

olds, including support for those undertaking apprenticeships in the same 
age group  
 

 
All Recommendations 

- Collaborations at local level between FE, HE and local businesses - examples 
of which already exist across the country - should be replicated more widely, 
linking to wider forums for joint working. Innovation UK has a key part to play 
in fostering collaboration. 
 

- FE and HE have a key role to play in supporting SMEs to innovate, improve 
their performance and adopt of modern practices. A Labour government 
should incentivise colleges to embrace the adoption of business innovation 
account managers 

 

Qualifications 

- Labour should look to resolve the current confusion about the role of the 
office for qualifications, Ofqual, and other regulatory agencies such as the 
IFATE. 

 

Ofsted 

- Labour should launch a national review of the inspectorate to ensure that the 
inspection and accountability regime makes the most positive and 
constructive contribution possible to the education system as a whole 

- A Labour government should urgently examine the decision to place quality 
assurance with the Office for Students, in relation to higher education 
providers, rather than a separate Quality Assurance Agency. 

 

Devolution with National Oversight 

- Building on the devolving of adult education budgets to metro 
mayors/combined authorities, pilot programmes should be undertaken to 
devolve both the powers and the budget for 16-19 provision and beyond, to 
ensure that they can coordinate the necessary approaches to deliver real 
choice, including digital training, options appropriate to the challenge 
highlighted through Local Skills Improvement Plans/Processes, and develop 
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plans appropriate for emerging needs as well as building on existing 
strengths 

 

Entrepreneurship, creativity and tomorrow’s world 

- Higher education institutions (and, where relevant, further education 
colleges) should develop a module in every undergraduate course specifically 
designed to look at the world of work, enterprise and future trends 
 

- Labour should bring advanced digital skills to all communities through 
expanded provision in FE colleges. 

 
- It should be made possible to transfer credits between different providers 

and courses – a recommendation already made by the Augur Review, and a 
model already used by the Open University on its own courses. 

 
- Labour must ensure that any policy change on university tuition fees in 

England supports and incentivises flexible, part-time study – we urge learning 
the lessons of the 2012 tuition fee debacle. 

 
- Labour should reinstate the Education Maintenance Allowance in England. 
 

Adult and Lifelong Learning 
 

Key Recommendations: 
 

13. The development of Individual Learning Accounts, which would share the 
cost of learning between the individual, the employer and the state – and, 
where appropriate, the devolved budgets to Combined Authorities and 
elected Mayors  
 

14. A Learning and Skills “passport” based on appropriate assessment and/or 
examination in order to build, incrementally, a profile that could be added 
to at any time and in a variety of ways, throughout working life 
 

15. A reform of public procurement guidance to ensure contracts include 
mandatory clauses relating to upskilling 
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16. Transformation of employers’ investment in skills by reforming the 
apprenticeship levy into an “Apprenticeship and Learning Levy" which will 
maximise the use of this resource and rebalance the current direction of 
spend; in particular towards support for 16-25 year olds and innovative, 
modern technological demands 

 
17. Improve support and incentives to SMEs to take up apprentices, including 

the acceleration of “shared apprenticeships” with larger employers, and a 
skills tax credit 
 

18. A new Right to Retrain which would expand, and make more flexible, 
entitlements for adults for free access to courses from an approved 
provider, opening-up progression pathways for many adults to higher level 
qualifications.  

 
19. Access to Work from the DWP should be made much more flexible and 

person-centred. For those eligible, it should be available for those 
undertaking training, substantial volunteering, trialling work placements, 
and must be planned before the individual takes up the offered work 
opportunity 
 

20. For those with a declared disability, introduce a “passport” scheme for all 
key training and learning opportunities which would begin with Education 
Health and Care Plans (or future equivalent) whilst in school, then 
providing for automatic entitlement to the Disabled Students Allowance, 
and then Access to Work once they are seeking, or enter into, formal 
employment 

 
21. The establishment of a National Occupational Health Programme, 

delivered locally as well as nationally, which could save billions of pounds 
for employers and to the economy more generally in the avoidance of 
shortages, recruitment costs and loss of experience. 
 

