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Apprenticeships have a remarkably long and enduring history reaching back to the guilds of the 

Middle Ages. It was the Statute of Artificers in 1563 that first laid down a centrally devised 

national system of training, and levels of participation have varied over the intervening years, in 

response to changes in the social, economic and political environment. We witnessed a steady 

decline in Apprenticeship numbers in the 1970s and 80s, but in the last two decades, 

Apprenticeships in England have undergone something of a renaissance. There were 273,900 

starts in 2009/10, a record number, and completion rates were at an all time high. Although we 

compare favourably with other European countries in terms of quality, we are still well behind 

their participation rates, and the number of Advanced Apprentices that progress to higher 

education remains stubbornly low. 

A key point to remember in any discussion about Apprentices is that they are, first and 

foremost, employees and it is important to recognise the influence that employers have on the 

number, quality and progression of Apprentices. The biggest issue facing the success of 

Apprenticeships is that there are not enough employers willing to offer Apprenticeship 

opportunities. 

This report, The Road Less Travelled, provides an excellent examination of the issues relating 

to the progression of Advanced Apprentices to higher education (HE). It recognises the factors 

that influence progression from the employerõs perspective and clearly articulates the benefits 

which are derived from participation in HE. 

One message that comes through strongly is the importance of a well developed and 

comprehensive programme of information, advice and guidance (IAG) . With the current 

changes to HE funding and rising tuition fees, it is important that school and college leavers 

understand the range of options available to them, and that their journey can continue from an 

Advanced Apprenticeship to HE. There is a real opportunity for more to travel this road 

providing we can demonstrate to employers the benefits of Apprenticeships and the related 

benefits of progression. The pressing need is for more employers to participate in the 

Apprenticeship programme and this report provides compelling evidence for doing so. 

The Apprenticeship Ambassadors Network commissioned research in 2008 (The Net Benefit to 

Employer Investment in Apprenticeship Training) which clearly demonstrated the business 

case for Apprenticeships ð the rate of return on employer investment in the programme and 

benefits such as improved productivity, retention and commitment. The Road Less Travelled 

shows that these benefits are also felt when Advanced Apprentices progress to HE; the report 

provides powerful evidence for increasing the very low rate of progression. The employer case 

studies cover a range of sectors and show what works and how. They will be invaluable to 

employers, providers, government and of course, Apprentices themselves. 

Finally, this report provides an excellent agenda for action and we should all take up the 

challenge to achieve the benefits outlined here by continuing the overall growth in the number 

of Apprenticeships and in turn, increasing the number that progress to higher education. 

 

Rod Kenyon OBE 

Director, Apprenticeship Ambassadors Network 

January 2011  

 



Very few Advanced Apprentices currently progress to higher education ð for most, this is the 

road less travelled . As the government has clearly indicated that the burden of funding higher 

education will shift  from the state towards individuals and employers, it is increasingly 

important to understand why and how employers support the progression of Advanced 

Apprentices and to identify the associated costs and benefits. In the summer of 2010, the Skills 

for Sustainable Communities Lifelong Learning Network commissioned CFE to capture the 

experiences of employers that support the progression of Advanced Apprentices to higher 

education. This report draws on detailed consultations with 18 such employers to address the 

four key questions outlined below.  

> Progression to higher education can begin from a wide range of Advanced 

Apprenticeships and usually involves studying for a qualification on a part time basis. 

Most employers indicated that progression to a Foundation degree or HNC/HND was 

the norm, with a smaller number supporting onward progression to Honours and 

Masterõs degrees.  

> We identified three broad approaches to supporting progression: systematic  

progression (where all or most Advanced Apprentices progress), tactical  progression 

(where progression is considered on a case-by-case basis) and ad hoc progression 

(where progression is occasional or even accidental).   

> The employers expressed a clear preference for using higher education providers (be 

they universities, FE colleges or private providers) located close to their workplace. 

Most preferred learning to take place on a day or block release basis to minimise 

disruption to their business. 

> The primary driver for supporting progression is the existence of a clear business need 

for higher level skills. This is usually linked to a requirement for technical expertise to 

deliver a particular product or service, the need to keep pace with competitors, and/or 

to meet replacement demand.  

> The engineering and manufacturing sectors are facing particular uncertainty over the 

future supply of skills, with an ageing workforce and insufficient flow of new entrants. 

Employers in these sectors supported progression primarily to develop a stock of talent 

for the future.  

> Employees themselves can drive progression to higher education. Completing an 

Advanced Apprenticeship is often just one step in an individualõs journey of personal 

development. When the aspirations of the employee align with the business 

requirements of the employer this can act as a powerful driver of progression.  

> In some sectors, regulatory requirements can drive progression, although there was 

concern from some employers that this can run counter to both the needs of their 

business and the wishes of individual employees. 

> Many employers regarded the opportunity cost of supporting progression (in 

particular, the t ime spent away from the workplace and the necessary reorganisation of 

work patterns) to be as significant, and is in some cases more significant, than the 

direct financial cost. 

> Fees to higher education providers only form part of the financial cost ð many 

employers emphasised the significant investment made purchasing course materials 

and equipment, reimbursing travel and subsistence and overseeing the necessary 

 



administrative processes. Ultimately though, the majority of employers regarded the 

costs described here as an investment that would generate significant business benefits 

in the future . 

> Most of the employers we consulted make a primarily qualitative rather than 

quantitati ve assessment of the relative costs and benefits of progression. Many were 

interested in developing a more robust way to measure the return on their investment 

in order to present a stronger internal case for investing in progression. 

> On balance, all of the employers we consulted felt  that the benefits of supporting 

progression outweighed the costs. A more highly skilled workforce was linked to 

increased productivity and profitability. Most employers highlighted the benefits of 

growing and investing in their own employees rather than recruiting externally, 

particularly as this leads to increased levels of staff motivation and retention.    

> It can be a big step from an Advanced Apprenticeship to higher education and the 

transition to a more self-guided style of learning can be a particular challenge. The 

employers agreed that it is important to have adequate support mechanisms in place 

for employees undertaking higher education for the first time.  

> The employers emphasised the importance of maintaining a positive, open relationship 

with higher education providers. Before progression to higher education even occurs, it 

is also important that Apprenticeship pr oviders offer feedback on how employees 

performed at Level 3, to assess their readiness for higher level study. 

> A lack of appropriate higher education provision can be a major barrier to progression 

in some sectors. Several engineering employers explained how difficult it can be to 

source relevant provision that is delivered in a responsive way. Where a lack of suitable 

provision acts as a barrier, some employers work in partnership with providers to 

develop qualifications collaboratively ð particularly Foundation degrees. 

