
Employers’ Apprenticeship Toolkit

A GUIDE FOR ASPIRATIONAL BUSINESSES



Thousands of businesses like yours are using apprenticeships to help them grow. 
Whether they are recruiting new talent into the business or developing existing 
staff, these businesses have chosen apprenticeships to build the knowledge,  
skills and behaviours they need to succeed. 

Here are some potential results:

• £400 a month reduction on office costs
• Successfully implemented a new customer management system in six weeks
• 20% improvement in staff retention saving £2,500 per person in recruitment 
• £90,000 added to the bottom line through better productivity

What’s more, apprenticeships themselves are going through their biggest overhaul 
in a generation. No longer just for young people, they help staff of all ages and 
levels progress in work. They can include degrees or chartered status and provide  
a valuable pathway to develop the right staff, your way – no matter what sector 
your business is operating in.   

What does that mean in practice? 

Businesses are in the driving seat. You know the staff training requirements for 
your business to evolve and grow. You know which job roles are a priority for 
development, and you understand the knowledge, skills and behaviours people 
need to do their jobs effectively. 

So, you’re in the best position to choose from over 400 new Apprenticeship 
Standards and pick the ones which give you and your customers confidence that 
your staff are competent in their role.  

How can this guide help my business?   

This guide is for businesses based in Hertfordshire that are ambitious. It aims to 
explain how apprenticeship training can link to your business’s aspirations, so  
you can:

• Attract and develop the best local talent
• Support existing staff gain the skills needed to move through  
 your organisation
• Bring specialists into your company to grow and explore new markets

As a Local Enterprise Partnership, we are keen to support businesses like yours 
employ and develop people in this region. We believe apprenticeships now provide 
a breadth of opportunity to employers that has not been available previously.  
We hope this guide spells out those opportunities in a clear, impartial manner. 

The Growth Hub team can offer employers impartial and independent advice on all 
aspects of running and growing a business, including advice on accessing funding.  

Visit  www.hertsgrowthhub.com to access advice.
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Most businesses have some idea of where they want to be in 3-5 years, even  
if it’s not always a formal written plan. But many don’t have a skills development 
plan to support their ambitions – despite the fact that companies with  
comprehensive training programmes have over 200% higher income* per employee 
than those without. 

Apprenticeships are comprehensive, formal training programmes heavily 
subsidised by the government. They provide a cost-effective solution to developing 
your staff and business. 

Here are three ways apprenticeships can support business growth and efficiency: 

How can apprenticeship 
training support my  
business plan?2

I want to attract the best local talent to work  
for my business
1 Degree apprenticeships? 
 Encourage new recruits to your business with the offer of debt-free degrees.

2 Career changers 
 Support career changers into a new, local job where individuals feel valued  
 and engaged.  

3 Can’t afford the training? 
 There are financial incentives for employing young people as apprentices.

My Mustard, a Pay-per-click advertising company, comprised a small team of 
women, who had been working successfully for nine years. In order to take My 
Mustard to the next level the company knew they needed more staff. They now 
have four apprentices and June Cory of My Mustard says: 

‘We scoured LinkedIn, wrote/rewrote endless job descriptions, talked to colleagues, 
looked at other agency set ups, and nothing felt right. We needed to Grow Our Own 
and with the support of Oaklands College and Hertfordshire Growth Hub we found 
the solution – apprenticeships.’

They now have four apprentices, including two male apprentices who have evened 
up the gender balance in the team, and are nominated in the “Best Apprenticeship” 
category for the Hertfordshire biz4Biz Awards. This is what My Mustard’s clients 
have said about the four apprentices: 

‘Chloe was extremely efficient, got things done without any hesitation and was a 
pleasure to deal with. 

Hugh has a real grasp for the job in hand, and as a result he is a great ambassador 
for My Mustard.

Beth takes a real interest in our business and as a result we get exceptional results.

Max, we have been most impressed with the enthusiasm, professionalism and 
reliability of this young man, we can rely on him’.

1

PAGE 3 OF 29

*Association for Talent Development (ATD) 
2016 report.  
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How can apprenticeship 
training support my  
business plan?  (continued)2

I want to develop my existing staff so we are  
more efficient
1 Identify where training can improve practice 
 Apprentices improve business productivity by £10,280 (per year)  
 once qualified.* 

2 Prepare for future challenges 
 The world of work moves fast. Train your staff to use new techniques  
 or equipment.

3 Professional industry qualifications included 
 Save money by putting staff through chartered status as part of a subsidised  
 apprenticeship. 

Case study: 

Andrena Furniture is a solid oak furniture manufacturer in Hoddesdon. They 
employ staff across three departments; Mill, Assembly and Finishing. With strong 
projections for year-on-year growth they needed to upskill an existing member of 
staff on a Furniture Manufacturing Apprenticeship.

The Growth Hub put Andrena Furniture in touch with a national training provider 
that specialised in wood and timber apprenticeships. They are now working 
together to progress with the recruitment of further apprentices. 

Ed Anderson, Director, Andrena Furniture says:

“It’s been great working with the Growth Hub. We can refine our processes and 
operations to work more efficiently and continue growing. Coupled with the 
introductions to key training providers, it’s been a hugely beneficial experience in 
supporting our plans.”

2
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*CEBR The Benefits of Apprenticeships to Business, 2015
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Case study: 

Established in 1993, Hatfield-based Nicholas Mee & Co is recognised worldwide 
as a specialist in the sale and servicing of Aston Martin cars. In support of the 
company’s growth plans, the Growth Hub referred the organisation to the Heritage 
Skills Academy, who assisted with recruitment. Once suitable applicants were 
identified, they were reviewed by the management team and shortlisted to attend 
an Open Day with their parents/guardians. From here, successful candidates were 
invited for a trial day in the workshop and formal interviews were conducted.

Andrea Davies says: 

“This is the first apprenticeship scheme offered by Nicholas Mee & Co. We were 
very impressed with the high quality of applicants. After much deliberation, we 
handpicked a candidate who is already showing huge potential and will hopefully 
become a highly valued member of our team for many years to come.”  

3I want to expand and need people with the  
ability to support growth
1 Reward loyal staff by expanding their remit 
 Motivate existing staff to learn new skills that support multitasking or a  
 move into a new career. 

2 Use apprentices for marketing and sales 
 Bring new staff into your organisation to learn skills specifically related to  
 supporting growth.

3 Employ then place apprentices 
 Rotate people around departments, before placing them in a team that is the  
 best fit for their skills.

http://www.hertfordshirelep.com
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Apprenticeships have changed. 

Who can do them? 

• Anyone aged over 16
• Graduates and non-graduates
• New or existing staff
• Individuals that have a right to work in the UK

Business impact*

• 96% of employers using apprenticeships say their business has benefited 
• 83% of employers using apprenticeships rely on them to provide the skilled   
 workers needed for the future
• 80% of employers using apprenticeships say they reduce staff turnover 
• 76% of employers using apprenticeships say they increase overall productivity
• 59% of employers using apprenticeships say that training is more  
 cost-effective than hiring skilled staff

Apprenticeships are a great investment. They last at least a year and provide 
staff with an opportunity to learn a whole role, on-the-job, supported by your 
business and by an external training partner. They can bring the newest ideas and 
innovations into the working of a company and can help generate an extremely 
loyal workforce.

