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15 January deadline
• EU: Brexit (-6,000)
• Nursing: Student support
changes (-5,000)
• Older age groups: more
entering at 18/stronger job
market (-12,000)
• 18-year-olds: declining
population (-7,000)

First fall in acceptances for five years
• Acceptances are down 1% to
505,680.
• Substantial change from recent
trend of increases between 1%
and 6%.

A-level subjects flow
into degree choices
Topics taken at A-level commonly flow
into similar courses taken at degree
level.
The Sankey diagram shows A-level
subjects on the left with strong links to
degree subjects on the right.

Business & Admin studies suffer the largest falls
Business and Administrative
studies, along with Creative
Arts and Design, experience
large falls in placed applicants.
Social Studies and Law both
experience increases in
acceptances.

Women still more likely to enter
HE than men
• Young women are 36% more likely
to have been placed into HE this
year.
• This proportional difference is
unchanged from last year.
• Entry rates for both men and
women have continued to
follow the increasing trend.

Lower tariff providers hit hardest
• Medium tariff providers have
seen the biggest growth in placed
applicants at 2%.
• Lower tariff providers have seen
a 5% decrease this year.
• High tariff providers have seen an
increase of less than 1%.

Q5:Q1 ratio reduces

The UK 18 year old entry
rate has increased for all
quintiles.
Those from Q5 are 2.3 times
more likely to enter HE than
those from Q1 – a decrease from
2.4 times more likely last year.

Qualification reform
Ongoing A
level and
GCSE
reforms

Fees

Full VQ
reforms

TEF
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2018 entry
• Ongoing phased introduction of reformed A levels and
revised GCSEs across the UK.
• First award of new-style VQs – around 20% of students
entering HE hold one or more of them:
o Fundamentally different – 40% mandatory external
assessment.
o All units must be passed – grade distribution will
change.
o Reformed and unreformed versions will be delivered
simultaneously.

Does the HE sector
understand VQs?
16%
Good understanding

1%

No understanding at all
Not very good
understanding
Reasonable
understanding

22%
61%

Does the HE sector understand VQs?
I feel it is important that students on
the new Cambridge Technicals don't
feel like these qualifications are
unwanted by universities. They should
be specifically mentioned in entry
requirements so students are fully
aware of what they need to achieve.
Academy

Depends on
the university. I perceive that
the more traditional ones seem to
understand them less well than
the younger universities.
Academy

Practitioners’ views on the new VQs
They are much more
academic … even subjects
such as Tech RM and PE
require significant science
and maths skills.

More exam-based
and as such it does
prepare them more
for some, but not all,
university courses.

They will become much harder as
exams are now being introduced
into BTEC courses and so the
students that are more suited to
vocational courses might struggle
with the exams.

Sainsbury Panel’s view of
academic and technical options
• Technical education will comprise 15 routes, each with two modes
of learning:
o Employment-based – typically an apprenticeship
o College-based – typically a two-year, full-time study
programme
• Each route will be a two-year programme (so that it fits with the
final stage of the compulsory education and training system), and it
will then extend to the highest skills levels allowing greater
specialisation.

Sainsbury Panel’s view of
academic and technical
options
* Where a student does both, the traineeship will follow
the transition year. Students doing both the transition
year and a traineeship may progress directly to
employment.
** Some students will move directly from A levels and/or
applied general qualifications to degree and higher
apprenticeships.
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(2,204,478)

Catering and
Hospitality
(568,998)

Childcare and
Education
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Building/civil engineering technician

Catering manager
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(1,625,448)

T Levels
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Design

(1,060,804)

(529,573)

Sales account manager
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Protective
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(398,400)

Sales, Marketing
and Procurement
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(293,004)

Social Care
(865,941)

Financial account manager

Beauty therapist

Hair and Beauty

Pharmaceutical technician

Engineering and
Manufacturing

Health and
Science

Legal, Finance and
Accounting

(915,979)
Railway signalling technician

(351,649)

Welfare counsellor

Digital

Energy plant operative

Network administrator

(454,726)

Transport and
Logistics
(589,509)

(1,325,482)

We expect these routes
to be delivered
primarily through
apprenticeships.

Examples of
occupations to
which the route
could lead

nameRoute
(Number employed
in occupations
within route,
excluding graduate
roles)

The goal

}

… need to empower
students, parents and
employers to make
confident and
informed choices
about their education
and career options …

}
~

Careers advice is a
particular issue for
disadvantaged students
who lack the social
capital to get advice or
work experience via
family members.