 
All Recommendations 
 

- The Council recommends a complete review of the approach to equipping 
individuals for taking up job opportunities, short and long term, and the 
support provided to employers, particularly small and medium-sized 
enterprises, to sustain those hardest to place. Learning from the past 
(including listening to those affected in terms of the design of programmes), 
greater coordination of different funding streams and programmes, and 
decentralisation linked to flexibility, instead of one size fits all.  
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Individual Learning Accounts; Learning and Skills Passports 

 

- A new “Right to Retrain” would incorporate an entitlement for all workers to 
access funding and time off to train 
 

- Employers should contribute to this entitlement to play their part in 
providing the means and opportunities for training and development of all 
employees. To incentivise this, the current levy that employers pay for 
apprenticeships should be repurposed into an Apprenticeship and Learning 
Levy. 

 
- Learning and Skill Passports should be created as part of an incremental and 

modular approach to allow people to build a record of achievement and 
progression.  

 
- Passports would work in conjunction with Individual Learning Accounts, 

which would share the cost of learning between the individual, the employer 
and the state – and, where appropriate, the devolved budgets to Combined 
Authorities and elected Mayors. 

 
- Individual Learning Accounts should be designed with employer co-funding in 

mind and incentivise increased investment by them to further boost the 
range of training that can be made available to workers. 

 
- “Gig” economy employers should pay a small levy into the individual learning 

account, similar to the employer contribution to the auto enrolment 
programme for pensions, would give the individual working in the gig 
economy a meaningful opportunity to consider training or upskilling 

 

Procurement 
 

- Labour should conduct a review of how procurement and supply chain 
initiatives can be reformed and extended to boost apprenticeship 
recruitment in these areas. Public procurement and contracts should include 
clauses relating to skills and expectation of training – this is vital alongside 
the importance of seeing this as part of the social value agenda. 
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- In all new procurements where apprenticeships and skills development have 
been determined to be sufficiently linked to the subject matter of the 
contract139, contracting authorities should include, in the relevant 
procurement documentation, a requirement for the supplier to provide 
evidence of their commitment to the creation of apprenticeships and 
developing and investing in skills, in their fulfilment of the contract. 

 
 

- Labour should strengthen the procurement guidance to state that where 
Central Government Departments and their executive agencies and non-
departmental public bodies are contracting, there must be a hard 
requirement that for every £1 of government spending awarded, a minimum 
1p is spent on the creation of Level 2 and 3 training opportunities.  
 

- To support and facilitate the use of procurement to encourage greater 
investment in skills, all companies employing more than 250 people should 
have to put, in their annual report and accounts, what percentage of turnover 
they are spending on the skills of their workforce or contactors. 
 

Apprenticeships 
 

- Labour should ensure that high-quality apprenticeships, which offer 
progression to advanced apprenticeships, are available and properly funded. 
Together with a commitment that all learners in work should be entitled to 
fully paid day release or other mechanisms for ensuring learning, on and off 
the job, is blended appropriately to develop future talent. 

Reforming the apprenticeship Levy 

- The Levy should not just be limited to apprenticeships, but should become 
the “Apprenticeship and Learning Levy”, whereby it can contribute to 
specified training costs, in particular towards support for 16-25 year olds and 
innovative, modern technological demands 
 

- Labour should consider allowing employers to use levy funds towards 
backfilling replacement workers when apprentices out of work on training 
 

 
139 In-Scope Organisations should bear in mind that in principle, apprenticeships/skills should be 
capable of being linked to the subject matter of contracts covered by this Action Note in the 
majority of cases. Where In Scope organisations consider that skills/apprenticeships are not 
sufficiently relevant to be able to be linked, for example as a result of pre-procurement dialogue 
with industry, they should keep a written record of this. 
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- The 25% limit on levy transfer to other businesses should be lifted to make it 
easier for large firms to transfer more funds they cannot currently utilise 
under the levy to start-ups, scale-ups, “intrapreneur” subsidiaries and to 
those in their supply chain who have limited resources to be able to fund 
their own training and apprenticeships.  

 
- Labour should examine the use of intermediary entities to help with the levy 

transfer. 
 
- The levy fund should not miss out on contributions from global companies 

currently transferring profitability, and therefore liability, out of the UK. They 
would therefore be required to pay into the levy fund at an appropriate flat 
rate. 

 
- An incoming Labour government should examine the most appropriate 

means for ensuring that a higher proportion of the levy is used for entry-level 
apprenticeships. 

 
- The Education Maintenance Allowance, once restored, should also be made 

available to 16-19 year old apprentices, in line with those in full-time 
education settings 

 

Support for SMEs 
 
- The government should establish a well-publicised advice service and central 

portal of information for small businesses which support them to take on an 
apprentice and assist them in the process 
 

- A programme should be established which would expand the availability of 
“shared apprenticeships” between SMEs and larger employers who have 
greater resources. 