> Integrating and aligning course content with the duties an individual carries out on a 

day-to-day basis was regarded as a highly effective way of minimising disruption to 

work patterns. 

> Many employers reported that Advanced Apprentices tend to be unsure about certain 

aspects of higher education, particularly the financial support available. In these 

instances, the provision of high quality information, advice and guidance (IAG) can be 

a real enabler to progression. Significantly, all of the employers we consulted reported 

that Advanced Apprentices progress equally well when they reach higher education as 

those that enter with more ôtraditionalõ academic qualifications. 

> Most of the large employers we consulted did not feel they had encountered any 

significant barriers to supporting progression. In part, this was because progression had 

become ingrained in the company culture. It helped that in many of these employers, 

members of the senior management team were themselves ex-Apprentices. Senior level 

buy-in to progression is a key enabler. 

Almost all of the employers we consulted indicated that they would continue to support the 

progression of their Advanced Apprentices to higher education. Several plan to increase the 

number that progress (suggesting a move from tactical  to systematic  progression) and all felt 

that the investment made was worthwhile. Most said that they would continue to support 

progression even as the financial contribution from the state reduces in size. This is 

encouraging, and taken together, our hope is that the lessons from this report will be used to 

increase the number of employers and employees that progress down (or perhaps more 

appropriately ð up)  the road from an Advanced Apprenticeship to higher education.  



There is a rich history of Apprenticeships in England stretching back to the guilds of the Middle 

Ages that provided training for young craftsmen. The introduction of Modern Apprenticeships 

in 1994 helped to reverse the decline in numbers experienced since the beginning of the 1970s. 

While the number of Apprenticeships stood at 53,000 in 1990, this had increased to 200,000 by 

the year 20001 and almost 275,000 by 2010. 2 Since then, successive governments have placed 

Apprenticeships3 (with their blend of practical work experience and training towards nationally 

recognised qualifications) at the heart of their strategies to increase the skills of the workforce. 

Research has consistently shown that investing in Apprenticeships delivers significant returns 

for both Apprentices and their employers.4 

So while it is unsurprising that Apprenticeships form a key part of the current Coalition 

Governmentõs skills strategy, it is a significant statement of intent (particularly in the current 

climate of austerity) that levels of investment are set to increase.5 At the launch of the 

Governmentõs first Skills Strategy ð Skills for Sustainable Growth  ð in November 2010, Vince 

Cable, Secretary of State for Business Innovation and Skills outlined the Governmentõs plans for 

Apprenticeships:  

òToday there are a wide range of Apprentice ships in more than 190 sectors. But this 

Government still doesnõt think there are enough and even in a climate of cuts has 

committed additional resources to fund a further 50 ,000 adult Apprenticeships this year 

above the level inherited by the previous Government, rising to 75,000 by the year 2014 -

15.ó6 

Increasing the number of learners progressing through and beyond Apprenticeships to higher 

education is also an important Government priority. In September 2010, John Hayes, Minister of 

State for Further Education, Skills and Lifelong Learning emphasised that: 

òWe want to create a clearer ladder of progression in the Apprenticeships Programme. 

There should be greater emphasis on  progression to Level 3 and beyond. And this is why 

we are committed to expanding, in particular, the number of Apprenticeships available 

at more advanced skills levels. The Apprenticeship programme, newly refocused to 

prioritise progression to Level 3 and  higher will help deliver the technician -level skills on 

which the jobs and industries of the coming decades will depend. ó7 

Skills for Sustainable Growth  endorsed this view and outlined plans to widen access by 

developing clearer progression routes from Level 3 Apprenticeships to higher level provision.8 

Very few Advanced Apprentices currently progress to higher education ð for most, the journey 

to higher education is the road less travelled . Research by the University Vocational Awards 

Council (UVAC) suggests only 4% of Advanced Apprentices reach higher education after 

completing their Apprenticeship.9 Similarly, figures from the Higher Education Funding Council 

for England (HEFCE) indicate that only 6% of individuals that completed an Advanced 

Apprenticeship in 2002/03 had reached higher education four years later.10 The HEFCE data 

also suggests that the scale of Advanced Apprenticesõ progression varies widely by sector ð 

accountancy, business administration and engineering have the highest levels of progression.11 

But even these rates of progression are in stark contrast to the 90% of A-level learners that 

progress to some form of higher education.12 

So why are progression rates for Advanced Apprentices so low? Previous research points to a 

range of supply-side and demand-side barriers. Fundamentally, many employers do not exhibit 

the sort of demand for higher level skills that could be used to justify investment in supporting 

 



their employees to progress.13 It has been observed that some employersõ ambitions for 

progression appear to stall after Level 3 and many simply do not realise their Apprentices have 

the ability or potential to progress.14  

Of course, there can be a similar lack of demand from Advanced Apprentices themselves.15 

Barriers relating to awareness and aspiration have been identified through previous research16 

alongside the practical difficulties  involved in fitting  higher education around family life and 

work patterns.17 In some cases, Advanced Apprentices may not have acquired the requisite 

skills for higher education (which one report18 refers to as a òquantum changeó) such as 

advanced mathematics for engineers.19 Some Apprentices may also have had negative 

experiences of formal education in the past.20 

On the supply-side, even when employers do decide that supporting progression is worthwhile, 

they often experience difficulties engaging with higher education providers, particularly 

universities.21 Higher education admissions and academic staff often have a limited 

understanding of Apprenticeships: the frameworks have not historically attracted UCAS tariff 

points and there is a general lack of information about vocational qualifications (and 

Apprenticeships in particular) on university course entry profiles.22 When Apprentices are 

accepted onto higher education programmes, the flexibility of delivery programmes may not be 

sufficient to enable employees to study alongside work.23 Inadequate information, advice and 

guidance to Apprentices themselves may also be an issue ð Aimhigher Greater Manchester 

found that 80% of Apprentices knew little or nothing about the range of higher education 

courses available and the benefits these could bring.24 Many of these supply-side barriers have 

been reduced in recent years as a result of the combined efforts of Lifelong Learning 

Networks25 and it is likely that without this intervention, rates of progression would be even 

lower. 

While government has emphasised the economic benefits of Apprenticeship progression and 

the need to increase the stock of technician-level skills, a recent policy paper published by the 

Lifelong Learning Networks National Forum highlighted the important role that progression can 

play in increasing social mobility. The paper also called for more case studies of Apprenticeship 

progression to be developed for use by information, advice and guidance (IAG) practitioners.26 

Apprenticeships involve four major partners ð the employer, the Apprentice, the training 

provider and the government (that can provide advice, support and in some cases, funding).  