(Building Our Industrial Strategy: green paper, 2017)

~

Progression Pathways 2016

Progression Pathways 2017:
key findings

1. A lack of information and advice on degree and higher
apprenticeships in comparison with other routes.
2. Concern about students not completing Level 3 qualifications to
take up apprenticeship opportunities.
3. The application process appears complex, confusing and opaque.
4. Entry requirements are not always clear or referred to as ‘3 A levels’
with no other qualifications listed.
5. Whilst degree and higher apprenticeships should support Widening
Participation, their highly competitive nature is more suited to
upwardly-mobile, well-connected and supported students.

Progression Pathways 2016:
recommendations

• Provide clear information to make the range of
opportunities clear and transparent, and outline the
benefits and challenges associated with this new route.
• Ensure entry requirements are clear and recognise a wide
range of qualifications, including vocational qualifications.
• Take active steps to ensure that under-represented groups
have access to degree apprenticeship opportunities.
• Have strategies in place to support apprentices who do not
complete or need to pause their apprenticeship.

How UCAS supports apprenticeships
• Search services: UCAS Progress displays intermediate and advanced level apprenticeships.
• Admissions services: learners can apply directly to the training provider or via UCAS
Progress – 10,000 applications in 2016.
• Information and advice service: we provide a range of information and advice about
academic and vocational pathways.
• Course display service: a new higher and degree apprenticeship course display service.

UCAS apprenticeships: videos

Routes through higher
education

Degree apprenticeships in
focus

UCAS apprenticeships:
information and advice

Higher and degree apprenticeships via
UCAS portal

Degree apprenticeships via UCAS Search

Recognising technical pathways
1. What are they?
2. How to get on one?
3. What progression routes are available if take one – are they valued?

Thank you
m.farragher@ucas.ac.uk
01242 543 765

When the Levy Broke
Rethinking talent
strategies and what it all
means for providers
Ali Orr Talent and Employability Consultant

UVAC Annual Conference 21 November 2017

“The Levy, it’s as though someone
dropped a pebble…we’re only just
starting to see the effect of the
ripples”

When the Levy broke…
In-depth interviews with employers and providers
to explore combined impact of degree
apprenticeships and the introduction of the levy
on:
• Talent strategies
• Social mobility
• Challenges, opportunities and the future
landscape

When the Levy breaks, I’ll have no place to stay?
• If the Levy triggers an increase in degree
apprenticeships, will this be at the expense of
placements or other forms work experience?
• What evidence so far and how are businesses’
talent strategies evolving?
• What are the other consequences – intended
or otherwise – emerging from the introduction
of the Levy?

Participants
• 12 businesses across nine sectors:
– Aerospace, Defence, Financial Services, IT Services, Media,
Pharmaceuticals, Professional Services, Telecoms, Water

• 13 HE providers across eight regions:
– East of England, East Midlands, London, North East, North West,
South West, West Midlands, Yorkshire & Humber

• All participants currently offering/using DAs and/or higher
apprenticeships
• Usually the strategic lead for DAs within the organisation
(e.g. Director of Apprenticeships, Head of Early Talent)
• Attendance at cross-sector employer forum

“We did some modelling around the levy and
predicted we could claw back 25%...but actually we’ll be
hard-pushed to get back 20%”
Defence employer
“It’s driving the right behaviours. We’re only using
about 15% of what’s available…”
Financial Services employer
“The levy has pushed us towards using
apprenticeships to upskill existing staff – it’s about 80%
upskilling and 20% new talent”
Telecoms employer

Going d-d-d-d-down…
• All 12 employers are planning to increase the volume
of higher/degree apprentices over the next two years
• Degree apprentices recruited as new employees tend
to replace graduate hires. 9 of the 12 employers are
reducing overall volume of graduate hires as a result
• None of the employers currently plan to cut internship
or placement opportunities - seen as offering distinct
value
• However, ripple effect of Levy may yet take hold, and
impact unlikely to be uniform across sectors

“Our [Summer Internship] scheme is the best
way to de-risk our graduate recruitment [but it’s]
also about our brand and network - they go out into
industry and tell about their good experiences with
us.”
Professional Services employer