Apprenticeships are not a quick fix. If you’re looking to give your staff refresher 
training in only one or two elements of their job, apprenticeships are not the right 
route. However, if you want to grow your own skilled staff over the longer term, 
then why not consider how apprenticeships could work in your company. 

Types of role

• Accountant • Laboratory Assistant
• Architect  • Mechanical Engineer
• Automation Engineer • Personal Trainer
• Brewer • Pharmacy Services
• Care Worker • Project Manager
• Chartered Manager • Senior Leader (CEO)
• Chef • Software developer
• Customer Advisor • Solicitor
• Digital Marketer • Teaching Assistant
• Finance Officer • Textiles Production
• Food Technologist • Veterinary Nurse
• Graphic Designer • Warehouse Operative

  .... And many, many more! 

Subsidised training can lead to: 

• Certificate of competency
• NVQs, HNCs and HNDs
• Degrees and Masters’ Degrees
• Chartered or Professional Status
• English and Maths GCSE equivalents
• Health and Safety certificates
• Specific industry qualifications at your request
• Equality and diversity in the workplace

3 Apprenticeship facts

*CEBR The Benefits of Apprenticeships to Business, 2015
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Your commitment

• Apprenticeships are at least a year long 
• Work in partnership with a government-approved training partner  
 (or be approved yourself)
• Give your employees at least 20% of paid time in off-the-job training
• Be prepared to pay towards some of the training costs (most businesses  
 pay just 5%)
• Pay wages to your apprentice that will attract and retain quality staff
• Assign a mentor and line manager to support their learning 

What you should expect in return

• Improved productivity
• Improved staff attraction and retention
• Improved customer satisfaction and repeat business
• Improved ability to meet future challenges
• Ultimately, a substantial return on your investment in training

Financial incentives

• No employer N.I. contributions for an apprentice under 25
• £1,000 to support 16-18 year olds and 18-24 year old care leavers  
 or those with a disability**
• Free English and maths training for those that need it
• Industry training at a fraction of the cost of paying full cost
• Employ less than 50 people? There are no training fees for  
 eligible apprentices
• Apprenticeship minimum wage is £3.90/hour in the first year or for under 19s,  
 although most employers pay their apprentices at a higher rate

3 Apprenticeship facts  
(continued)

**Must have a Education and Health Care Plan

Tools and links: 

 Test your knowledge of employing apprentices 

 The benefits of apprenticeships to business CEBR Report (2015)   

 The Register of Apprenticeship Training Providers
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The government asks large businesses to pay an Apprenticeship Levy. The 
purpose of the levy is to encourage large businesses to employ and train staff 
using apprenticeships. The levy also generates funds to subsidise the cost of 
apprenticeship training for smaller businesses.   

Does my company pay the levy?

• Yes, if you have an annual payroll of over £3million
• Approximately 2% of businesses in the UK pay the levy
• Levy-payers pay 90% of the apprenticeship training costs
• The government pays the remaining 10% of the costs 

Levy-payers must use the Government’s online apprenticeship service to  
manage apprenticeships and payments. 

More information at: www.gov.uk/guidance/manage-apprenticeship-funds.

Non-levy payers

• Your company doesn’t pay the levy if its annual payroll is less than £3million
• Approximately 98% of businesses in the UK don’t pay the levy
• Non-levy payers pay just 5% of the apprenticeship training costs 
 (plus VAT in some circumstances)
• The government pays the remaining 95% of the costs

In future, all employers will use the online apprenticeship service to manage and 
pay for apprenticeship training. You will be invoiced for your 5% contribution by your 
training provider.

Transfer levy funds

Levy-paying organisations are able to transfer 25% of their unspent levy funds to 
other businesses. This can be to any business (levy or non-levy) or a government 
approved Apprenticeship Training Agency. 

Most organisations that transfer funds do so to help their supply chain or SMEs 
access training they couldn’t otherwise afford. Essentially, a transfer means the 
receiving organisation does not have to contribute to the cost of apprenticeship 
training. It also gives the receiver the choice of all the training providers listed on 
the Register of Apprenticeship Training Providers.

4 The Apprenticeship Levy

EMPLOYERS’ APPRENTICESHIP TOOLKIT 

Apprenticeships deliver 
for ambitious businesses1

Apprenticeship facts3

Get up and go7

The Apprenticeship Levy4

Action plan9
Signposting10

Maximise your  
apprenticeships8 a b c d e f

How can apprenticeship 
training support my 
business plan?2

The role of the training 
provider5

Tools and links: 

 Estimate my employer levy contribution

 Apprenticeship Levy – Policy Paper 2016  

 Apprenticeship Levy transfer video 

 What is an Apprenticeship Training Agency?

Local, challenges  
employers face6

g h

http://www.hertfordshirelep.com
http://www.gov.uk/guidance/manage-apprenticeship-funds
https://estimate-my-apprenticeship-funding.sfa.bis.gov.uk/
https://www.gov.uk/government/publications/apprenticeship-levy/apprenticeship-levy
https://www.youtube.com/watch?v=6sH0gDiU9NM
https://www.gov.uk/government/publications/apprenticeship-training-agencies
https://www.gov.uk/government/publications/apprenticeship-levy/apprenticeship-levy
https://www.youtube.com/watch?v=6sH0gDiU9NM
https://www.gov.uk/government/publications/apprenticeship-training-agencies
https://estimate-my-apprenticeship-funding.sfa.bis.gov.uk


PAGE 8 OF 29MENU

Apprenticeship training needs three parties: the person doing the apprenticeship, 
the employer and a government-approved apprenticeship training provider. The key  
to successful apprenticeships is to find the right training provider(s). 

There are hundreds of private training companies, colleges and universities 
approved by government to provide the off-the-job training on apprenticeships.  
It’s crucial to choose a provider that understands your ambitions for the business 
and knows how to get you to where you want to be.

The training provider has responsibility for the quality of your 
apprenticeship programme

Some businesses are apprehensive about starting an apprenticeship because 
they are unsure how best to analyse skills gaps in their company, what their legal 
obligations are, what’s involved or if they’ll get tied up by red tape. 

You needn’t worry. Approved apprenticeship training providers can support you 
before, during and after the apprenticeship. Providers receive government funding 
to train a more productive workforce, so they are ultimately responsible for the 
quality of your apprenticeship programme. They must demonstrate how the 
training meets Ofsted’s requirements and the 20% off-the-job training rules.

Ask the training provider questions - get them to help!

Training is their business – their reputation is on the line. The right provider will 
walk you through the process and explore who will deliver each aspect of training. 
Then they will create and deliver a training programme that meets the needs of 
your organisation and your staff.

How do I find the right training provider?

You can:

• Search for the types of training you need on the Find An Apprenticeship   
 website
• Phone training providers directly
• Receive calls from providers or meet them at trade shows
• Contact the Hertfordshire Growth Hub team. The Growth Hub works closely  
 with all the major business support providers, including training providers, in  
 Hertfordshire so you can be sure that whatever your requirements are, they  
 will know the right people to offer you high quality support. 

