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We are honoured to present your second annual U.K. L&D
Report: Benchmark Your Workplace Learning.
We were overwhelmed by the reception our first report received
- attracting readership from over ten thousand engaged and
enthusiastic L&D and HR professionals, and covered by the
Independent, HR Grapevine and dozens of industry publications.
In this year’s report, we’ve focused on L&D as a competitive
advantage and using the apprenticeship levy to attract and retain
top talent.
We believe these two issues - competitive advantage and
talent pipelines - are the two most critical issues that L&D
professionals can help their organisations tackle in the wake of
Brexit.
The learning leaders we’ve interviewed for this report from Sodexo,
the John Lewis Partnership, Homeserve and others are on the frontline
of attracting, developing and retaining the talent they need to
weather the storm. In our survey results, investment in L&D
and use of the Levy funds were linked to market leadership and
organisational growth.
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KEY TAKEAWAYS

From the U.K. L&D Benchmarking Survey: 2019

LINK L&D TO PROMOTION

Looking to keep employees highly satisfied and more likely to stay at your
organisation past their first year of employment? Work with management to link
internal training and development to attaining promotions. Companies that tie
career progression to skills development are 22% more likely to have satisfied
staff.

TIE APPRENTICESHIPS INTO A RECRUITMENT STRATEGY

All market leaders view apprenticeships as an important or very important part
of their recruitment strategy in 2019. And for good reason. Sixty percent of
companies already using their Levy funds are very confident that they have a
sustainable talent pipeline. Only 15% of UK companies that we surveyed hold
the same level of confidence in their ability to secure talent on the market.

LOOKING TO CHALLENGE THE COMPETITION? INVEST IN
L&D

Organisations looking to make it to the top of their industries are
increasing their L&D spend. Forty-one percent of self-identified “market
challengers’’ predicted an L&D budget increase while only 16% of companies
on average predicted a budget increase.

MARKET LEADERS ARE PRIORITISING SOFT SKILLS

Market leaders were 114% more likely to rank communication skills and 70%
more likely to rank leadership and management as their top priorities to up-skill
in 2019. Leadership and management training has been embraced as the top
skill to develop in 2019 with 41% of respondents naming it as their number one
priority, up from 25% in the 2018 report.

USE TALENT DEVELOPMENT AS A RECRUITMENT STRATEGY

Apprenticeships aren’t the only way to maximise the impact of your L&D strategy.
Only a little over half of L&D professionals we surveyed were leveraging L&D
to help recruit new hires, but 76% of the companies using it believe it gives
their organisation a competitive advantage. Moreover, market leaders are 72%
more likely to already be using talent development as an integrated part of their
recruitment strategy - suggesting that market challengers may be missing out
on an opportunity to get more benefits from their L&D programs.
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L&D BENCHMARKING SURVEY: 2019

U.K. L&D professionals report on their employee learning budgets, their biggest
challenges and more
Employee learning is a key element in nurturing talent and driving organisations forward.
That’s why we surveyed over 150 HR and L&D professionals from the U.K. to learn how their
organisations are investing in talent, how they measure their impact and what attitudes
different levels in the organisation hold about corporate learning.
We collected survey results through our member database as well as through our partnership
with the Campaign for Learning and only included responses from professionals managing or
directing learning initiatives in their organisation. In order to better understand the relationship
between L&D and company growth, we added an additional layer of analysis by segmenting
companies with increased turnover in the past financial year.

WHICH INDUSTRY BEST DESCRIBES YOUR
ORGANISATION?
20%

16%

27%

Public Administration

Industry

Professional Services
Management, administration and
support, finance, HR, consulting

13%

Building, construction,
utilities, manufacturing,
logistics, supply chain

Consumer Services
Arts, accommodation,
healthcare, retail

Our goal in sharing this survey is to help you benchmark your L&D department and organisation
against others and highlight the challenges and trends that will shape 2019.

HOW MANY EMPLOYEES WORK IN YOUR
ORGANISATION?