The employerõs role is key. In addition to paying Apprentices a salary, employers provide on-

the-job training, allow time away from the workplace for additional training and ð if the 

Apprentice is over the age of 18 ð contribute to the cost of this training. The employer is 

particularly important in supporting progression to higher education, as the financial cost and 

time commitment involved is usually greater. In this context (and as Government has indicated 

that the burden of funding higher education will be shifted from the state to individuals and 

employers27) it is important to understand why and how employers support the progression of 

Advanced Apprentices and to identify the associated costs and benefits.  

This report draws on detailed consultation with 18 employers that have supported the 

progression of Advanced Apprentices to higher education. It is structured around the four key 

questions that we addressed through the research: 

> How do Advanced Apprentices progress to higher education? 

> What drives employers to support the progression of their Advanced Apprentices? 

> What are the costs and benefits of progression? 

> What are the barriers and enablers to supporting progression? 



During September and October 2010, we conducted 20 in-depth qualitative interviews with 

representatives of 18 different employers that had supported Advanced Apprentices to 

progress to higher education. In each case we interviewed the member of staff responsible for 

staff development or human resources. This research focuses only on those employers that had 

already successfully supported an Advanced Apprentice to progress to higher education. Given 

that only 8% of employers offer Apprenticeships of any kind,28 and even fewer have supported 

Advanced Apprentices to progress on to higher education, a major challenge was to identify 

employers that met our criteria.  

The employers that participated in the research are outlined below in Table 1, although two 

preferred to remain anonymous. More than half of the employers that participated in the 

research operate in the engineering sector, as more Advanced Apprentices are employed in this 

sector than any other.29 

Table 1: Employers that participated in the research 

Our research focused on the progression of individuals that had completed an Advanced 

Apprenticeship at Level 3 across all frameworks and sectors. Previous research by CFE has 

highlighted the array of qualification frameworks, levels and agencies that litter the education 

and skills landscape and the extent to which this can hamper the formulation of clear and 

agreed definitions.30 For the purposes of this research, ôhigher educationõ relates to all 

qualifications at Level 4 or above that feature on the Framework for Higher Education 

Qualifications or Qualifications and Credit Framework. These include Higher National 

Certificates (HNCs), Higher National Diplomas (HNDs), Higher Apprenticeships, Foundation 

degrees and, subsequently, Honours degrees and Masterõs degrees. More information on 

qualification frameworks and related levels is provided in Appendix 1.31 



In this chapter we focus on how Advanced Apprentices progress to higher education. We draw 

on our employer consultations to answer the following key questions: 

> What qualifications do Advanced Apprentices progress from and to? 

> Where do they study? 

> How is higher education delivered? 

> How many Advanced Apprentices progress? 

> How does progression relate to job roles? 

The employers that participated in our research support the progression of Advanced 

Apprentices from a wide range of subjects including: engineering, software engineering, civil 

engineering, hairdressing, business administration, finance, and childrenõs care, learning and 

development. 

In some cases, employers support progression from several different Advanced 

Apprenticeships. For example, one large engineering company, supports Craft and Technical 

Apprenticeships on one side of their  business (which include manufacturing and engineering), 

and Commercial Apprenticeships on another (which include IT, Finance and Sales and 

Marketing). In one large car manufacturer, the decision to support progression (and the extent 

of progression) depends on the job role the Advanced Apprentice is likely to enter. 

òItõs really linked to what is the ultimate job that we want them to do, and what level is 

that ultimate job? For a multi -skilled technician, the level that we need to get someone to 

is the Foundation degree level. [On] the manufacturing side, itõs a lower level.ó 

Nissan 

Employers support Advanced Apprentices to progress to a range of higher education 

qualifications including; Foundation degrees, Higher National Certificates (HNCs) and Higher 

National Diplomas (HNDs). These are usually in subject areas related to the Advanced 

Apprenticeship the individual had previously undertaken. Three of the employers we consulted 

had supported staff to move on to Higher Apprenticeships, an Apprenticeship framework at 

Level 4.  

The objective of some courses was to develop more specialised, technical skills ð for example, 

progression from an Advanced Apprenticeship in Engineering to a Foundation degree in 

Materials Processing including metallurgy. Other employers supported progression to enhance 

softer and more cross-cutting skills such as leadership, although it was emphasised that these 

two objectives could often be achieved simultaneously.  

Progression for Advanced Apprentices can happen in several stages. In most cases, the initial 

progression takes the Advanced Apprentice as far as Level 5 ð a Foundation degree or 

HNC/HND. From there, several employers offer further progression to Honours and Masterõs 

degrees and, in one case, a doctorate. One employer identifies a handful of its Advanced 

Apprentices in engineering each year as having the potential to become future leaders of the 

business, and sponsors them on a Masterõs programme at a Russell Group university (see case 

study on page 26).  The experience of higher education was certainly not confined to 

ôtraditionalõ full time, three year undergraduate study; in fact, none of the employers we 

consulted had supported progression to this type of provision. 

 



Most of the employers that participated in our research support progression to higher 

education delivered by a university or further education college (or in the case of many 

Foundation degrees, a partnership between both types of institution) . In a minority of cases, 

private providers were used, usually to deliver HNCs or HNDs. Several of the participating 

employers also deliver all, or aspects of, the higher education themselves, occasionally with  

support from the relevant public funding councils. In some instances, the higher education 

provider is the same provider that supplies the Advanced Apprenticeship training, but in most 

cases different providers are used. 

One clear pattern that emerges is the tendency for employers to use higher education providers 

that are local to the site where the employees are based. When an organisation employs staff 

across multiple sites, numerous providers may be used in order to reduce travel overheads. 

Localism and convenience drive the choice of providers as much as other factors such as 

reputation and quality. 

òBasically, we use  [a Further Education] College for the HNC, because that is literally five 

minutesõ walk from the site.ó 

Siemens Industrial Turbomachinery 

Of course, when providers can offer distance learning, there is less need for higher education 

providers to be local, a point made by two employers that use the Open University to deliver 

Foundation degrees. 

Previous research has identified different models of Apprenticeship progression to higher 

education, including progression after  completing an Advanced Apprenticeship, or an overlap  

between the Advanced Apprenticeship and higher education. We found examples of both, 

although the duration and intensity of study varies significantly between (and sometimes 

within) employers. For example, in the case study below, Advanced Apprentices can fast-track 

from an Advanced Apprenticeship to the achievement of a Foundation degree within three 

years, by studying for elements of both qualifications concurrently. They can then top up to an 

Honours degree in four years, by spending their fourth year studying full-time at university on 

sabbatical. In other employers it can take up to eight years to achieve an Advanced 

Apprenticeship and a Foundation degree by studying on a part-time basis. 