As with any new supplier, the most important part of finding a good training 
provider is to ask the right questions. 

You want to check that:

• The provider understands your sector
• Their trainers have the relevant expertise to train your staff 
• They will tailor the training to suit your business and individual staff members
• You are satisfied with the provider’s achievement and satisfaction rates
• They are clear about what’s expected from you as the employer
• They show you the total cost (including VAT and exam fees where applicable)
• They will help you achieve a good return on your investment in apprenticeships

5 The role of the training 
provider
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Deliver training with your training provider  

You or your staff can deliver some of the off-the-job training of the apprenticeship, 
in partnership with the training provider, if that’s of interest to you. As mentioned, 
the training provider is responsible for the quality and legality of the 20% off-the-
job time. But, you are the experts in your field, so your input could improve the 
quality of the programme.  

Listen carefully to the provider when they explain your involvement. They must be 
confident your input meets government and Ofsted standards and is broad enough 
to apply across the industry and not specifically to your company. It won’t work in 
all cases, so talking openly and honestly is advised. 

Employer Provider 

If you can’t find the right training provider for your needs, there is the option  
of becoming a government-approved Apprenticeship Employer Provider in  
your own right. The types of company that do this usually employ over 1,000 
people and have large budgets as well as HR and training departments. It is a 
significant, but rewarding, undertaking. 

5 The role of the training 
provider  (continued)

Tools and links: 

 TOOL 5.1  Training Provider Questions  

 How to become an approved apprenticeship training provider
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TOOL 5.1 – Training Provider Questions

What should I be asking training providers? 

Below is a list of suggested questions you can ask a training provider. A ‘*’ indicates questions for apprenticeship standards only.



		Question

		Status

(Red-Amber-Green)

		Comments



		What is your experience of delivering in this occupational area?

		

		



		What is the experience (and qualifications) of the trainers who will be delivering the apprenticeship? Can we meet the trainer first?

		

		



		*What is your experience of delivering new apprenticeship standards? How has that changed your approach compared to frameworks?

		

		



		What does your proposed delivery model look like? Where is the flexibility for us as an employer, if we would like any of it changed?

		

		



		*If we were to undertake some of the delivery (e.g. development of the behaviours) how will this affect the cost of the apprenticeship?

		

		



		How often will you be meeting the apprentice’s line manager to discuss progress and next steps?

		

		



		What do you expect from us as the employer? 

		

		



		*How will you be preparing the apprentice for end-point assessment? 

		

		



		*Would you recommend any end-point assessment organisations for this standard? What are the main components of the end-point assessment?

		

		



		If required, would you be able to assist us in recruitment of a suitable candidate? How would you ensure a diverse mix of quality applicants?

		

		



		Can we see you proposed commitment statement and any other relevant supporting paperwork? 

		

		



		*Will you be using subcontractors to deliver the standard? If so, who are they and what is their track record?  

		

		



		How do you promote equality and diversity in your training and recruitment practices? 

		

		



		How do you safeguard young people and vulnerable adults?  

		

		



		How do you identify and support learners with disabilities and learning difficulties?

		

		



		We want to make sure the training is adding value to the business. How can you help us link the training you deliver to business improvement?  
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Employers across the UK often struggle to recruit skilled, experienced staff, but the 
reasons vary across different areas. 

In Hertfordshire*: 

• Half as many young people (those aged 16-19) are likely to enrol on an   
 apprenticeship as is the case nationally

• Nearly 80% of firms had one or more members of staff with training needs;   
 the introduction of new technology, new products and services and new   
 working practices were all also creating demands for training

• Specific skills gaps reported included: IT-related skills (which were identified  
 as an issue by almost 60% of survey respondents), oral and written   
 communication skills, as well as skills that were more strongly job-specific

How can apprenticeship training help reduce these barriers?

Apprenticeship training can help reduce the number of staff in need of training, 
and better prepare businesses for future challenges. 20% of an apprentice’s time is 
spent in off-the-job training where they will be learning the latest industry practice, 
including technological advances and new ways of working. They can then bring 
this good practice back into your organisation and speed-up processes and  
improve efficiency. 

Likewise, apprenticeship training closes specific skills gaps because learning takes 
place on-the-job. Essentially, employers have a chance to develop those workplace 
behaviours in their staff over time, learning through experience. Soft skills such as 
communication, resilience and customer services can all be developed as part of a 
well-structured apprenticeship programme. 

Employer feedback 

The Local Enterprise Partnership periodically canvasses employer opinion to make 
sure local training providers, colleges and universities are aware of the skills needs 
of employers. 

The last Employers’ Skills Framework Survey in Herts LEP took place in 2017. The 
survey questions attempted to extract employers’ perceptions linked to young 
people’s employability skills and opportunity for future recruitment in their chosen 
career path. 

Through the survey, two key skills groups have been identified from national skills 
and employment surveys: ‘people and personal’ skills and ‘technical and practical’ 
skills. The core skills identified as vital to success in life and work are: 

• Communication and literacy  
• Numeracy  
• Understanding of IT and broad digital skills

To take part in the next survey, subscribe to HertsLEP mailing list.

6 Local challenges  
employers face
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Local, impartial apprenticeship support

Hertfordshire Growth Hub is the central point for business support in the county, 
helping businesses to access the guidance that they need to unlock their potential 
for growth. Growth Hub support includes: 

• Tools and resources to help you accelerate your business

• Advice and guidance about how to manage growth and innovation effectively

• Access to our digital business support platform which includes our business  
 diagnostic, events suite, Marketplace and tailored content to suit your needs

• In depth advisory support from our Growth Managers, for qualifying   
 businesses

Visit: www.hertsgrowthhub.com 

6 Local challenges  
employers face
(continued)
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   Summary

 Video on Hertfordshire’s Skills Challenges
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FOREWORD


The last few years have therefore been busy for the Local 
Enterprise Partnership. Much has been achieved. In 
the process, we have also learned a great deal – about 
our businesses, our places, our people, and both the 
opportunities we must seize and the risks we must 
navigate as we look ahead.


It remains the case that Hertfordshire has substantial 
assets and great potential, both within the county and 
as a consequence of our location. We abut a world city 
– which brings opportunities and risks in equal measure. 
We have outstanding credentials in relation to film and 
TV production; sustainable construction; life sciences; 
agri-tech; and advanced engineering/manufacturing. In 
addition, we define the geographical core of the UK’s 
Golden Triangle, which is known around the world for its 
truly outstanding science. 


In themselves, these assets bring great opportunities 
but no guarantees. It is crucial that we realise these 
opportunities for the long term benefit of the people 
of Hertfordshire, particularly given the uncertainties 
surrounding the process and impact of “Brexit”, and global 
economic prospects more generally. 


It is within this overall context that the Board of 
Hertfordshire LEP has refreshed its SEP. The process 
has involved substantial discussion with businesses and 
stakeholders. In the main, this has convinced us of the 
continuing saliency of the priorities set out in Perfectly 
Placed for Business. So, in reading this document, you will 


notice much continuity. But there is also a sharper focus in 
circumstances which are far more uncertain and potentially 
very challenging. Our challenge now is to make rapid 
progress in relation to delivery.