 
- An incoming Chancellor of the Exchequer, under a Labour government, 

should examine the introduction of a skills tax credit for SMEs. 
 

Expanding scope and access 
 
- All apprentices engaged in a Level 2 apprenticeship should be given a right to 

progress to a Level 3 Advanced Apprenticeship with an existing or 
subsequent employer. 
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- Labour should improve the breadth of level 4 apprenticeship qualifications 

available to increase the attractiveness of apprenticeships to A Level students 
as an alternative career path to university for top-performing students and to 
increase the public sector and technical opportunities available. 

 
- Labour should undertake regular reviews of barriers to the uptake of 

apprenticeships. 
 
- Degree apprenticeships should be significantly expanded, and higher 

education institutions should integrate more project-based learning and 
employer engagement into their provision. 

 
 

Adult Skills 
 

-  A new Right to Retrain could be rolled out quickly by building on the existing 
skills entitlement framework. This would involve reinstating and expanding 
the entitlement to free courses for a first level 2 qualification and flexing the 
entitlements to allow adults free access to courses from an approved 
provider, leading to level 2 and level 3 qualifications even if they already had 
qualifications at these levels. 

- A Labour government could take this forward immediately, and simply 
change the ESFA funding regime to this effect in a relatively short period of 
time.  
 

- Financial support for older students and adult learners should be expanded 
and revitalised, including by taking forward the recommendations of the 
Augar Review to restore maintenance grants (and extend eligibility) and 
boost financial support for adult learners studying for level 2 and 3 
qualifications 
 

- UnionLearn should be recreated, so that substantial funding can be made 
available to facilitate joint approaches between trade union and employers to 
offer basic literacy and numeracy skills through to on-the-job advanced 
qualifications.  
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- The Digital Skills entitlement should be reformed to grant access to free 
courses up to Level 2 in line with the equivalent English and Maths 
entitlements for adults. This will also build a stronger foundation and support 
interest in more advanced digital skills training. 
 

- Where modes of digital upskilling for adults exist, such as Digital Skills 
Bootcamps, it is essential that they are integrated into the national 
framework for qualifications. 

 
- An incoming Labour government should use the substantial resource 

available for “skills bootcamps” to target, more effectively, short term skill 
shortages, to ensure that they form part of the modular approach to joined 
up progression, including providing certification for the Learning Passport. 
This could build on experimental work with microcredits which allow learners 
to progress over time, and which should be of the highest possible standard. 

 
- An incoming Labour government might consider re-establishing a 

Department for Consumer Affairs. Initially, combined authorities and local 
government will need to be re-engaged, with the critical task of consumer 
protection, which had been so badly eroded over the last decade. 
Reintroducing this function will be vital. 

 

In-Work Skills Development 
 

- A Labour government should encourage and support coalitions of public and 
private employers, such as the Futuredotnow Coalition, which share best 
practice for upskilling the workforce 

Progressing in the workplace 

- More emphasis should be put on the importance of managers and leaders in 
the workplace and greater assistance to encourage and support workers to 
move into these roles and enhance their skills. 
 

Returners and Welfare to Work 
- The Department for Work and Pensions should allow people to study full or 

part-time, whilst on benefits, for an agreed course at an approved provider, 
and with appropriate conditionality requirements.  
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- Access to Work should be made much more flexible and person-centred. It 
should be available for those undertaking substantial training,  volunteering, 
trialling work placements, and must be planned before the individual takes 
up the offered work opportunity. 
 

- Labour should introduce a “passporting” scheme for all key, full time training 
and learning opportunities to those eligible. The passport would begin with 
Education Health and Care Plans (EHCP) (or future equivalent) in school, 
which would then provide for automatic entitlement to the disabled students 
allowance, and then to Access to Work once they are seeking, or enter into, 
formal employment. 

- Labour should consider, with employer and trade union backing, the 
establishment of a National Occupational Health Programme, delivered 
locally well as nationally, which could save billions of pounds for employers 
and to the economy more generally in avoidance of shortages, recruitment 
costs and loss of experience. 
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Appendix 2 – Skills Builder 
 

Skills Builder Partnership Overview 

www.skillsbuilder.org  

The Skills Builder Partnership brings together more than 800 businesses, education 
institutions, and impact organisations around a common mission: ensuring that one 
day, everyone builds the essential skills to succeed. 