  



Figure 1: Case study ð an integrated, fast-track approach to Apprenticeship progression 

The employers we consulted offered the opportunity to study outside the workplace in the 

following ways: 

> Day release: In these cases, the employee studies outside the workplace for (usually) 

one day each week. This was the model used by most of the employers we consulted. 

> Block release: There are a variety of models of block release. The employer in the case 

study above effectively allows block release for a year while the employee is topping-up 

to an Honours degree. In other examples, employees embark on block release for six 

months before spending six months back in the business; we found one example of an 

employer that offered an 11-week block release to study for an HNC at a college. Block 

release is particularly useful where shift patterns or geography mean that day release 

over a long period is impractical. 

> Distance learning: Two of the employers we consulted supported progression to higher 

education delivered through online distance learning. Employees study in the 

workplace in a dedicated learning space, or at home. In our case study of a Foundation 

degree in Early Childhood Studies, the employer also allows staff to study in groups 

during working hours (see case study on page 23).  

Some employers emphasised that their employees are often required to study in their own time 

outside of work, particularly when studying for Foundation or Honours degrees. 

òSometimes they take [day release] as a day unpaid and we change their contract so that 

theyõre actually contracted to do fewer hourséOr sometimes thereõs those of them whoõve 

actually got a lot of financial commitments, so will say, ôNo, Iõll stick on the original 

hours.õ So, they then work in the evenings to make up that time. ó 

Pendennis Shipyard 

 



The scale of Advanced Apprenticeship progression varies greatly between employers, both as a 

proportion of each cohort and in absolute numbers. We have identified three broad approaches 

to progression (although it is worth noting that these approaches can evolve over time to 

respond to changing business circumstances):  

> firstly, systematic progression, where all or most (i.e. over three-quarters), are 

intended to progress to higher qualifications; 

> secondly, tactical progression, where progression is considered on a case-by-case basis, 

meaning fewer Advanced Apprentices progress; and  

> ad hoc progression, where progression is occasional or even accidental, and may only 

involve a small number of Advanced Apprentices. 

The clearest example of systematic progression is where Advanced Apprenticeships are 

combined with higher level qualifications in a single traineeship  programme. This has been 

referred to as the integrated model32 of Apprenticeship progression to higher education, and 

shows a clear, strategic commitment to invest in progression. 

òOur progression is maybe a little bit different because, fundamentally, we expect 

everyone, when they start, to go up to at least Foundation degree level. So the 

progression is already built into the scheme. ó 

Nissan 

òIn most cases, unless itõs extremely apparent that the individual either canõt cope, or if 

weõre getting negative reports back from the provider, we will put  all  Apprentices  on to 

Higher National  [Certificates].ó 

Cinetic Landis 

With tactical progression, employers consider Advanced Apprentices for progression on a case-

by-case basis. This can involve a complex decision-making process, often including: detailed 

appraisal and development monitoring, an assessment of business need in the area that the 

Advanced Apprentice works and liaison with providers. If no Apprentices are judged to be 

suitable for progression, these employers will usually recruit as an alternative. 

òWe look at the progress and the outcomes of their Level 3 Apprenticeship with regards to 

the assessor notes and how theyõve coped with the programme. We conduct a 

development discussion with the individual and their Line Manager, and then de cide 

whether the individual has the capability and commitment to go further...some go on to 

attend more functional related courses such as hydraulics, and other related  areas. In 

addition, we encourage further academic study where positive succession plann ing has 

been identified. ó 

Firth Rix son 

  



Figure 2: Case study ð tactical progression  

Sometimes, all or most Advanced Apprentices are intended to make the first step of 

progression to Level 5 ð an HNC/HND or Foundation degree ð but then any subsequent 

progression (perhaps to an Honours or Masterõs degree) is considered on a case-by-case basis.  

òIf we look at it broad brush, if 100% finish with the HNC, probably 70% will go on to do a 

HND and from those, probably, it drops down to another 20% or 30% who  want to go on 

to a degree.ó 

Cummins Turbo Technologies 

Finally, in some employers we see examples of ad hoc progression, where progression occurs 

infrequently, or only in exceptional circumstances. These businesses do not routinely rely on 

progression from Advanced Apprenticeships to support any higher level skill needs. We did find 

examples of progression being prompted by providers subsidising higher education courses, 

although the employers involved did not think this would trigger a longer term change in their 

training patterns.  



We found that when Advanced Apprentices progress to higher education, there is often no 

clearly defined link between this progression and a new job role (i.e. a promotion) . Ultimately, 

progression through job roles depends on what opportunities arise in the business, as well as a 

host of other factors, such as individual aptitude and work experience. A causal link between 

attaining a higher qualification and progression through job roles is not always clear. 

òWhat we do is we say, ôLook, your starting post will be at a shop floor or, if youõre lucky, 

technician level, depending on what positions we have available at the time and 

depending on how managers across the business have seen you and who wants to take 

you in. What happens after that is your career.ó 

Cummins Turbo Technologies 

The key point for many of the participating employers is that higher education equips 

employees with the tools to progress and enhances their potential to progress in the future. 

When an Advanced Apprenticeship is combined with a higher education qualification in one 

traineeship programme, there tends to be a clearer link between qualifications and progression 

through job roles. Employees tend to be considered ôtraineesõ until they have completed their 

higher education, at which point they progress into their new role with the company. This 

progression through a traineeship may also be associated with incremental salary rises, as one 

large automotive manufacturer highlighted: 

òItõs not promotion as such; what basically happens is, there is the start point as a 

trainee, and there is the bottom of the band as a full technicia n. Fundamentally what we 

do is we step up their salary every six months, as long as they attain the performance 

levels, and they pass their tests at college and university. So fundamentally, they are a 

trainee technician, but every six months they would ge t a rise, as long as they meet every 

criteria. ó 

Nissan 

In another example, Advanced Apprentices who work up to an Honours degree can enter roles 

at the same level as the companyõs graduate recruits. This illustrates the potential of Advanced 

Apprenticeships as the start of an alternative route to graduate-level jobs and careers. 

òThey all go into a software engineering role...thatõs what they are able to do once theyõve 

completed their course...so they are fully qualified engineers. So they can walk into a 

fully qualified post, as any graduate.ó 

Software engineering company  



 

This chapter explores the factors that drive employers to support the progression of their 

Advanced Apprentices to higher education. The main drivers identified through our research 

are: 

> A business need for higher level skills. This is by far the most important driver and is 

usually linked to a specific requirement for technical expertise, the need to keep pace 

with competitors, and/or to meet replacement demand.  

> The importance of maintaining a positive reputation for supporting staff development. 

> The motivation and desire of Advanced Apprentices themselves to progress. 

> Higher education providers, usually through offering subsidised courses. 