Mark Bretton
Chair, Hertfordshire Local Enterprise Partnership
July 2017 


It is now over four years since we developed our growth strategy for Hertfordshire, 
Perfectly Placed for Business. Our first Strategic Economic Plan followed 
in March 2014. Subsequently we negotiated three significant Growth Deals with 
government. Throughout, we have directed resources from the Growing Places Fund 
to projects that help realise the aims of Perfectly Placed for Business; and we 
have worked closely with partners to progress interventions supported through the 
European Structural and Investment Funds.
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INTRODUCTION: THE CASE FOR A MODERN INDUSTRIAL STRATEGY
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UNDERSTANDING HERTFORDSHIRE’S ECONOMIC ENGINE
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It is largely defined by the county’s 58,000 enterprises 
and the people who work within them. It is enabled by the 
university, further education colleges, local authorities and 
the many other organisations and institutions with an interest 
in Hertfordshire’s economic performance and prospects. 
It functions across “the-place-that-is-Hertfordshire” – a 
polycentric blend of urban and rural, much of it within 
the metropolitan green belt and some of an outstanding 
environmental quality, and all on the edge of a world city.


Developed by Hertfordshire Local Enterprise Partnership 
(working closely with businesses and stakeholders), the 
purpose of Perfectly Placed for Business – the refreshed 
Strategic Economic Plan for Hertfordshire – is to understand 
this “economic engine” better, to identify both its potential 
and its challenges, and then to agree where it needs to 
head and how it should get there. 


Overall – to continue the metaphor – the “economic engine” 
is performing well on some metrics, but there are long term 
concerns in relation to others. Its assets are such that it 
should be consistently outstanding, but there are challenges 
that must be addressed, particularly in relation to all aspects 
of its “efficiency” (which is crucially important with regard to 
sustainability and long term well-being). 


In response, Perfectly Placed for Business sets out a  
“route map” for Hertfordshire which has been refreshed 
to chart both what the LEP and its partners are seeking to 
achieve, and the priority interventions that are needed to 
make this happen. 


Introduction
Hertfordshire’s economy generates output – measured as Gross Value Added (GVA) 
– of around £33.8bn. Hertfordshire’s “economic engine” is therefore substantial. 
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Hertfordshire’s 58,000 enterprises – most of which 
are small – are producing an array of different goods and 
services. These range from pharmaceutical products 
to accountancy services and sustainable construction 
techniques, and from logistics to advanced materials and 
satellites. Some of the associated businesses are truly 
world class and are recognised as such by international 
collaborators and competitors; outstanding examples 
include GlaxoSmithKline (GSK), Airbus, Ocado, MBDA, 
Johnson Matthey, and Vinci. Other businesses (including 
many social enterprises) are predominantly local in their 
focus, delivering the services which enable Hertfordshire 
to function on a daily basis. All of them are making an 
important contribution to Hertfordshire’s economic vitality 
and well-being.


Within Hertfordshire, there are about 665,000 jobs 
(taking into account both employee jobs and the jobs 
associated with self-employment1). This number has 
grown by about 80,000 – or 14% – in a decade. Moreover, 
in terms of job numbers, the recession which followed the 
credit crunch was mercifully short-lived in Hertfordshire; 
one year (2010) saw a decline in job numbers, but the 
trajectory of jobs growth recovered quickly and the latest 
data (for 2015) suggest that the pace of jobs growth is 
reasonably strong.


Most of these jobs are filled by people who live in 
Hertfordshire. And Hertfordshire’s residents  
need to be recognised as a major economic 
asset in their own right. Over 310,000 working age 
residents have at least degree-level qualifications; and 
this figure (for the year to December 2016) is nearly 
100,000 higher than a decade earlier. In part, it reflects 
underlying population growth, and in part it reflects the  
generational consequences of increasing participation  
in higher education. 


However, it is also important to recognise the 
complexity of Hertfordshire in terms of skills 
and the labour market. The county is home to a lot 
of well qualified people, but still, over 40,000 working 
age residents have no qualifications at all. In Stevenage, 
over 9% of the working age population has no formal 
qualifications, a figure which is above the average for 
England2. The average (median) resident of Stevenage 
who is employed on a full-time basis earns weekly pay 
of about £530 while for St Albans, the equivalent figure 
is over £780; there are substantial differences across 
the county. But across Hertfordshire, the earnings of 
employees who work part time are now lower (on a 
workplace basis) than across England as a whole; a 
decade ago, they were higher than the national average. 


Looking inside the engine
The nature of the economy today – and its recent performance 


1 Data from the ONS Jobs Density dataset (2015)
2 Data for the year to December 2015, sourced from the Annual Population Survey
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At root, these observations reflect the limited 
productivity growth which has been seen across 
Hertfordshire over the last decade, and the 
“productivity puzzle” – namely the failure of productivity 
growth to return to pre-recession levels – is pronounced. 
Figure 1, below, provides historic productivity data for 
Hertfordshire, the LEP areas that surround it, and the UK. 
With substantial and unique agglomeration advantages, 
London performs strongly: GVA per hour worked was 
notably higher than elsewhere at the start of the period, 
and it grew at over 2.6% per annum over the decade 
(which was faster than the national average). Conversely, 
productivity in Hertfordshire grew at 1.3% per annum, the 
lowest rate among any of the comparators. Over the long 


term, productivity really matters: it is the only sustainable 
route to higher living standards, and it is the core measure 
of economic efficiency. 


Hertfordshire has seen jobs and population growth. But 
this has not translated into an increase in economic output 
to anything like the same extent, and within Hertfordshire, 
there continues to be substantial variation at a local 
level. This relatively weak recent performance, 
particularly in terms of productivity (the key 
metric of economic efficiency), is the core 
overarching challenge to which Perfectly Placed 
for Business must respond.


Figure 1: Hertfordshire’s productivity performance – compared to nearby LEP areas 
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Hertfordshire is not, however, a “closed system” in 
economic terms. Its economic character – and both 
its major opportunities and challenges – owes 
much to the volume and complexity of “flows” 
which occur every day across its administrative 
boundaries (which, to most businesses and people, are 
completely invisible and wholly irrelevant). 


One critical flow – which is impossibly difficult to measure 
– is that related to knowledge and intellectual capital. 
There is much evidence that Hertfordshire’s outstanding 
science and technology-based businesses are functioning 
as part of wider clusters and routinely collaborating with 
firms, universities and other institutions across the Golden 
Triangle (London, Cambridge, Oxford), and beyond. Flows 
of this nature are often intangible, but they are crucial to 
what sets Hertfordshire apart and they are at the core of 
Perfectly Placed for Business. 


In addition, overall, 133,000 workers commute into the 
county, and 173,000 residents commute out (Census 
2011). Locally, the flows are even more pronounced. 
Census data suggest, for example, that about 14,400 
Watford residents work in the Borough; but 24,800 
residents commute to work elsewhere (many in London, 
but also in neighbouring areas like Hertsmere), while 
28,800 people commute into Watford to work. There is, 
simply, a substantial amount of movement within, across 
and through Hertfordshire. 