 
What essential skills are  

Essential skills are those highly transferable skills that everyone needs to do almost any 
job, and which make knowledge and technical skills fully productive.  

Across the Partnership, the focus is on eight skills: 

 Listening Speaking Creativity Problem Solving 

 Leadership Teamwork Aiming High Staying Positive  

All partners use the Skills Builder Universal Framework to break these skills down into 
teachable, measurable steps, going from expectations of an absolute beginner through 
to mastery in the skills. The Framework was developed over five years in collaboration 
with leading organisations including the CBI, CIPD, Gatsby Foundation, Careers & 
Enterprise Company, and wide input from educators and employers. 

 
Why essential skills matter 

This new Essential Skills Tracker takes a view of the essential skills levels of the whole 
UK working age population. This research shows that essential skills are correlated with 
life outcomes. Moving from the lowest to third quartile in essential skill score is linked 
with: 

• An increase in annual earnings of £3,800 - £5,800, even after controlling for 
education levels and socio-economic background  

• An increase in wellbeing scores, from 6.0 to 6.5 
• A 42% reduction in likelihood of being not in education, employment or training 

(NEET)  

 
Our model of best practice in schools and colleges 

The Skills Builder approach is been used with thousands of primary, secondary, and 
special schools, as well as colleges. There are six key principles we have found effective 
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in accelerating students’ progress in essential skills acquisition, up to 2.1x the rate of 
their peers: 

• Keep it simple: They focus on a simple, consistent set of essential skills as 
defined in the Skills Builder Framework.  

• Start early and keep going: They see these skills as supporting learning and 
students’ wider development throughout their entire education. 

• Measure it: They measure existing strengths and development needs of their 
students against the Framework, allowing quantifiable tracking of progress.  

• Focus tightly: They use their prior understanding of students’ essential skills to 
focus on the next steps, using explicit instruction in skills to accelerate progress. 

• Keep practising: They reinforce these essential skills in other parts of the 
curriculum and beyond it. 

• Bring it to life: They make the essential skills real by bringing the working world 
into the classroom, and showing learners how these skills are useful across their 
lives.  
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Appendix 3 – Careers Hubs 
 

1. About Careers Hubs – policy context, delivery principles and impact: 
The rationale for intervention:141142 
• Careers education patchy, inconsistent and of varying quality  
• A proliferation of careers support, but no coordination or guidance 
• Insufficient and disparate employer engagement especially in hard-to-reach areas 

(e.g., rural, coastal, and social mobility cold spots)  
• Careers not developed or delivered in conjunction with economic growth priorities 

including sector priorities  
 
Creation of Careers Hubs: 
• The Careers & Enterprise Company (CEC) has, since 2016, developed a nationally 

driven, locally delivered careers ecosystem to provide a coherent structure for 
schools, colleges, employers, and careers support providers to engage. It aligns to 
the local labour market and strategic priorities, supported by Mayoral Combined 
Authorities (MCAs), and supporting LEP and LA structures.  

• Evolved into a Careers Hubs model in 2018 as a way to create integrated local 
partnerships and enable the sharing of best practice to enhance careers provision.  

• Based on the North East Gatsby Pilot (2015-17), which led to increases in career 
readiness scores across the 3 years of data collection, to which The Social Mobility 
Commission partly attributed a fall in NEET rates. 

• Careers Hubs initially focused in areas of disadvantage are now rolling out nationally 
as a universal response to careers system change. Over 3,300 secondary schools 
and colleges (over 65%) are part of a Careers Hub. The goal is that by 2024, 100% of 
eligible schools and colleges will have the opportunity to join a Careers Hub. 

 
How they work: 
Careers Hubs bring together partnerships of educators, employers, and business 
agglomerates (e.g., Midlands Engine), providers and local economic leadership (e.g., 
MCAs and LEPs) at the local level and target support. They are virtual centres of 
excellence, helping schools and colleges to develop careers programmes, and have 
become incubators for innovation and best practice. They operate by:  
• Convening and supporting schools and colleges, through: (a) Careers Leaders, 

providing opportunities for them to collaborate, develop and deepen expertise; (b) 
coordinated access to employers, providers and ITPs including opportunities to 
amplify apprenticeship and technical routes  

 
141 Ofsted, Going in the right direction? Careers guidance in schools from September 2012 
(Manchester: Ofsted 2013) 
<https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data
/file/413171/Going_in_the_right_direction.pdf> 
142 House of Commons Education Select Committee, Careers Guidance for Young People: The 
Impact of the New Duty On Schools (London: House of Commons 2013) < 
https://publications.parliament.uk/pa/cm201213/cmselect/cmeduc/632/632.pdf> 
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• Syncing with sector skills through Hub alignment to local LMI and regional growth 
strategies, including the emergence of Local Skills Improvement Plans, and deeper 
relationships with national and local employers.  