> Regulatory or professional requirements. 

Most of the employers that participated in our research told us that their businesses were 

effectively built on higher level skills. Across all sectors, the employers require higher level 

general or technical skills to compete on a national and international stage. 

òI believe we need to have a level of education commensurate with the technical 

character of our machines. Itõs something we provide for individuals to reach their 

maximum potential. ó 

Cinetic Landis 

òI suppose itõs the business, the market we operate in. We are an extremely high level 

technology-based organisation and thereõs an expectation that people working in an 

engineering capacity in any of our facilities are well -educated, competent, motivated 

people.ó 

Rolls-Royce 

The employers choose to progress Advanced Apprentices rather than recruit externally  for a 

number of reasons. When an employer requires individuals with a very specific skill set, 

recruiting can be difficult, leading many businesses to opt to grow their own talent.  

òWe want a very specific, multi -skilled technician who can do both electrical and 

mechanical. The best way of getting the right calibr e of people is to grow our own. ó 

Nissan 

Progression can form an integral part of succession planning. Several employers took a long-

term view, and supported progression to enable Advanced Apprentices to one day become 

leaders and managers of their  organisation. 

òRight thr ough the organisation we kind of have the grow your own  mentality. Not many 

of our senior people are recruited from outside, they will have tended to come through 

the internal development systems. That goes right back to our Apprentice s. We say our 

Apprent ices are not only our future, if you like , in that particular job, but we would like 

to see them coming through to be our future managers and directors. ó  

Nissan 

 



The engineering and manufacturing sectors are facing particular uncertainty over the future 

supply of skills, with an ageing workforce and insufficient flow of new entrants. Encouraging 

progression to higher education allows these businesses to address future skills needs by 

creating a stock of talent for the future , as illustrated in the case study below. 

 

Figure 3: Case study ð replacement demand as a driver of progression 

In certain industries, such as childcare, the turnover of staff is relatively high, meaning that 

supporting Advanced Apprentices to progress to higher education is an important way of 

maintaining the skills profile that businesses require.  

òBecause the life cycle of a nursery nurse is five years, we tend to find that we train 

somebody to a certain level, and then they go off and have children and perhaps donõt 

come back in that position. Then we have to start all over again , and  this can be 

frustrating for all involved .ó 

Puffins of Exeter  

For some employers, the decision to support progression was driven by a desire to develop a 

positive reputation as an organisation that invests in its staff. Several of the participating 

employers have significant proportions of ex-Apprentices in their senior management teams. 



This encourages a culture of learning and highlights to employees the degree of progression 

that can be achieved.  

òThe achi evement of the individuals reaching higher positions within the organisation 

is evident at Airbus in our leadership team alone: 70% of our senior management team 

are former Apprentices , and the majority  of those served their Apprenticeship with us. 

We know that we have better retention within the people who have come through the 

Apprenticeship route .ó 

Airbus 

The one public sector employer that we consulted (a Local Authority) supports progression in 

part because it has a wider objective to increase the skills base of the local economy. In this 

example, the Local Authority does not always pay for employees to undertake higher education, 

but supports them by accepting certain flexible working conditions and offering information, 

advice and guidance.  

Employees themselves can drive progression to higher education. Completing an Advanced 

Apprenticeship may be just one step in an individualõs journey of personal development. In 

some businesses, employees do not need to continue studying, yet they choose to do so for 

their own satisfaction and fulfilment. Trade unions can support this learning culture through 

Union Learning Agreements. Ultimately, personal motivation and a desire to progress can have 

an influence over an Advanced Apprenticeõs progression prospects, with the  important proviso 

that this is unlikely to happen if it is not also supported by a business need. 

òThey have the choice, alternatively they can remain within the business, but by getting 

the [Honours degree] top up that enables them to be fully qualified software engineers, so 

thereõs an incentive there, career-wise... For one year, why not?ó 

Software engineering company 

We did find examples of higher education providers acting as a driver of progression. In one 

instance, a university offered a hairdressing employer to put its staff through a Foundation 

degree with no charge, as it was part of a pilot. This gave the employer the opportunity to 

support progression for which there was no immediate or direct business need, as outlined in 

the following case study. 



Figure 4: Case study ð higher education providers as a driver of progression  

The requirement for professional accreditation or a licence to practice can act as a driver of 

progression in some sectors. For example, there is a requirement in the childcare sector that all 

supervisory staff are qualified to Level 3 (th e equivalent of an Advanced Apprenticeship) and 

the previous government considered making it mandatory for every day care business to 

employ a graduate by the year 2015.35 The feeling from this employer was that these 

qualification requirements did not naturally align with their business needs or the wishes of 

employees.  

òItõs not a natural progression, because people have come in to do the on-the-job training 

because they havenõt particularly wanted to go to college and learn, and eventually they 

are put i n the position that actually, because of the restraints and the requirements of the 

sector, they have to then go on to that route. ó 

Puffins of Exeter 

 

 



 

This chapter examines the costs and benefits of supporting Advanced Apprentices to progress 

to higher education. The main costs and benefits highlighted by the employers that participated 

in the research are presented in the table below: 

> 

> 

> 

> 

> 

> 

> 

> 

> 

> 

Table 2: Costs and benefits of supporting Advanced Apprentices to progress to higher education 

After considering both the costs and benefits of supporting progression, the chapter concludes 

by exploring how the employers weigh up the potential costs and benefits to make an 

investment decision. 

As we have seen in earlier chapters, the employers support progression to a range of different 

types of courses and qualifications, and under different circumstances. Because of this variety, 

the cost of supporting Advanced Apprentices to progress to higher education also varies 

significantly. The type of qualification, the sector, the provider, as well as the delivery method 

may all impact upon the cost of higher education. Programmes that include specialist training 

or equipment may increase costs significantly.  

The most obvious cost component of higher education is the fee charged by higher education 

providers. Estimates of fee costs per Advanced Apprentice ranged from zero (where a 100% 

subsidy was provided for a Foundation degree) to several thousand pounds ( for a Masterõs 

programme at a prestigious university) . 

At least as important as these direct fees, and more important for many, is the opportunity cost 

of training. Many employers regarded the opportunity cost of supporting progression (in 

particular, the time spent away from the workplace and the necessary reorganisation of work 

patterns) to be as significant, and is in some cases more significant, as the direct financial cost. 