15+17+1210722N
15%

22%

1-50

10,000+

7%

6%

Other

17%

5,001-10,000

51-200

17%

12%

1,001-5,000

201-500

7%

Sciences

11%

Medical devices,
research, biotech
pharmaceuticals

Education

10%

501-1,000
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512+ 815+ 10205+ 10

WHAT IS THE AVERAGE RETENTION RATE
OF YOUR STAFF?
20%

20%

15%

15%

15%

12%

10%

5%

10%

8%

10%

5%

5%

0%

More than
15 years

10-15 years

5-10 years

4-5 years

3-4 years

2-3 years

1-2 years

6 months
- 1 year

Less than
6 months

HOW SATISFIED ARE YOUR STAFF
ACCORDING TO YOUR LATEST EMPLOYEE
SATISFACTION SURVEY?

5+30+5015G
15%

Highly
satisfied

5%

Not at all
satisfied

30%

Not very
satisfied

42%

of employees rated
learning and
development as
their most important
employee perk.

50%

Satisfied
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WHICH OF THE FOLLOWING BEST
DESCRIBES YOUR COMPANY?

40%

13+821+533+129

27+73+R L 35+65+R L 13+87+R L 20+80+R L
27%

34%

14%

25%

Market Leader

Market
Challenger

Market
Newcomer

Other

HOW MANY DAYS OF TRAINING DOES AN
AVERAGE STAFF MEMBER RECEIVE PER YEAR?
40%

32%

30%
20%

21%

13%

10%

0%

12%

8%

1 day

2 days

9%

5%

3 days

4 days
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5 days

1-2
weeks

38+2720+75+3

WHAT IS THE MOST FREQUENTLY USED EXTERNAL
TRAINING METHOD YOUR COMPANY EMPLOYS TO
TRAIN EMPLOYEES?

2-3
weeks

30%

38%

27%

20%

20%

10%

0%

7%

External
in-house
training

E-learning

Seminars

Blended
learning

5%

3%

External Conferences
coaching

HOW DO YOU PREDICT YOUR L&D BUDGET WILL
CHANGE IN 2019?

34+50+16G
16%

34%

Predict a budget
increase

Predict a budget
decrease

The majority of
market challengers
predict a 41%
increase in their
L&D budget.

50%

Predict budget will
stay the same
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Market leaders were 114%
more likely to rank communication
skills and

70%

more likely to rank leadership
as a top priority.

WHAT SUBJECT IS YOUR TOP TRAINING
AND DEVELOPMENT PRIORITY?
15%

Health and Safety

8%

Diversity and Inclusion

7%

Customer Service

6%

Communication Skills

Human Resources

Project Management

Business Analysis and
Organisational Development

Administrative Support

Data Science / Analysis

Compliance Training

Information Technology

Design
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41%

Leadership and
Management Development

6%

3%

3%

3%

3%

2%

2%

1%
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54+35+11w

DOES YOUR ORGANISATION’S TOP MANAGEMENT
BELIEVE THAT YOUR L&D PROGRAM GIVES YOUR
ORGANISATION A COMPETITIVE ADVANTAGE?

60%

54%

of market leaders use

50%
40%

talent development as a
recruitment strategy.

35%

30%
20%

11%

10%
0%

72%

Yes

Unsure

No

DOES YOUR ORGANISATION USE TALENT
DEVELOPMENT AS A RECRUITMENT TOOL?

52%

YES

76%
48%

of companies who
believe L&D gives them
a competitive advantage
use talent development
as a recruitment
strategy.

NO
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Companies that tie internal
promotion to L&D are

22%

more likely to have
highly satisfied
employees and a greater
retention rate.

DOES L&D AFFECT INTERNAL
PROMOTION?

39+61+QL 31+69+QL 30+70+QL
39%

31%

30%

YES

NO

Unsure

HOW CONFIDENT ARE YOU THAT YOUR ORGANISATION
HAS A SUSTAINABLE PIPELINE OF TALENT TO
ENSURE FUTURE SUCCESS?
100%
90%
80%

65%

70%

60%

60%

of companies using their
apprenticeship
Levy funds are confident
they have a sustainable
pipeline of incoming
talent.

50%
40%
30%
20%

20%

15%

10%
0%

VERY
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SOMEWHAT

NOT AT ALL
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ARE YOU A LEVY-PAYING COMPANY?

44+56+A

44%
YES

56%

90%
of market leaders
are actively using
the Levy funds to
train apprentices.