In very broad terms, out-commuters from 
Hertfordshire tend to be better qualified than 
in-commuters into it3. This in part explains why such 
a well-qualified resident workforce does not translate 
straightforwardly into strong productivity growth within 
the county. Equally, it reflects the earnings and house 
price differentials that exist across London, Hertfordshire 
and neighbouring areas; and it represents one of the 
immediate double-edged consequences of adjacency with 
a buoyant world city.


The importance of “flows” within and beyond Hertfordshire…


3 At the time of the last Census, among those working in “professional occupations”, there was a net outflow of over 
17,000 workers from Hertfordshire. Conversely among those working in “elementary occupations”, there was a net 
inflow of over 4,000 workers to Hertfordshire (Census, 2011).
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These and other “flows” are intrinsic to 
Hertfordshire. But they are demanding, 
particularly in relation to Hertfordshire’s 
infrastructure. The county’s roads and railway 
lines are extremely congested – in part because they 
frequently provide both a local infrastructure and 
trunk routes/mainlines that are genuinely of strategic 
national significance. Transport Vision 2050 – the 
consultation document on a new Local Transport Plan for 
Hertfordshire – provides a map of congestion hot spots 
within a distillation of the county’s “transport network 
problems and issues”. Those identified include the A1(m) 
(particularly between junctions 6 and 8), A602, M1, M25 
and A10; approaches to most of Hertfordshire’s towns; 
overcrowding on rail routes into London; and all forms of 
east-west connectivity. In short, Hertfordshire’s transport 
infrastructure is under considerable pressure.


In addition, there are supply side challenges 
relating to the provision of both housing and 
employment land. In terms of the former, although 
there has been year-on-year variation, the pace of 
housing delivery since the end of the recession has 
consistently been at around 3,000 net additional 
dwellings per annum. Overall, this is below the rate 
implied by local plan targets. Taking a longer view, the 
stock of housing in Hertfordshire increased by just 
under 8% in the decade to 2015 whilst the resident 
population grew by over 10%. Overall, the growth in the 
housing stock was very close to the England average, 
with the greatest increases in Watford (+14%) and East 
Hertfordshire (+10%). 


In this context, affordability and other housing-
related challenges have intensified. According to 


data from CLG, the ratio of lower quartile house prices to 
lower quartile earnings was 17.06 in St Albans in 2015, 
up from 13.97 in 2013 and the 8th worst (among well over 
300 districts/unitary authority areas) nationally. On this 
measure, Hertsmere, Dacorum and Three Rivers were 
also among the least affordable locations in England. 
Moreover, every local authority district in the county saw 
a deterioration in the affordability ratio between 2013 
and 2015 reflecting escalating house prices alongside 
workplace earnings that increased only slightly (consistent 
with the productivity performance reported above).


Hertfordshire’s challenges in relation to 
employment land are also significant, and they 
are inextricably linked. Across the county – but most 
acutely in the south – there is evidence of a substantial 
and progressive loss of employment land. Although the 
relationship between economic growth and employment 
land is changing significantly – due in large part to the 
possibilities of digital infrastructure – there is a clear link 
to Hertfordshire’s productive potential, and employment 
land that is lost is very unlikely ever to be recovered. 
This process has been underway for some time, but it 
has accelerated of late. A recent local study for example 
concluded that:


The supply of both office and industrial space in 
 both Hertford and Ware is now very tight in that vacancy 
rates are so low, there would be no readily identifiable 
space for a business with a significant requirement to move 
into. The situation seems to have come about because of 
substantial loss of employment floorspace over the years…. 
A key factor in the loss of employment land is the value of 
land in Hertford and Ware for residential development, and 
the use of permitted development rights 4


…and some of the consequences within the county


4 Hertford and Ware Employment Study Report by Wessex Economics to East Hertfordshire District Council, June 2016 
– para 4.31 and 4.32
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It is within this overall context that the pressures facing 
Hertfordshire’s places need to be understood. The 
county is polycentric. There is no “city” that dictates 
economic life (other than, perhaps, London). Instead, 
Hertfordshire’s economy is effectively organised around a 
group of medium sized places – Watford, Stevenage and 
Hemel Hempstead are the largest urban areas, but Welwyn 
Garden City, Hatfield and St Albans are not far behind, and 
neither are the northern Hertfordshire towns of Royston, 


Hitchin and Baldock, nor Bishop’s Stortford, Hertford and 
Ware further east. The London Fringe – defined around 
settlements like Broxbourne, Cheshunt, Borehamwood 
and Radlett – is also a major contributor to, and 
determinant of, Hertfordshire’s economic well-being. 
Each of these places is really quite distinctive, and in 
driving Hertfordshire’s long term growth, the contribution 
of each needs to be properly recognised, understood 
and enabled.


Hertfordshire has outstanding assets, notably a group 
of businesses that compete with the best in the world, 
including at the cutting-edge of scientific discovery and 
application. Yet too many of its people are working in 
poorly paid and often part time jobs, and its physical 
infrastructure is under pressure. Overall, whilst it has grown 
quickly over the last decade (in terms of jobs and people), 
it has not grown very “smartly”. 


This is the fundamental challenge to which Perfectly Placed 
for Business is seeking to respond.


Conclusion
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Wider trends 
and drivers
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WIDER TRENDS AND DRIVERS


Perfectly Placed for Business is a medium term economic strategy for Hertfordshire. 
In looking ahead to 2030, there is a need to understand the wider trends and drivers 
which will influence economic life, both inside the county and more generally. These 
need to be recognised and navigated. All of these present risks – some upside 
and some downside – but all are likely to be important. Some of the major ones are 
summarised briefly below.


Major trends and drivers 
informing the refreshed SEP


•	 	Global	economic	uncertainty:	All of the principal 
economic forecasts point to global economic 
uncertainty, including as a result of heightened 
policy uncertainty in major economies, not least the 
USA. After a generally weak performance in 2016, 
forecasts for 2017 are slightly stronger (e.g. from the 
World Bank). However, in the medium term, there are 
concerns relating to weak investment, particularly in 
emerging markets and developing economies. 


•	 	The	process	through	which	the	UK	leaves	the	
EU: The precise nature, timing and consequences 
of the process of Brexit remain unclear. However, the 
UK’s relationship with the EU has permeated many 
aspects of economic life – from employment law, 
to environmental regulations, to funding for major 
research programmes, to the pattern of support for 
agriculture, to the framework for international trade. All 
businesses in Hertfordshire will be affected to some 
extent and there are both upside and downside risks.


•	 	Policy	priorities	of	UK	Government:	Two 
important documents were published in early 2017: the 
Industrial Strategy Green Paper and Fixing our Broken 
Housing Market, a White Paper from CLG. The General 
Election followed. Both publications from early 2017 are 
likely to continue to be important.


•	 	Public	spending	austerity:	Although the pace 
of deficit reduction may slow post-election, the next 
period will be characterised by austerity – not least 
because the decisions of the past have yet to bite fully 
on the ground. Grant-funded support for economic 
development interventions is likely to be very limited 
indeed. Instead the imperative will be to define 
sustainable funding models.