òObviously the first [cost] is the lack of production while the individual is away from the 

factory, while theyõre off-site. Very quickly, once they come to us from basic training, an 

individual is soaked up into the production environment, and they become a key part in 

whichever department theyõre in. To lose them for 20% of their available working wee k 

has a knock on effect.ó 

Cinetic Landis 

òThe course fees are not a barrier to Tata Steel when supporting employees with higher 

education. An individual could be studying for three, four or even five years, with 20% 

of their time being spent away from work. The loss of a valuable employee for that time 

has far greater cost implications. The investment of time we put into that individual, 

releasing him, is much greater. ó 

Tata Steel 



In some cases employers are able to offset opportunity costs. One way is by requiring 

employees to compensate for time away from the workplace by making up hours either during, 

or after, the higher education course has finished, as shown in the case study below. 

Figure 5: Case study ð the opportunity cost of supporting progression 

Many employers emphasised the significant investment made purchasing course materials and 

equipment, reimbursing travel and subsistence, overseeing the necessary administrative 

processes and providing equipment for employees to study. For example, one childcare 

employer provides a learning suite and laptops for staff undertaking Foundation degrees. There 

are some economies of scale ð one large steel manufacturer keeps an open library of course 

materials, which can be used by staff on training courses and then returned when they 

complete the course. Another large engineering employer provides e-library facilities, which 

helps to reduce costs. 

òWe have an online system here that all employees have access to. So, they have online 

access to, literally, hundreds of thousands of online textbooks that they can access. They 

also have access to a Learning Management System, which includes the ability to book 

online learning as well as traditional classroom -based courses.ó 

Rolls-Royce 

The employers we consulted outlined a range of benefits to supporting progression. The 

majority regard investment in higher level skills as a proven way of maintaining a high 

performance workforce. By ensuring that staff are highly-skilled, employers find that 

productivity, efficiency and profitability can be increased and their business goals realised.  

òI think, first and foremost, we aim to select people with the right skills. Weõre é making 

sure that our skills profile is meeting our  business strategy and ope rational  requirement, 

to ensure that we meet these é targets, and the resource requirements of our sites.ó 

Airbus 

òThere are a whole set of benefits weõve realised as a result of it, from, if you like, lines 

running better, machines running better, new techniques being implemented. ó 

Kesslers International 



Some employers emphasised that it was the change to the way that their staff approached their 

work that was the biggest benefit of progression, and in some cases this was as important as 

refining their technical expertise: 

òWhat we feel is, [an HNC] improv es their problem solving skills.  It increases the 

flexibility of mind -sets. They donõt just see themselves being a craftsman, they see that 

they can go further than that. We find that é they are more am enable to change, theyõre 

more adaptive to problems that occur in the work area. Theyõve got a greater level of 

knowledge to apply to the work that they carry out. So a ll round we find that they are  

much superior craftsmen than we would get without that qu alification. ó 

Npower 

One of the key benefits, particularly for those employers that have a traineeship programme 

encompassing both an Advanced Apprenticeship and a higher education qualification, is 

guaranteeing a supply of skilled labour that may be difficult to recruit from the external labour 

market. We were struck by the number of employers that emphasised the benefits of growing 

their own staff over recruiting what were often described as ôgraduate levelõ staff externally. 

Many emphasised the benefits of investing in employees that were already familiar with their 

companyõs culture and working practices. There can also be a range of practical advantages to 

supporting progression and recruiting internally: 

òThe benefits to us, are to have home grown lead ers within the business, throughout all 

functions. Recruitment of external candidates, places extra burden on the business and 

it may take up to three to six months before they are up to speed with what we do as a 

business which includes the processes and the culture. Therefore there is a considerable 

benefits in reduction in time and costs .ó 

Firth Rixson 

  



 

Figure 6: Case study ð benefits of Apprentice progression over external recruitment 

In many cases, Advanced Apprentices were regarded as being more highly motivated, and more 

likely to remain with the business as a result of their experience of higher education. As we 

noted earlier in the report, investing in progression also helps with succession planning. 

òWe retain 98% of our Apprentices. One of the reasons we retain them is that we are an 

excellent employer and the willingness to sponsor them through higher education.ó 

Rolls-Royce 

òFrom a motivational perspective, employee relations are improved through the 

provision of a robust succession planning process which includes structured 

development and reward, and from an existing employee perspective, they are able to 

pass on vital skills that may have been lost otherwise.ó 

Firth Rixson 

All of the employers we consulted felt that the benefits of supporting progression outweighed 

the potential risk of their staff being ôpoachedõ by a rival employer.  

òWhereas some companies and some people would suggest that if you give individuals a 

transferable qualification  theyõll walk off and take the qualification with them , I donõt 

believe that. I believe it has the reverse effect. People look at us and think, ôYou know 

what, I can gain these qualifications there , qualifications that have a real value to meõ, 

and that helps us become an employer of choice for new employees. ó 

Tata Steel 



Most of the employers we consulted find it difficult to calculate the financial cost of supporting 

progression. We also found that employers tend to adopt a qualitative rather than a strictly 

quantitative assessment of the relative costs and benefits of progression.  

òItõs quantifiable only in terms of them staying longer and being better managers in the 

future. Thatõs very difficult to quantify.ó 

Pendennis Shipyard 

òWe donõt see it as a cash cost-benefit issue with the HNC. We see that there are a lot of 

intangible benefits. Because we have done this for a lot of years, I can track this situation 

back to 1970; we can see the benefits of the HNC historically and thatõs why we do it.ó 

Npower 

While realising the difficulties of pinpointing the overall cost of progression, some employers 

were interested in developing a more robust way to measure the return on their investment in 

order to present a stronger internal case for investing in progression. 

òItõs not something we do at the moment, and I believe itõs something we should be 

doing.ó 

Software engineering company 

Ultimately, the majority of participating employers regarded the costs described here as an 

investment that would generate significant business benefits in the future. The employers could 

point to a range of business benefits that they could link to supporting the progression of 

Advanced Apprentices, and the practice had become woven into the fabric of their business. 

òItõs just, ôthis is who we are; this is what we do,õ and Apprentices are a part of our DNA 

and without them, this firm might  have shut down 20 years ago. So, it depends what the 

cost of that might have been.ó 

Cummins Turbo Technologies 

  



 

In this chapter we focus on the employer, higher education provider and employee to consider 

the practical factors that can hamper or encourage progression. 

The presence of a clear business case is the primary enabler for progression, but even where 

this exists, the scale of progression is limited by the size and ambition of the employer. Unless 

pursuing a policy of growth, some businesses only require a certain number of staff with higher 

level qualifications to function effectively.  