NO

HOW IMPORTANT ARE APPRENTICESHIPS
AS PART OF YOUR CURRENT L&D STRATEGY

30+2322+25
30%

Very important

Somewhat important

23%

All market-leaders

Not so important

Not at all important
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22%

25%

viewed apprenticeships
as an important or very
important part of their
L&D strategy.
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HOW TO OPTIMISE YOUR L&D STRATEGY
TO DRIVE COMPETITIVE ADVANTAGE
Insights from L&D professionals on how training can better the bottom line
Many underestimate the value of L&D. But it
should no longer be an oversight relegated to a
single person in the HR department or a function
that’s dropped when budgets are cut. We spoke
to some of the most innovative, award-winning
L&D leaders in the UK to understand how their
departments
transformed
their
learning
programmes to be critical business-driving
functions. These organisations have created a real
competitive advantage by
attracting and
retaining the best talent, linking L&D to their
company mission and prioritising employee
engagement.

LEVERAGE L&D AS A RECRUITMENT
STRATEGY
Before you can think about profit and
results, you have to consider people. And
getting the very best talent in the room doesn’t
have to be just an HR priority. Top L&D teams
leverage their programs to recruit and
retain talent.
“L&D is a great attraction and retention tool
particularly as you see our workforce changing,”
says Rebecca Edwards, the Director of Learning
and Development at HomeServe, the home
assistance provider that won HR Distinction
Awards in 2018 in three different categories:
Best L&D Team, Learning & Organisational
Development and Leadership Development
“We’re seeing less vertical ladder moves now. A
lot more people want to have a wider career, and
expand their knowledge and experience in very
different areas.
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We recognised that was a need and something
we could offer.”
HomeServe recruits in several different ways,
including having recruitment open days and
going into schools and colleges. For Manning
Gottlieb OMD, the Omnicom owned media agency
that won the Best L&D Strategy category from the
HR Excellence Awards 2018, going out of your
way to speak about development opportunities
to candidates can also show employees you’re
invested in them long-term.
“We are actively looking for opportunities to share
our programme with prospective employees
and the reaction to that sharing has been very
positive so far,” says Clare Walsh, the People
Business Partner at Manning Gottlieb OMD.
“It’s a fantastic way for us to articulate our desire
to develop our employees on both a personal and
professional level.”

“ It’s a fantastic way for us

to articulate our desire to
develop our employees on both
a personal and professional
level. ”

— CLAIRE WALSH
HOME LEARNING

INTEGRATE TRAINING AND WELL-BEING
Once you’ve hired the right people, however, you
must nurture them. For Manning Gottlieb OMD,
a strong training programme is only half of the
picture. Enriching their well-being is just as
important.
MG OMD’s L&D programme is called
‘The Gym’ and consists of four different
training areas that all employees undergo:
Bootcamps, Core Strengthening, Personal
Training and the Spa.

Each of the first three areas target different types
of learning, including microlearning, core skill
development, and coaching and mentoring. But
the Spa is perhaps the key to their success. This
area of training prioritises employees’ mental and
physical fitness by providing yoga and pilates,
courses in stress reduction and massages, just
to name a few.
“Our approach is simple,” Walsh says. “We need
our people to be physically and mentally healthy
for them to get the most from other areas of
training, and to produce the best work for our
clients.” For many companies, these initiatives
would be more of a bonus company benefit, not
a key driver of an L&D program. At MG OMD, the
Spa sets them apart from competitors and is a
point of pride for the agency.
“This integration between training and
well-being was a key piece of positive feedback
given to us following our ‘Best Learning and
Development Strategy’ win at the HR Excellence
Awards,” Walsh says.
“The judges were impressed by our ability to
not approach well-being as an afterthought
but to have it woven throughout our entire
development programme.” Not only can this
tactic give your programme a competitive
advantage in terms of recruitment and retention,
it can be an overall business driver as well.
“The Gym and Spa is focused on upskilling
people not only to do their current roles, but
also the roles of the future, be that keeping up
with technological advancements, or supporting
the career path that an individual wants to work
towards,” Walsh says. Rebecca Edwards, of
HomeServe, wholeheartedly agrees that
prioritising people has a tremendously positive
effect on employee engagement.
“There’s a great quote that’s along the lines, ‘If
you treat people well enough they won’t want to
leave’, and I do believe that,” Rebecca Edwards
says.
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“I think ultimately if you’re investing in
people, even if they choose to advance their
career elsewhere, if they leave thinking that was
a great place to work, I was invested in, I was
developed, I was supported. If they think that,
they may well return to you one day to continue
their career with you. Or at least talk about you to
their new colleagues in a great light.”