When you’re trying to find your way home
A picture of confusion surrounding introduction of the Levy:
• 55% of employers in England aware of apprenticeships but not the
detail – only 17% were aware of degree apprenticeships (EPS 2016)
• Only 55% of Levy-paying employers signed up to digital
apprenticeship service (DfE SFR October 2017)
• 61% year-on-year drop in apprenticeship starts for the three
months following Levy (DfE SFR October 2017)

You don’t know which way to go
Businesses that do engage face a multitude of questions:
• Do we write off the levy as a tax or claw back as much as we
can?
• Where do DAs fit - new talent, upskilling or both?
• Which standards are on offer and where? Which modes of
delivery are available?
• Which standards are in development and when will they be
approved?
• Can providers manage the scale-up we want?
• Can providers manage the end-to-end solutions we’re looking
for?
• Who can help us source the diverse talent we want to reach
through apprenticeships?
• Should we be procuring or co-creating? From the transactional
to the strategic

Mean old Levy taught me to weep and moan
Multiple obstacles to businesses looking to maximise
their Levy spend:
• Approval of standards / assessment plans / funding
bands
• The ‘policy patchwork’ of apprenticeships and Levy in
devolved administrations
• Brand and reputation of apprenticeships – still ‘for
other people’s children / occupations’
• Inflexibility of Levy ‘penalises’ those already investing
in training outside of apprenticeships

“It was supposed to be employer-led, but we are constrained by
government ideology and what they think employers want.”
“I am afraid that the whole fiasco has left the government’s
credibility severely damaged.”
“Non-levy payers are really grumpy [about the tender process] – it is
really damaging the government brand.”

Evolving talent strategies
• Participating employers already committed to apprenticeships

– availability of DAs has led to reconsideration of volume of graduate
intake,
– and Levy is leading employers to consider DAs for upskilling

• Employers keen to ensure that talent strategy not dictated by
Levy
– some evidence they are taking a more holistic approach to early
talent – focus on the relative value of different talent streams to
different parts of the business.
– some FDs see things differently!

• DAs playing a role in formation of ‘early talent’ communities –
bringing together graduates, apprentices, interns

The rise of DAs
Factors influencing employer behaviour all linked to productivity:
1. Opportunity to shape around company ethos
2. Perceived increase in retention / loyalty
3. Addressing hard to fill vacancies
4. Diversify workforce
5. Increase social mobility

“We lose a fair percentage of graduates at the end of the
grad scheme so by training our own we hope to improve
retention”
Pharma employer
“If we’re recruiting graduates, we stick ads in the press and
expect them to come to us, and by and large they do. But if
degree apprenticeships are going to help us reach people
who wouldn’t normally consider us, then we know we have
to do things differently.”
Media employer
“It’s harder to manage expectations [around progression]
with high volumes of graduates, so we are hoping that fewer
graduates [will mean] happier ones”
Defence employer

Social mobility
• Most participants hope that DAs will help to improve
social mobility but the majority have not yet taken
concerted action
• There is concern that DAs will become monopolised by
those with the greatest social capital
• Social mobility goals necessitate a different approach some employers are adapting their recruitment and
selection processes; some providers changing entry
requirements
• Opportunity for greater collaboration
• NCOP one possible model

“The background for us doesn’t matter. We don’t recruit
because of the background. We want people who haven’t got
the expectancy to having things easy. That comes out in the
interviews and the assessment centre.”
“One of the key things is that we have an established social
mobility strategy. Apprenticeships are a route to find people
from less advantaged backgrounds to our firm.”
“I am concerned that those from less supported backgrounds
will always struggle to get whatever’s on offer. My worry is
that most of the opportunities will be taken up by wellsupported well-off students who could have done a degree.”

Multiple benefits from engaging with DAs for both
employers and providers…
•
•
•
•
•
•

Filling skills gaps
Growing higher-level skills
Developing closer partnerships
Breaking down internal barriers
Refreshing talent strategies
An exciting new talent pipeline

DA successes built on meaningful partnerships
• Increased levels of collaboration between
employers
• Strengthened partnerships between universities
and FE providers
• Partnerships between universities and employers
which are having impact beyond the scope of
the DA programme
• What challenges and opportunities are there
here?