òThereõs obviously room for progression within the company. However, weõve only got 

seven positions for nursery managers, seven deputies and so on. ó 

Puffins of Exeter 

A clearly defined skills gap certainly helps to make the case for staff development, but 

employers also have to see that investing in progression rather than recruiting is the best way 

to fill the gap: 

òAtkins is keen to support the development of its trainees beyon d their formal 

apprenticeship programme. This is done within the context of business need and as one 

method of ensuring that foreseeable skills gaps are add ressed, alongside recruitment.  If 

appropriate, support is provided by way of sponsorship through fur ther or higher 

education. ó 

Atkins 

On a practical level, it can be difficult to manage large numbers of staff embarking on higher 

education courses at the same time. Several engineering employers reported that supporting 

staff to progress to higher education means investing time mentoring them in their new role 

even after training has finished. The employers agreed that it is crucially important to have 

adequate support mechanisms in place for employees undertaking higher education, 

particularly those who are unlikely to have studied at this level in the past.  

Integrating and aligning course content with experience of the workplace can be a good way of 

minimising disruption to the business. 

òWeõre quite good at trying to find them project work that will meet the requirements of 

their course, whether itõs degree or HNC, but thatõs also meaningful to the business. So, 

the pressure on them is to deliver something for the business; the secondary pressure is 

to write it up in a way that will get them the credit th at they need for their assessment.ó 

 

Cummins Turbo Technologies 

As the case study below illustrates, supporting higher education study on-site can be a real 

enabler to progression. 

 

 

 

 



Figure 7: Case study ð supporting higher education study on-site 

Most of the larger employers we consulted did not feel they experienced any particular barriers 

in supporting progression. In part, this is because progression is so ingrained in their company 

culture. It help s that in many of these employers, members of their senior management team 

are ex-Apprentices themselves. Senior level buy-in to progression is a key enabler. 

Almost all employers emphasised the importance of maintaining a positive, open relationship 

with higher education providers. Equally, before progression to higher education even occurs, it 

is important that Apprenticeship providers offer feedback on how employees have performed at 

Level 3, to make sure they are ready for higher level study. There are obvious advantages here 

to using the same provider to deliver both the Advanced Apprenticeship and higher education. 

When communication with providers is poor, and particularly when employers are unable to 

monitor the progress of their employees, progression can slow or even stop. Several employers 

reported they have had to change provider, even when this brings extra inconvenience.  

òTo be honest, if thereõs any issues, we find out always through the Apprentices; itõs not 

usually through the [provider] establishments. é I donõt feel thereõs enough 

communication going on between the business and the colleges and universities at the 

moment.ó 

Software engineering company 

The lack of appropriate provision can be a major barrier to progression in some sectors. Several 

engineering employers explained to us how difficult it can be to source appropriate courses, 

both in terms of the subject area and method of delivery. They explained that while universities 

and colleges may be excellent at teaching academic aspects of programmes, some can struggle 

with practical elements.  



Where a lack of suitable provision acts as a barrier, some large employers have worked in 

partnership with providers to develop provision collaboratively ð particularly Foundation 

degrees. However, this is often not an option for smaller companies with  a small number of 

learners. Even where the right courses exist, they may be in high demand and oversubscribed, 

meaning places on the course may be difficult to secure. 

òWe needed two people to get on to an HNC in mechanical engineering and the local 

college é course was almost 95% full, before they even advertised it. Now, when youõve 

then got about 20 engineer s also wanting to go on to it, you start having problems.ó 

Cummins Turbo Technologies 

Flexible delivery can be a key enabler and help to overcome employersõ difficulties with 

releasing staff from the workplace. The ability to study on a part time basis is essential, but the 

time, day and duration of delivery is also important. In most cases, employers opted for day 

release, but some found releasing employees in a single block to be more convenient than 

releasing them for a day a week. Having providers located nearby is another straightforward 

enabler, and some employers with several sites will use multiple providers, to ensure delivery 

takes place locally.  

Even where barriers related to the employer and provider can be overcome, there may also be 

barriers relating to employees themselves. Successful progression depends largely on the 

competency and attitude of the employee. It can be a big step from an Advanced 

Apprenticeship to higher education and the transition to a more self-guided style of learning 

can be a particular challenge. Some employers felt that bridging courses between Level 3 and 

higher education are a useful way of introducing Advanced Apprentices to learning at a higher 

level. One employer notes the differences between further education at Level 3 and higher 

education: 

òI think when theyõre at college, the college are very directive about what you have to do  

é chasing them all the tim e. University is very different;  the university attitude is 

almost, ôWell, Iõll tell you what you have to do, but if you donõt do it, thatõs up to you, and 

I'm not going to chase you.õ So there is a very different mindset in the university 

approach and the college approach .ó 

Nissan 

Several employers help to develop the pipeline of talent, by working with schools and colleges 

to ensure that the Apprentices they do recruit understand their industry and ultimately , are 

suitable for progression. This can include helping schools to deliver more vocationally oriented 

courses, such as the GCSE in engineering. 

Some employers felt that Advanced Apprentices can ôplateauõ at a particular level, and are 

therefore not suited to progression to higher education. Equally, some Advanced Apprentices 

simply do not wish to progress to higher education, or do not feel capable of higher level study. 

òItõs unusual for someone to take on a course and then just fail it. What you tend to find 

is in the preceding years, so letõs say theyõre moving from HNC to HND, if theyõre 

struggling in their final  year or HNC, they will have managed their own expectations by 

saying, ôDo you know what? I might just scrape through this HNC; Iõm not really going to 

be cut out to do the next level up.õ They will set that expectation for themselves.ó 

Cummins Turbo Technologies 



The employers often suggested that higher education qualifications were not always necessary 

to progress through job roles; work experience, attitude and application were often regarded as 

more important in this regard. 

òI feel that actually, a qua lification doesnõt actually enable you to take on a job role. I 

think experience and practice also have to come into it. So just because youõve got that 

qualification doesnõt necessarily make you a good manager or deputy.ó 

Puffins of Exeter 

òFor those wish ing to move up the career ladder, i tõs not an immediate progression. It 

tends to be: you become an Apprentice , you get your experience, you get signed off, you 

earn your stripes and do the role for two, three, four years to gain credibility within 

your dis cipline. Gain the experiential learning and demonstrate your commitment and 

desire to be with the company. é Then you start to invest in putting them on further 

education, higher education training courses. ó  

Doosan Babcock 

  



Figure 8: Case study ð Advanced Apprentices have the potential to progress 

Some employers felt that careers advisers in schools could do more to encourage progression 

by promoting vocational routes (particularly Apprenticeships) as a serious alternative to 

academic study. There was a shared perception that more able students tend to be encouraged 

by schools down the ôtraditionalõ GCSE and A-level route, rather than considering vocational 

alternatives.  