•	 	The	growth	of	London:	Hertfordshire is significantly 
affected by London. London has grown rapidly over 
the last decade. Its population is estimated to be about 
8.8m currently and it is expected to grow to 10.5m by 
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2041. However, London is struggling to accommodate 
its own growth. Most commentators consider that 
there is a shortfall in planned housing provision within 
the current London Plan (with consequences for all 
adjacent areas). With the completion of Crossrail 
and the prospect now of a third runway at Heathrow, 
London’s economic engine has been fuelled further 
– albeit it too must navigate uncertainties related to 
Brexit and the changing global order. The new Mayor 
of London has committed to higher densities, and 
to concentrating growth within town centres and at 
transport hubs. He has committed to maintaining 
most growth within London but he also calls for joint 
infrastructure investment corridors that stretch beyond 
London’s borders (City for all Londoners, Mayor of 
London, GLA, November 2016). 


•	 	Digital	connectivity	and	big	data:	This has 
transformed patterns of living and working over the 
last decade and the range of potential effects over 
the next decade is also likely to be substantial. The 
internet of things (IoT) is still in its infancy, yet its 
impact is likely to be pervasive. Closely related is the 
full exploitation of “big data” and how this will affect all 
forms of service delivery.


•	 	Changing	urban	forms:	Patterns of urban 
transportation are in the process of being transformed 
– most immediately through services like Uber and, 
downstream, through autonomous vehicles. In 
parallel, the purpose of town centres – of all sizes – is 
changing very significantly. For the most part, their role 
in relation to retail is diminishing whilst their purpose 
as a social meeting place and cultural destination, 
enabled by digital connectivity, is growing. This is a 
radical transformation which is happening very quickly, 
and adaptation is paramount, particularly among 
Hertfordshire’s medium-sized and small towns.


•	 	Changing	lifestyles: Enabled in part by the 
transformation in digital connectivity, patterns of 
working and living are changing radically, particularly 
among younger people. The value placed on 
experiences is growing, in part in place of owning 
“things” (particularly houses). This is changing attitudes 
and expectations profoundly.


•	 	Growth	of	the	“gig	economy”:	Another closely 
related trend reflects the propensity of businesses 
neither to occupy significant employment space 
nor to recruit permanent staff. The “gig economy” is 
characterised by temporary employment contracts, and 
significant remote/home working. It is recognised as a 
growing phenomenon, and whilst it can be consistent 
with a better work-life balance (for individuals), it brings 
with it much uncertainty.


•	 	Population	ageing:	Across the UK, life expectancy 
is increasing and the ratio of people of working age to 
older people is falling. 


•	 	Climate	change	and	resource	use:	Although 
political commitments to reducing carbon emissions 
have been inconsistent at a national level, the ongoing 
issues relating to climate change and resource use will 
be a key driver in the medium to long term. 







Our strategy
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OUR STRATEGY


Priority 


1
Maintaining 
global 
excellence in 
science and 
technology


Priority 


2
Harnessing 
our 
relationships 
with London 
(& elsewhere)


Priority 


3
Re-
invigorating 
our places 
for the 
21st Century


Foundations for growthPriority 


4


Growing smartly 
as a perfect place 
for business


Our 
guiding 
principle


By 2030, Hertfordshire will be among 
the UK’s leading economies, helping 
to realise the full economic potential 
of the assets and opportunities 
within the Golden Triangle


Our 
vision


Our Vision is simply that Hertfordshire should 
perform to its full potential. 


This means that by 2030, it should be recognised as the 
functional	core	of	the	UK’s	Golden	Triangle, the most 
significant concentration anywhere in Europe of scientific and 
related research, and its full commercial application. 


Hertfordshire should share (and indeed drive) the 
agglomeration advantages deriving from a buoyant world 
city, whilst also valuing the strengths and character of some 
distinctive towns and the surrounding rural areas. 


And the benefits should flow to all parts of 
Hertfordshire, and the people who live and work across 
the county. But the process of growth must also be 
“smart”. And we mean this in two senses of the word:


•	 	First,	no	longer	can	we	simply	generate	low	pay	jobs	
and expect businesses, people and communities to 
thrive. Instead, we have to “up the ante” in relation to 
productivity. This means that more and better workforce 
skills are essential; that innovation and enterprise must 
be unleashed across all sectors; that our places must be 
geared up to changing patterns of work and the lifestyles 
that come with them; and, crucially, that our infrastructure 
must be fully fit for purpose as demands on it increase.


•	 	Second,	however,	we	need	to	be	“smart”	in	the	sense	
of wider patterns of resource use. We need to recognise 
that land is in short supply in Hertfordshire, and that our 
transport infrastructure is chronically congested. More 
generally, there are opportunities linked to the circular 
economy (in which greater resource productivity is 
“designed in” and hence waste and pollution are reduced). 
We need, simply, to use our physical assets better.


To achieve these aspirations, four Priorities must be 
advanced. Specifically, we must


•	 	maintain	our	global	excellence	in	science	and	
technology


•	 	harness	positively	our	interconnectedness,	
particularly our relationships with London and 
elsewhere


•	 re-invigorate	our	places	for	the	21st	Century


•	 	build	the	wider	foundations	for	growth	across	
our populations of both businesses and people.


We have made real progress across all four of these 
domains over the last 2-3 years. But there is far more to do, 
as we strive to achieve our overall Vision.







Priority 1: 
Maintaining global 
excellence in science 
and technology
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The opportunity
Hertfordshire’s credentials in relation to science and 
technology are outstanding. In 2015, the-then Department 
of Business, Innovation and Skills completed a substantial 
review of evidence in order to understand local comparative 
advantages in innovation (defined broadly) across the-then 
39 LEP areas. It found that Hertfordshire was:


•	 	ranked	2nd	overall	in	terms	of	the	value	of	business	
expenditure on research and development (BERD) by 
full time equivalent employment


•	 	ranked	1st	in	bioscience	and	2nd	in	space	programmes,	
according to the value of Innovate UK R&D expenditure 
(per full time equivalent employment)


•	 	ranked	3rd	in	terms	of	the	proportion	of	full	time	
equivalent employment within the sectors identified 
in the government’s (then) Industrial Strategy


•	 	ranked	2nd	overall	in	terms	of	the	proportion	
of enterprises engaged in product or process 
innovation5.


This all points to something special within Hertfordshire. 
This is best understood on a sectoral basis. 
Hertfordshire’s key sectors each have a distinctive 
spatial footprint which in most cases extends beyond 
the county boundary; the functionality of key sectors 
needs to be recognised in these terms. 