• Targeted support, by (a) using data through CEC’s digital infrastructure to identify 
pupils and cohorts that require additional support; and (b) institution provision via 
the inclusion of Special Schools and PRUs.  

• Every Hub institution receives professional and peer-to-peer support, access to 
funding and coordinated activity, through:   
o Oversight and operational leadership through Strategic and Operational Hub 

Leads, supported by an Enterprise Coordinator who works directly with c15-20 
schools and colleges  

o Guidance and challenge from an Enterprise Adviser, a business volunteer, who 
adds an employer lens to their school’s careers planning 

o Priority access to funded Careers Leader training and opportunities to 
participate in funded pilot activity 

o Access to a group of Cornerstone Employers who are on hand to support 
further activity and promote cross-school collaboration within the Hub. 

o Compass +, a career management tool for tracking careers provision, with links 
to the school management information systems (MIS) allowing Careers 
Leaders to identify gaps and target support.  

Principles of Careers Hubs – why they work: 
• Strong local leadership at LEP/CA/Local Authority level to ensure connection to 

local economic development plans and other skills strategies, supported by a 
trained strategic Hub Lead.  

• Rooted in local economic strategy, with connection to local employers, economic 
initiatives, and key stakeholders (Chambers of Commerce, Growth Hubs etc).  

• Integrated and embedded model built on impartiality and collaborating with key 
stakeholder groups including national bodies, careers providers, ERBs and 
employers. All underpinned by peer learning and national training.  

• National oversight to secure higher standards, consistency and share what 
works. 

  



126

COUNCIL OF SKILLS ADVISORS’ REPORT

 
 

Impact: 
• Careers Hubs have been shown to improve careers provision.143 144 They 

outperform schools that are not engaged and have been recognised as effective by 
a wide range of stakeholders and reports (e.g., the Times Education Commission145 
and House of Lord’s Youth Unemployment Committee 146). 
o The longer schools and colleges have been in a Careers Hub, the higher their 

Gatsby performance, which is positively associated with higher sustained EET 
rates for students after leaving school.147 

o Those in Careers Hubs for three years achieved an average of 4.8 Gatsby 
Benchmarks in 2020/21 and stronger provision across every benchmark.  

o Careers Hubs also drive greater uptake of Careers Leader training and have 
more schools upgraded to Compass+. 
 

2. Case Study: Black Country Careers Hub 
 
Background: 
• The Black Country Careers Hub is run in partnership with the LEP (‘The Black Country 

Consortium’). 
• The Wave 1 Black Country Careers Hub, consisted of 35 schools and 1 college, it was 

one of the first to be piloted by CEC in 2018. It soon outperformed the national 
average against the Gatsby Framework.  

• Owing to its success, the Black Country secured additional Wave 2 funding from the 
CEC in 2019, which expanded it to 52 schools and colleges, before granting a further 
expansion in 2020, enabling 115 establishments to be supported through the model 
(including SEND and PRUs for the first time). 

 
Peer-to-peer support: 
• The Black Country Careers Hub meet at least once each term and comes together 

regularly for workshops, CPD and employer events, the members also all have 
access to an online portal of resources. 

• The creation of a Steering Group has: 
o Enabled the development of a community of good practice. 
o Increased the engagement of school’s senior leadership teams in the Careers 

Hub. 
o Delivered CPD for Careers Leaders. 
o Facilitated engagement with employers, stakeholders, and providers 

 
143 CBI and Pearson, Education and learning for the modern world: CBI/Pearson Education and 
Skills Survey report 2019, (CBI/Pearson 2019  
144 SQW, The Mentoring Fund: Evaluation of the Careers and Enterprise Company Mentoring Fund. 
Summary Report (London: SQW, 2020)  
145 Times Education Commission, Bringing out the best. How to transform education and unleash the 
potential of every child (London: The Times 2022)  
146 House of Lords Youth Unemployment Committee, Skills for Every Young Person: Report of 
Session 2021-2 London: House of Lords, 2022) > 
147 Percy, C. & Tanner, E., The benefits of Gatsby Benchmark achievement for post-16 destinations 
(London: The Careers & Enterprise Company, 2021)  
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• The Hub is supported by 15 Cornerstone Employers, who are focussed on working 
together to support increases in meaningful workplace experiences through their 
own organisations and their supply chains. 