MAKE YOUR TRAINING MORE RELEVANT

LINK L&D TO YOUR MISSION
STATEMENT

“I’ve been in recruitment for years, but I am not
the person to train some of the subjects that
we have because I’ve been out of it. I’ve seen
departments where the same person is teaching
for ten years but they haven’t been in the role.
Peer-to-peer training has more credibility.”

It’s important to be sure that your L&D
programme is aligned with company goals, and
this includes your mission statement. Your L&D
initiatives should be infused with the DNA of
the entire company, according to Dave Miller,
the Global Talent Development Manager for
WilsonHCG, the global RPO, executive search,
talent consulting and talent acquisition
solutions partner. WilsonHCG’s L&D team has
been recognised by numerous HR awards,
and most recently was a finalist in the
Emerging Leader in HR category of the 2018 HR
Distinction Awards. The pillars of Wilson
HCG’s mission statement include integrity,
collaboration, passion, communication and
ownership, which play prominent roles in their
training.
Their Pillars Programme, for example, gives
employees full ownership as they move through
the training programme at their own pace. New
employees work through each pillar as they
go, and with each pillar comes a compensation
change - an important incentive.
“In the markets we work in, the programme has
a competitive advantage because we’re taking
people who can see they’re in charge of their
own career development,” Miller says. Making
sure your business ethos is supported by your
training programme allows you to gain executive
buy-in as well, which can be crucial in securing
resources for your team.
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For many L&D teams, keeping up with the latest
technology can be a huge challenge. But there
are other ways your training can remain relevant
despite evolving market conditions and L&D
trends.
Dave Miller, of WilsonHCG, says it’s important to
incorporate peer-to-peer training.

Constantly reevaluating your programme is also
crucial for keeping content fresh. Miller and
his team evaluate the success of their training
weekly no small feat considering their footprint
spans several continents.
“What worked 12 months ago may not work now.
As a team one thing we’ve learnt to do is assess
weekly what we do and then make change,” he
says. “Our programmes are changing constantly
because our workforce is changing constantly.
Because employees are based in different
locations, and their cultures and demographics
are different, we have to constantly adjust what
we do. I think that constant feedback also keeps
up the competitive advantage.”

“L&D is a great attraction and

retention tool particularly as you
see our workforce changing. ”

— Rebecca EDWARDS
HOMESERVE
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INVEST IN L&D UPFRONT
As a cost-based function, L&D can be
vulnerable to budget cuts. But, according to
Rebecca Edwards of HomeServe, it should still
be a priority.
“When times are tough it’s easy to forget about
training and development,” Edwards says.
“The more you invest in it upfront, the longer
term the benefits will be. We have seen that.
I’ve been in a company where the L&D team and
budget was slashed, we didn’t invest in
leadership or people development, and you saw
the company unfold in front of your eyes.
Even when the going gets tough, if you’re
willing to invest in the right types of development,
for the right people, you will get your return on
investment in many ways.”

“There’s a great quote that’s

along the lines, ‘If you treat
people well enough they won’t
want to leave,’ and I do believe
that. ”

— Rebecca EDWARDS
HOMESERVE
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Elizabeth Curran, MD of Funding Solutions 4
Business and one of the experts who helped
put the Levy together, thinks this is down to a
fundamental branding issue.
“The whole concept of the programme is to
increase productivity in the workplace and
that could be broken down into recruitment,
bolstering your talent pipeline or the
development of staff to help them progress into
new roles. Apprenticeship programmes are there
to support businesses to help them prepare for
the future, so when they have people that are
due to retire, they’re not stuck trying to plug a
skills gap. Work needs to be done around the
apprenticeship brand. Ultimately, it’s a policy that
supports internal workforce development but
employers still don’t understand that apprentices
can be anyone from the ages of 16 to 65. The
government needs to do more to help people
understand it’s about learning new skills.”