5 Mapping Local Comparative Advantages in Innovation: Framework and Indicators – Appendices Liverpool John 
Moores University for BIS, July 2015
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In relation to life sciences, GlaxoSmithKline (GSK) – with 
its major research and development site at Stevenage and 
a smaller facility at Ware – is a global player. It employs 
several thousand people in Hertfordshire, many of them 
highly qualified scientists. GSK is a prolific innovator and 
over recent years, it has taken pioneering steps in relation, 
for example, to bioelectronics and regenerative medicine. 
In the context of changing models of drug discovery, GSK 
was instrumental in developing Stevenage Bioscience 
Catalyst (SBC) on its site. SBC is an incubator and 
accelerator, which opened in 2012, with a focus on open 
innovation. Its rationale is to bring academia, biotech and 
pharmaceuticals companies together to drive advances in 
healthcare research. SBC is being developed in phases, 
and it is attracting scientists of the highest calibre. Both the 
University of Cambridge and University College London 
(UCL) have physical labs within SBC, and blue chip 
companies (such as GE Healthcare, Johnson & Johnson, 
Eli Lily and Sanofi have a physical presence there). MRC 


Life sciences


Technologies relocated all of its drug discovery operations 
from London to SBC and the campus has been selected 
by the UK Cell and Gene Therapy Catapult as the site for 
its Cell and Gene Therapy Manufacturing Centre.


Hertfordshire has a number of specialist institutions with 
links to life sciences – the UK Stem Cell Bank (Potters 
Bar) and the Royal Veterinary College (Hatfield) are two 
examples. Overall, it is estimated that there are around 
200 life sciences firms in the county. Some of these are 
well known (e.g. Eaisi Europe and Roche Products), but 
the majority are small businesses. Hertfordshire has some 
specialist provision, notably BioPark at Welwyn Garden 
City. However, demand is outstripping supply currently. 
One reason for this appears to be increasingly strong 
links with the life sciences cluster which has developed 
in and around Cambridge; and links into biosciences 
in London – particularly the university sector – are also 
clearly in evidence. 
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Located in west Hertfordshire, Rothamsted Research is 
of international significance with regard to crop-based 
agri-science and agri-tech. With over 600 staff, its 
focus is on crop productivity and quality, with the aim 
of developing environmentally sustainable solutions for 
food and energy production. 


Long a focus for outstanding R&D – and attracting 
substantial research funding – Rothamsted Research 
is increasingly looking at commercial applications and 


Agri-science and agri-tech


collaborations. In this regard, its Centre for Research 
and Enterprise is particularly important. It has four main 
elements. One of these is concerned with new and 
repurposed buildings (including an innovation centre 
where micro and small agri-science companies can 
grow, a brand new 300 seat conference centre where 
interaction and knowledge exchange takes place and 
a shared facilities hub where academic science works 
side by side with commercial organisations on specific 
R&D projects).


A second distinctive specialism relates to advanced 
engineering/manufacturing, much of which can trace 
its origins – directly or indirectly – to the activities of the 
old-British Aerospace at Hatfield. With shared roots, 
this has developed to become really quite diverse and 
Hertfordshire has world class expertise in space science, 
satellites and defence systems. The big players in this 
sector currently are the likes of Airbus (which acquired 
EADS-Astrium) and MBDA.


In relation to advanced engineering/manufacturing, the 
role and contribution of the University of Hertfordshire 
is also pivotal. As an institution, its roots are in 
aeronautical engineering and this continues to have a 
significant influence; a recent examination of the high 
performance technology and motorsport cluster in and 
around Silverstone for example unearthed examples 
of collaborative relationships with the University of 


Advanced engineering/manufacturing


Hertfordshire, many of them rooted in mechanical 
engineering6. However, it has also developed significant 
depth of expertise in, for example, robotics, astronomy 
and computer science, as well as disciplines which are 
crucial for the creative sectors (e.g. digital animation and 
music – see below). 


Hertfordshire has developed a strong skills base 
and heritage across competencies which will 
continue to have substantial application. As with life 
sciences, however, it is important to acknowledge that 
Hertfordshire’s strengths really need to be recognised 
as part of a cluster that exists across a wider geography 
– in this case extending into southern Cambridgeshire, 
Essex, Luton and the former county of Bedfordshire. 
And in this context, the complementary role of Cranfield 
University – some 20 miles from north west Hertfordshire 
– should be acknowledged. 


6 “The evolution of the high performance technology and motorsport cluster” Report by SQW, commissioned by MEPC 
and partners, May 2016
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Hertfordshire has foremost strengths across a whole  
range of creative industries, including both tech-based 
digital applications and activities with a strong  
arts-based content. 


Leavesden, near Watford, is known around the world for 
film production. It was the location for the production, 
first, of the James Bond film, GoldenEye, and Star Wars 
Episode I: The Phantom Menace, and then later – after 
Warner Brothers took a lease on the site in 1999 – the 
Harry Potter film series. Subsequently, Warner Brothers 
invested substantially in the site to help meet growing 
demand for film production space in the UK. The Studios 
now contain around 50,000m2 of sound stages with a 
32-hectare backlot for exterior sets. This is used for the 
production of Warner Brothers’ own films, but also major 
features from other film companies, such as Paramount 
Pictures and 20th Century Fox. The Leavesden site has 
proved to be highly effective, partly because it is well 
located (relative both to the west London film cluster and 
in terms of access to the M25), and partly because – as 
a former air base – it has redundant aircraft hangars and 
other amenities that lend themselves to film production. 


Creative industries (film, TV, digital sectors)


There is also a well-established group of the film and TV 
studios at Elstree and Borehamwood. Elstree Studios is 
an established location for film production – including, for 
example, Indiana Jones and The King’s Speech. In addition, 
the BBC has a facility at Elstree which is used for producing 
long-running programmes, notably EastEnders and Holby 
City. The studios at Elstree have a history which extends 
back a century, but they continue to be an important hub for 
film and TV production in the UK. 


Leavesden and Elstree are less than 10 miles apart, and 
they form a substantial hub within a wider film and TV cluster 
that extends from central London into both south west 
Hertfordshire and Buckinghamshire. They are increasingly 
supported by a growing infrastructure that again includes the 
University of Hertfordshire. The Creative Economy Research 
Centre is aligned to this cluster and it brings together many 
related disciplines; its gaming and virtual effects expertise 
is, for example, very highly regarded, and the University 
provides relevant degree courses (e.g. its MA in Global Film 
and Television). In addition, the University Technical College 
at Elstree is focused on multimedia, production arts and 
communication for entertainment industries.


A fourth core element of Hertfordshire’s science and 
technology-based economic engine is in the field of 
sustainable construction. Here the work of BRE is 
significant. Privatised in the late 1990s, BRE’s roots are in 
building materials and methods, but the organisation now 
has expertise across all aspects of the built environment, 
including in relation to energy and resource use efficiency.