 
Targeted support:  
• The Careers Hub model supports an area-based approach – acknowledging different 

contexts – but allowing successful approaches to be shared nationally, including via 
Hub Innovation Projects (HIPs):  
o HIPs are funded by DfE and delivered through Hubs. They target young people 

eligible for FSM, providing specific interventions for target cohorts. The Black 
Country Careers Hub are working with Alternative Provision institutions, creating 
a Community of Practice of Careers Leaders, supported by employers, to find out 
what works best for young people facing barriers. 

Focus on apprenticeships and technical/vocational education:  
• The Black Country Careers Hub has driven apprenticeship uptake by bringing 

together schools and colleges, upskilling them and improving their understanding 
of technical education pathways.  

• Insight from the Hub showed teachers were not as confident understanding 
apprenticeship routes. The project de-mystified what teachers needed to know 
through resources, toolkits, and employer engagement. Schools and colleges hit 
the target for providing FE and HE encounters increased significantly.  
 

Innovation with employers: 
• Local Cornerstone Employer, Thomas Dudley, a 100-year-old family run SME 

manufacturing firm, have established a ‘Careers in the Curriculum’ pilot with four 
Dudley Academy Trust (DAT) schools targeted at Y7 to ensure careers is embedded 
early in their thinking.  

• This involved creating lesson plans specifically relevant to Thomas Dudley spanning 
eight subjects (e.g., history, business, graphic design, English – creative writing and 
maths) and a visit to Thomas Dudley for all Y7 pupils. Over 900 Y7 students from 
DAT schools were involved. Five other Cornerstone Employers are now being 
supported to deliver their own programmes with 15 schools.  
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Appendix 4 – John Lewis 
 
This text was provided by John Lewis directly to the Council of Skills Advisers 
 
Investing in skills and training 

The John Lewis Partnership wants to be an engine for social mobility and we are 
committed to finding and helping talented people, from all backgrounds and walks of 
life, to get into and progress in fulfilling careers in our business. We invest millions of 
pounds a year in vocational skills and training for our Partners, with a focus on: 

● Supporting people to retrain in areas where there are national skills shortages, 
such as HGV drivers and chefs 

● Supporting people to upskill in their current roles to increase their career 
opportunities and earning potential, in response to new technology and the 
changing world of work 

● Supporting people to retrain into new roles both within our business but also for 
Partners leaving our business through the Chairman’s Retraining Fund (please 
see case study below) 

● Supporting young people who are care experienced into employment 
 

This investment includes ~500 new apprenticeships each year, HGV and chef 
academies, pilots providing supported recruitment and employability support to young 
people leaving the care system and digital and data skills. Some of this training can be 
delivered through apprenticeships, however a large proportion of vocational training, 
such as the incremental skills which could support someone into employment, to upskill 
or retrain does not require or is not suited to a longer term apprenticeship. In addition, 
the fast-paced changes precipitated by technology and consumer spending habits mean 
that, in many cases, apprenticeship standards are continuously playing ‘catch-up’ and 
increasingly UK plc will need to invest in other forms of vocational training to ensure 
skills in the UK labour market keep pace. 
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Case study: Chairman’s Retraining Fund 

The John Lewis Partnership established the Chairman’s Retraining Fund to support Partners leaving 
the business due to redundancy. The Partnership will fund up to 70% of a recognised qualification or 
course funded by the Partnership for up to 2 years, up to a maximum of (£4,200). 

Partners can pick any course, as long as it is professionally accredited vocational training that will lead 
to employment e.g. CIPD. We have funded a range of courses either focused on upskilling or career 
transition. For example, a Partner who worked in distribution who retrained as a food technician and 
a Partner who left the business and worked with British Federation of Fish Fryers to run a fish and 
chip shop. 
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Appendix 5 - BAE Systems 
This text was provided by BAE Systems directly to the Council of Skills Advisers 
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