APPRENTICESHIPS: IGNORE THEM AT
YOUR PERIL

Find out what strategies companies are employing to ensure they make the
most of the Apprenticeship Levy
When you think of the term apprentice, often
what springs to mind is someone fresh out of
school looking to take the first step on the career
ladder. Many still don’t realise that there are a
wealth of apprenticeships at bachelor’s and even
master’s level aimed at training every level of the
workforce. This can help your talent pipeline
planning twofold. Firstly, apprenticeships can
be used to train existing staff, increase their
engagement and motivation in the workplace
and contribute to staff retention. Secondly,
apprenticeships can bring in new employees and
develop them internally, increasing loyalty and
bringing in cross-generation knowledge sharing.
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The Levy was launched in April 2017 to plug
the funding gap caused by the UK government’s
promise to have 3 million new apprentices by
2020. It applies to all UK employers who have an
annual pay bill over £3 million.
For those that don’t pay the Levy, the government
can contribute 90% of the cost of the training via
their co-investment scheme.
Despite this, the number of people applying to
apprenticeships is falling. Apprenticeship starts
were down 28% between August 2017 and March
2018, compared to the same period in 2016/17.

It’s this fundamental misunderstanding that has
likely contributed to the fact that a whopping 92%
of Levy funds were unspent in the first year. This
can have both short-term and long-term negative
consequences for businesses.

FORGET BREXIT - THE BIGGEST RISK
TO YOUR PIPELINE IS A LOSS OF
ENGAGEMENT
Losing talent is a costly business. It’s estimated
that re-hiring a position can cost a company up to
nine months of that position’s salary. It also takes
an average of 28 weeks to get the employee up
to speed. On the other hand, companies that
focus on engagement tend to see higher
retention, which has a big benefit to their
bottom line. The CLC reports that highly engaged
organisations have the potential to reduce staff
turnover by a whopping 87%.
Sue Davison, Apprentice Levy Project Manager for
Sodexo, a global company that employs 35,000
staff in the UK and Ireland alone, has already seen

the benefit of engagement that apprenticeships
provide.
“We were the first company to offer the
Custodial Detention Level 3 apprenticeship,
and that is going from strength to strength. It’s
improved our attrition rate. We’re attracting
new people to those roles and we’re retaining
people for longer because we’re developing them
through a structured 12 month programme.
The Detention Custody Officer programme
shows that apprenticeships do support
retention. In the past where we’ve run the
programme
without
the
apprenticeship
standard behind it, the retention rate has been
significantly lower. Since introducing the Level 3
apprenticeship we’ve had a much lower
withdrawal rate.”

BUT ANOTHER RISK IS AN AGEING
WORKFORCE
Becca Thurston, Early Careers Manager at
Wessex Water, which serves 2.8 million
customers in the South West of England, says
that plugging the retirement gap is a big driver
for their apprenticeship programme.
In the energy and utility sector alone, 221,000
recruits are needed in the next 10 years to take
over from the ageing workforce. Energy and
utilities as an industry, which keeps the
infrastructure
behind the United Kingdom
running, predicts a further 21% of their engineers
will retire in the next decade.

“ The Government needs to do more

to help people understand it's about
learning new skills. ”

— ELIZABETH CURRAN
Funding Solutions
4 business
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“The 2020 drop-off is definitely a huge part
of it, coupled with the fact that the 16-18
demographic is shrinking. As an engineering firm,
we know that a third of our workforce is hitting
retirement age, and apprenticeships are part of
our workforce challenge solution.”
But this isn’t just a challenge for energy and
utilities - all UK companies will be impacted as the
baby boomers hit retirement age. Despite the fact
that in the UK we are now working later in life (the
average retirement age is 64.5 years for men and
62 years for women) a third of the workforce will
be over 50 by the time 2020 rolls around. Within
20 years, a quarter of the UK’s population will be
aged 65 and over.
So if there was ever a time to look to recruit young
blood into your business - it’s now.