òGet across the message that there are different ways to end up  with a degree. é If 

youõre an A-level calibre person, they want you to stay on at school é So I think 

it's how do we get the message across and how do we make the vocational route as 

attractive as the academic route? I think we have a par t to play in that , but I 

think g overnment have a part to play in that as well. ó  

Nissan 

Many employers reported that Advanced Apprentices tend to be unsure about certain aspects 

of higher education, particularly the financial support available. As the case study below 

illustrates, this is where high quality information, advice and guidance (IAG) can be a real 

enabler to progression.  

  



Figure 9: Case study ð overcoming barriers with information, advice and guidance 

Encouragingly, all of the employers we consulted reported that Advanced Apprentices progress 

equally well once they reach higher education, as those that enter higher education with more 

ôtraditionalõ academic qualifications. 

òThe anecdotal stuff is that the ones that do progress to degree level do exceptionally well. 

éOn the whole theyõre doing equally as others who have gone through the traditional 

route.ó 

Rolls-Royce 

Although the majority of the employers we consulted pay their employeesõ fees for higher 

education, they did suggest that employees may need to sacrifice overtime or salary 

progression in order to study, potentially creating a financial barrier to progression. 

òFor them to come off productive work, where theyõre earning that amount of money, to 

drop into a classroom on basic salary, no over time, no bonus payments  [is a financial cost 

to the employee].ó 

Doosan Babcock 

On the other hand, as the government presses ahead with plans to change the way higher 

education is funded, the opportunity to earn while learning may become increasingly appealing. 



òThe challenge to the young people  who transfer from the Craft Apprenticeship to the 

Higher Apprenticeship  is that the  duration of the  Higher Apprenticeship programme is 

for a further two years . Obviously during those two years theyõre on Apprenticeship 

salaries . There is a financial implication that the Apprentice must weigh. [But]  our 

Apprenticeship model has been developed to offer a clear progression route with entry 

and exit points throughout, vocational experience, and qualifications, being  paid while 

you learn and a real alternative to going to university without the burden of university 

tuition fees. ó 

Airbus 

 



 

This report highlights the experiences of 18 employers that have taken the road less travelled  

by supporting their  Advanced Apprentices to progress to higher education. Much of the 

previous research undertaken into Apprenticeship progression has focused on the experiences 

of individuals or providers. While it is important to understand the role that all partners can 

play in supporting progression, we felt it was particularly important to understand why and how 

employers make this investment in their employees and to identify the associated costs and 

benefits. Based on our experiences carrying out this research, we draw the following 

conclusions: 

It may sound obvious, but the decision to support progression is primarily driven by business 

need. All of the employers we consulted could point to a range of direct and indirect benefits 

that resulted from supporting the progression of their Advanced Apprentices - the drivers and 

benefits link to form a virtuous circle of progression. In this context, encouraging progression 

through either subsidy or regulation is unlikely to have a significant, long-term impact on 

progression rates. From an employerõs perspective, progression is a means to an end (increased 

productivity, profitability, morale etc.) rather than an end in itself. The message for government 

here is to focus primarily on creating the conditions and removing the barriers for businesses to 

invest in their staff and support progression. 

While all the employers we consulted had a good understanding of what higher education can 

offer, some made a distinction between what they perceived as ôwork-basedõ and ôacademicõ 

higher education. Broadly speaking, the first group included qualifications like Higher 

Apprenticeships and higher level NVQs, the second qualifications such as Honours and Masterõs 

degrees. The existence of three qualification frameworks does add an element of confusion, as 

does the tendency in policy circles to distinguish between ôadvanced further educationõ (e.g. 

HNC/HNDs) and higher education. The ongoing development of Level 4 and 5 Apprenticeship 

frameworks should be considered in this context ð it is important to understanding the 

perceptions of employers when attempting to secure their support and engagement.  

Related to the above, higher education is a broad church and does not have to involve studying 

for an undergraduate degree at a university on a full time basis. As the examples in this report 

demonstrate, a range of alternative qualifications and delivery methods are available. Higher 

education providers can also work with employers to create new, relevant provision that meets 

business needs. In this report we have illustrated how Advanced Apprentices have successfully 

progressed to higher education certificates, diplomas, Foundation degrees and Higher 

Apprenticeships. This first step of progression can then lead on to Honours or Masterõs degrees, 

and eventually even doctorates ð all undertaken alongside work. 

On balance, all of the employers we consulted felt that the benefits of supporting progression 

outweighed the costs. However, the difficulty of measuring the return on investment made in 

progressing Advanced Apprentices may inhibit the number of employers that engage in this 

agenda. There is a strong case for working collaboratively with employers to develop a method 

of measuring return on investment that complements the existing (largely qualitative) methods 

that are currently used.  

 



High quality information, advice and guidance can play a key role in both employeesõ and 

employersõ decisions about progressing to higher education. Lifelong Learning Networks have 

collectively made great strides in developing IAG resources that cater for the needs of learners, 

providers and employers. Low levels of awareness of vocational progression routes, outdated 

perceptions and unhelpful language can all be overcome through the provision of high quality 

IAG. It is important that as funding for LLNs ends, the resources developed and lessons learned 

are not lost ð consideration should be given to the creation of a central resource to capture 

good practice in this area. 

Almost all the employers we consulted indicated they would continue to support the 

progression of their Advanced Apprentices to higher education. Several plan to increase the 

number that progress, suggesting a move from tactical  to systematic  progression. Although 

some smaller employers felt that the cost of progression would limit the scale of progression in 

the future, all felt that the investment made was worthwhile and formed a central part of their 

business strategy. 

Many of the employers we consulted were unaware that the overall rate of progression to 

higher education from an Advanced Apprenticeship was so low. While there was broad 

agreement that the supply of, and access to, higher education could be improved ð most 

employers reiterated that the existence of a strong business case was by far the most important 

factor in driving Advanced Apprenticeship progression. 

òI think businesses really need to look at the requirements of the workforce, no t 

just now, but for th e future.  There are massive technological changes taking place 

leading to demand  for much higher level skills.  If the business wants to remain 

competitive in the market place, then they need to be looking now to develop the 

higher level skills in the appre ntices, so they can deliver in the future and we  can 

as a nation remain competitive. ó 

Siemens Industrial  Turbomachinery 

Although few employers would reject additional funding if it were offered, most said that they 

would continue to support progression even as the financial contribution from the state reduces 

in size. This is encouraging, and taken together, our hope is that the lessons from this report 

will help to increase the number of employers that support their employees to progress along 

the road from an Advanced Apprenticeship to higher education.  

  



 

The table below (taken from the Ofqual website36)  shows a selection of individual qualifications 

and how they appear in the National Qualifications Framework, Qualifications and Credit 

Framework and the Framework for Higher Education Qualifications. In our research, we focus 

on employers that have supported progression to qualifications at Level 4 and above on these 

frameworks. 