Talent strategies – key findings
• The majority of Levy spend at present is on upskilling existing workers,
but where employers are using DAs for new hires, these tend to replace
graduate vacancies
• None of the employers interviewed currently plan to cut placement or
internship opportunities, but providers retain concerns about the longerterm impact
• Employers’ talent strategies are evolving and becoming more joined up,
prompted in part by the Levy and the availability of DAs

Talent strategies - Proposed actions
•

Expected growth of DAs to be welcomed but should not come at the cost of
placements, which are valued by employers and remain an excellent way to
enhance student employability; overall, a greater volume and wider range of
work experience opportunities is needed to enable student employability and
employer participation

•

Government should consider how current policy levers incentivise certain
employer / provider / learner behaviours and how the Levy might evolve to
take greater account of these, and not penalise those employers that already
invest in training

•

There is a need to promote the benefits of a holistic talent strategy that
utilises graduates, apprentices, placements and interns appropriately. Amid
reports of other employers’ talent strategies being dictated by the levy, there
is still more to be done to educate employers

Talent strategies – key findings
• The majority of Levy spend at present is on upskilling
existing workers, but where employers are using Degree
Apprenticeships for new hires, these tend to replace
graduate vacancies
• None of the employers interviewed currently plan to cut
placement or internship opportunities, but providers
retain concerns about the longer-term impact
• Employers’ talent strategies are evolving and becoming
more joined up, prompted in part by the Levy and the
availability of DAs

Talent strategies - proposed actions
•

Expected growth of DAs to be welcomed but should not come at the
cost of placements, which are valued by employers and remain an
excellent way to enhance student employability; overall, a greater
volume and wider range of work experience opportunities is needed

•

Government should consider how current policy levers incentivise
certain behaviours, and how Levy can evolve to take greater account
of these and not penalise those employers that already invest in
training

•

Employer groups should promote the benefits of a holistic talent
strategy that utilises graduates, apprentices, placements and interns
appropriately. Amid reports of other employers’ talent strategies
being dictated by the levy, there is still more to be done by
government to educate employers

Social mobility – key findings
• Social mobility is a shared aspiration for employers
and providers but, while both are taking steps to
address this aspiration, there is as yet limited
evidence of collaboration
• Progression pathways will be critical to enabling social
mobility

Social mobility – proposed actions
• Universities, businesses and others should work together and
learn from each other to ensure that DAs make a significant
contribution to the social mobility agenda. HEFCE’s NCOP could
provide a useful model for this.
• The system remains disjointed and the IfA should act to ensure
that apprenticeship standards and the new T-levels are developed
in such a way that enables different progression routes and
stopping off points.

Future landscape – key findings
• DAs are increasing the volume and extent of collaboration
between employers and providers, creating new opportunities to
develop meaningful partnerships and in some cases strengthening
local links between HEIs and FE providers.
• Significant challenges around the implementation of
apprenticeship policy persist – this is slowing uptake and leading
some to question the return on investment

Future landscape – proposed actions
• Universities and businesses should capitalise on the partnerships they are
forming around DAs to reap broader benefits (other innovative forms of work
experience, greater involvement of employers in curriculum, KE activity etc)
• Where universities are working in partnership with FE, and especially where
part of the DA provision is delivered in FE, there are opportunities to ensure
that FECs also gain
• Urgent need for IfA to address the shared concerns of employers and
providers in order to regain their confidence and to remove the barriers to
greater uptake of DAs

When the Levy breaks…you got to move
Most concerns are about policy / process / other factors outside
universities’ control. But with the levy creating more opportunities
for engagement, can you / will you need to…
•
•
•
•
•
•
•

be more employer facing?
be more collaborative (with other HEPs, FECs)?
do more to ensure DAs support social mobility?
be more flexible/innovative in delivery? (both DAs and other
programmes)
source more work experience opportunities?
do more to ensure that your (non-DA) graduates can compete?
turn a transactional / short-term engagement into a strategic / longterm partnership?

An uncertain future
DAs may be here to stay but where will they fit in the
bigger picture?
• How will the Levy evolve? How should it evolve?
• Reviews of L4/5 and of tertiary funding – need a
symbiotic relationship between FE and HE
• And the “major review”? Is business-funded HE a
third way?
• Apprenticeships across the UK – diverging policies?
• The Industrial Strategy, skills and place – converging
agendas?

“This is a transformational time. I don’t think I
have ever seen anything as transformational in
the field of education in my life, it’s fascinating.”
“Degree Apprenticeships are the natural next
step in developing the next generation of talent”

We’d love to help
Call us: 020 7383 7667
Follow us: @NCUBTweets
Email me: Ali.Orr@ncub.co.uk
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