APPRENTICES BRING IN FRESH BLOOD
There is a decided advantage to hiring
people into your company straight from school.
They can bring new talent and fresh ideas from
having grown up in the digital sphere, although
sometimes this presents its own challenges.
However, Becca Thurston at Wessex Water thinks
that the benefits outweigh the cost.
“It’s always going to be a challenge to
begin with, because for many this is their first
professional job and their first time in the working
environment, but it’s a worthwhile investment.
Their use of technology is amazing, and you have
the opportunity to promote cross-generational
learning when you hire apprentices.”
But that’s not to say that you should focus solely
on school leavers as part of your apprenticeship
strategy.
“I think apprenticeships should focus both on
recruiting new talent into the business and
developing existing employees to fulfil future
potential positions,” says Becca Thurston.
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“They can future-proof the business. An
apprenticeship is a ‘grow your own’ and that could
be somebody new, who is fresh out of school but
equally, it could be an existing employee that
needs development in order to grow.”
Sue Davison agrees that apprenticeships can
bring fresh ideas and innovation to the business,
but that doesn’t necessarily require a young face.
The majority of Sue’s apprentices at Sodexo
are aged 30+, and this adds its own benefit in
helping the business avoid stagnation.
“As a business that has food very much at the
core of what we do, it’s crucial for us that we
are innovating. Not just for our clients and our
customers but for our employees as well, when
they are continually challenged they bring these
new ideas back to their site and implement them.
With the apprenticeship standards we can keep
a chef in full-time development for three years
and continually expose them to the latest food
trends, market updates and best practice. And I
think that is a massive change, and one of the
most powerful impacts of apprenticeships.”

APPRENTICES REQUIRE MORE SUPPORT
Apprenticeships, however, aren’t your typical
training program. They generally last between
one and four years, depending on the level,
and require a mixture of theoretical and
practical training. With an apprenticeship you are
learning and working simultaneously. That can
put pressure on the individual as well as the
business, which must account for 20% off-thejob training. For an apprenticeship program to be
successful and sustainable, employers need to
recognise the additional strain placed upon
apprentices.
“We recognise that apprentices need
additional support to ensure their wellbeing at
work,’ says Becca Thurston at Wessex. ‘That’s
why all apprentices are invited to join the Young
Apprentices Ambassador’s Network.”
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Sue Davison from Sodexo agrees that more needs
to be done when it comes to supporting young
apprentices, especially those that are school
leavers.
“Corporate companies need to do more when
it comes to the well-being and quality of life
piece for apprentices that are school leavers.
One of the things that A-Levels, college or even
university gives to young people is the
ability to grow socially, as well as academically
or vocationally. As an employer, we have to make
sure we put things in place to help young people
grow their social network when they are no longer
in schools.
One of the things I’ve begun to do is work with
the Young Ambassador Network and try and reach
out to our young apprentices to put them into a
network of other young apprentices in the local
area so that they have events together and get to
socialise together.
Companies really have to develop a sense
of what these young people need, and how
that’s different to what a 24 or 25 year old
apprentice needs. And that’s a big challenge for
any employer, but particularly for larger corporate
companies who need to make themselves more
accessible to younger employees. If you want
to be successful as an employer of choice for
school leavers, you have to recognise that you
need to think about their quality of life as an
employee. You have to consider what you can
offer them in terms of well-rounded support by
recognising that younger apprentices need
support in different areas.”
A strong support network for your apprentice can
allow for the individual to grow and develop within
the company and climb the ladder successfully.
Mark Horsley, a chief executive in the utilities
industry, started his career as a cable jointer
and 28 years later heads up one of the best
performing gas distribution companies for
customer satisfaction.
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“Moving up from an apprenticeship role to a CEO
position takes tenacity, but it makes the job
easier once you get there because you’re
carrying vast experience with you. Starting at
the bottom means you learn every aspect of a
business. It really changes you as an individual.
Not only do you carry that knowledge with you
from step to step, but you’ll also get to meet a lot
of amazing people on your journey.”

MANY ARE ALREADY EMBRACING
APPRENTICESHIPS AS THEIR PRIMARY
TRAINING TOOL
The John Lewis Partnership, a retail company
which employs 83,000 partners, has embraced
apprenticeships as their primary training tool.
Since May 2017, more than 500 apprentices
enrolled in the Partnership’s retail, LGV driving,
vehicle maintenance and hospitality schemes.
A further 300 apprentices are expected to join
in the next six months across existing and new
programmes being rolled out across their head
offices and shops, in areas such as human
resources, taxation, project management,
procurement, farming, digital and sewing
machinists.

It promotes retention too, because the individual
on the programme is being invested in by the
employer and is more likely to want to stay with
the company as they develop.”
Sue Davison from Sodexo added that the
structure and framework that sits behind
apprenticeships sets them apart from other
training options.
“It’s the continual support that the
apprenticeship as a framework offers that
other professional development training doesn’t
that makes apprenticeships the perfect learning
vehicle when it comes to upskilling existing staff.
We want to change and develop people and
support them as they grow; apprenticeships
are perfect for that. And at the end we know
that we have fully qualified people that have
been gaining experience as they learn.”

“One of the things that A-Levels,

College or even University gives to
young people is the ability to grow
socially, as well as academically
or vocationally. As an employer we
have to make sure we put things
in place to help young people grow
their social network when they are
no longer in schools.”

— Sue Davison
Sodexo

“The Levy is a ring-fenced training fund,
effectively,’ says Becca Thurston, ‘so you might
as well spend it.
We’re predicted to spend our Levy fund
within 24 months and we’re probably one of
the few that are able to say that. If you build
apprenticeships into the appraisal process,
managers can spot development opportunities
and use it that way.”
Becca Thurston agrees that a good,
strategic L&D plan requires companies to include
apprenticeships. “What apprenticeships should
give is a rounded individual with a good skill set
that grows with your business.
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BUT APPRENTICESHIPS SHOULDN’T BE
YOUR SOLE PIPELINE FOCUS
Companies will always need to recruit in a
variety of different ways. In any business,
you’ll always have entry-level positions which
apprenticeships can fill and you’ll also have
more senior positions where you need people
with a particular knowledge and skill set.
Elizabeth Curran doesn’t think that the
introduction of the Levy will change companies’
recruitment strategies, but it may make them
think differently about training and how to
package entry-level positions.
“It might help them reconsider graduate vs
apprenticeship programmes. Employers should
engage with apprenticeships and when it
comes time to recruit, they should think about
the job role they are recruiting for and whether
that could be an apprenticeship.
If you want to do any staff development, you
should think about whether an apprenticeship
could fill this training need to help the individual
move into new job roles.
Whether you’re a large Levy-paying company
or whether you’re a small, non-Levy SME it’s
about opening your eyes to the fact that
underneath it all, apprenticeships are simply
a training programme.”
For many companies, the Levy is best utilised
as a split investment between hiring new blood
and training and developing existing staff.
Becca Thurston at Wessex Water predicts they
will invest more in existing staff in the coming
years than in previous, moving from an 80/20
split in investment (new hires vs. existing) to
a 60/40 with the introduction of the Level 3
Leadership and Management Apprenticeship.
“Apprentices are a whole set of new challenges,”
says Becca Thurston, “but from an employer
perspective, while the cost of recruiting an
apprentice versus a new member of staff is
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equitable, I think the retention of apprentices is
higher. When you take them on younger they tend
to be more loyal to a company as they have learnt
the ropes with your organisation. So they not only
add sustainability and security, but they promote
cross-generational learning.
We have a lot of workers nearing retirement age
who want to share their knowledge and expertise.
They know they’ll retire in the next 10-15 years
but they want to be a part of the business’ future.
That’s a definite avenue for skills retention within
businesses like our own where you have subject
matter experts. They can pass that knowledge
onto apprentices.”
In short, utilising the apprenticeship Levy as
a ring-fenced training fund to both develop
existing staff and plug the skills gaps that are
forecasted in the next 10-20 years will
bring businesses both short- and long-term
benefits.
Alongside increasing the engagement of staff,
apprenticeships can also promote knowledge
sharing between new recruits and those
approaching retirement age, securing both
your talent pipeline and the knowledge set your
business needs to keep growing and moving
forward.

“If you want to do any staff

development, you should think
about whether an apprenticeship
could fill this training need to
help the individual move into
new job roles. ”

— ELIZABETH curran
Funding Solutions
4 business
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FINDCOURSES.CO.UK
At findcourses.co.uk, our goal is to help individuals and companies find the right
training provider for their needs. That’s why we’re a cost free search engine,
dedicated to corporate training and further education.
We believe wholeheartedly in the value of continuing professional development
and are proud to support those wanting to grow. We work closely with HR, L&D
departments and training buyers in organisations to help them source the right
training.
Interested in using our free consultation service to find and compare training
providers? Send us an email at info@findcourses.co.uk

CITE THIS REPORT

findcourses.co.uk (2019). U.K. L&D
Report: 2019. Retrieved from http://www.
findcourses.co.uk/ld-report-2019

34 | FINDCOURSES.CO.UK | U.K. L&D REPORT: 2019

U.K. L&D REPORT: 2019 | FINDCOURSES.CO.UK | 35