More generally, construction is a very big sector in 
Hertfordshire and the imperative for innovation in 


Sustainable construction


construction methods and approaches is very strong 
indeed. Many major construction and civil engineering 
businesses are headquartered in the county – including 
Vinci Construction, Taylor Woodrow (now the civil 
engineering division of Vinci) and Skanska. Partly because 
of the scale of planned housing growth – and other major 
construction projects nearby (e.g. HS2 and, potentially, 
Crossrail 2), the performance of this sector will be crucially 
important in advancing many different aspects of Perfectly 
Placed for Business.
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Key	areas	for	action


This is crucial, for four reasons:


•	 	first,	Hertfordshire as a whole is unlikely to 
achieve a step change in its productivity 
performance and achieve the Vision set out in 
Perfectly Placed for Business unless these five 
sectors thrive


•	 	second,	within	this	context,	there is a particular 
need to encourage innovative start-up and 
small businesses to scale-up and grow: 
Hertfordshire has long been recognised as economy 
with substantial numbers of very small businesses, but 
relatively few that grow to medium size (and beyond), 
yet these are likely to be the principal wealth generators


•	 	third,	and	in	addition,	it	is	important	to	recognise	
that some of the greatest opportunities are 
likely to be at the convergence between the 
technologies associated with the different 
sectors. In August 2016, GSK was in the news 
because of its £540m deal with the Google’s Verily to 
develop miniature electronic implants to treat diseases 
like asthma. More generally, advanced materials are 
finding all sorts of applications and both satellite and 
digital technologies are pervasive. Hertfordshire has 
many of the component parts, but a well-functioning 
“ecosystem of ecosystems” could be transformational


•	 	fourth,	particularly	given	the	policy	uncertainties	linked	
to the process of Brexit and the new presidential 
term in the USA, it is essential that Hertfordshire’s 
leading businesses and research institutions 
are appropriately geared up for a new era in 
relation to international collaboration and trade. 
The “rules of engagement” may change substantially 
over the next period, but the international dimension will 
continue to be vital for long term wealth creation.


What this means in practice varies from one sector 
and one application to the next. But in general terms, 
the imperative is to support and accelerate 
the process through which scientific R&D 
is commercialised. It is only really in the 
commercialisation process that jobs are created, 
wealth is generated and the economy grows. 
The major players have a key role in this process, but 
increasingly, the role played by smaller companies in the 
wider supply chain and/or cluster is also critical. 


In short, the whole “ecosystem of ecosystems” 
needs to thrive. This has immediate implications: 


•	 In	relation	to	land	and	property:	
  Across Hertfordshire, land values are high and the 


pressure for residential development is strong. In 
this context, there are real challenges in delivering 


Hertfordshire has outstanding assets and globally-significant businesses in sectors 
which are widely recognised as crucial to the UK economy. Across the piece, the 
challenge is, fundamentally, to build the wider ecosystem so as to create 
an “ecosystem of ecosystems”.
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physical provision appropriate for the needs of 
the “ecosystem of ecosystems”. For reasons of 
viability, developers rarely build innovation or enterprise 
centres speculatively. Hence there is a key role to be 
played by public sector partners with the means and 
commitment to remedy a clear market failure. 


  Equally there is a need for more informal, lower cost, 
provision in the form of “makerspace” or “hack labs” 
– a facility that can be used by early stage businesses 
which are looking to develop concepts at a point when 
revenue streams may be very limited indeed.


  Finally, we need to make sure that existing or  
planned provision is used optimally. In this context, the 
role of the Envirotech Enterprise Zone is  
especially important.


•	 In	relation	to	workforce	skills:
  In parallel, there is a need to continue to invest in 


workforce skills consistent with the evolving needs 
of these fast-changing sectors. All five are searching 
for expertise in science, technology, engineering and 
mathematics, at both technician and higher levels. 
It will be crucial that there is alignment between 
the demand for, and supply of, workforce skills. 
Looking ahead it will be vital that approaches to 
apprenticeships are appropriately tailored, and also 
that schools are better sighted on the possibilities and 
potential within Hertfordshire’s economic engine.


•	 	In	relation	to	networking,	finance	and	
business support:


  Innovation ecosystems function best when serendipity 
is both encouraged and engineered. In this 
context, the “soft infrastructure” plays a crucial role. 
Hertfordshire’s polycentricity does nothing to make 
this easy – for there is not a “natural centre”. However, 
looking ahead, it will be critical that formal and 
informal networking is encouraged and in this regard, 
solutions linked to physical provision have an indirect, 
but crucial, role to play: they should become the 
hubs, and they ought also to be the focus for softer 
forms of support. In addition, more needs to be done 
to raise awareness of the potential ensconced within 
Hertfordshire. Hertfordshire is an important destination 
for inward investors and this needs to be recognised 
and encouraged further.


Throughout, there is a need to avoid narrow parochialism, 
recognising that key relationships and opportunities 
may well require wider collaborations, nationally and 
internationally. Illustratively, these are likely to be with 
Cambridge and London in respect of life sciences; 
Cambridge, Essex, Luton and former-Bedfordshire 
in relation to advanced manufacturing/ engineering; 
Cambridge and Norwich in respect of agri-tech; 
and with London and Buckinghamshire in terms of 
creative industries. The Science and Innovation Audit 
for the East of England helped to evidence some of 
these opportunities and as its recommendations are 
implemented, it ought to foster greater dialogue and 
collaboration across four LEP areas. 
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Over the last 2-3 years, progress has been made 
in building the wider innovation ecosystem across 
Hertfordshire. Examples include:


•	 	securing	the	world’s	first	cell	and	gene	therapy	
manufacturing centre, a £55m large-scale GMP 
Manufacturing Centre, adjacent to Stevenage 
Bioscience Catapult on GSK’s site


•	 	the	development	of	a	STEM	skills	centre	in	partnership	
with Airbus and North Hertfordshire College


•	 	the	provision	of	enhanced	incubator	facilities	at	
Rothamsted.


What we have already achieved


Delivering Priority 1 is, clearly, a long-term venture. 
Incremental steps need to be taken to nurture the 
ecosystems that surround all five of the sectors 
described above, both individually and in combination. 
The surrounding strategies need responsive elements, 
recognising particularly the uncertainties linked to Brexit 
(which could be very significant). In more specific terms, 
early priorities include actions to help unlock Warner 
Brothers’ plans for the next stage of development at 
Leavesden; and the development of the Envirotech 
Enterprise Zone (with important links to BRE and 
Rothamsted) at Maylands. In addition, an early dialogue 
across wider cluster geographies and with the principal UK 
funding bodies and institutions (e.g. Innovate UK) is crucial.


In advancing these elements we will respond to key 
elements of the emerging UK Industrial Strategy. 


What we need to do next
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How each of our Programme Boards will contribute, 
working with wider partners and stakeholders…


•		Take	overall	lead	responsibility	in	relation	to	Priority	1	from	 
Perfectly Placed for Business


•		Develop	long	term	“ecosystem	plans”	for	each	of	the	sectors	outlined	 
above, focusing particularly on the processes through which high quality 
jobs are generated through knowledge, particularly as small businesses 
seek to grow to medium size and beyond, and the interventions that are 
needed to make this happen


•		Sustain	an	on-going	dialogue	with	the	major	science	and	technology-based	
companies, particularly in relation to the possible consequences of Brexit


•		Effect	a	strong	dialogue	with	neighbouring	LEP	areas	to	ensure	that	the	eco-
nomic footprint of key ecosystems is recognised and managed appropriately


•		Engage	with	the	national	bodies	(particularly	Innovate	UK	and	the	
Department	for	International	Trade)	to	ensure	that	appropriate	levels	of	
investment are secured in Hertfordshire


•		Ensure	appropriate	alignment	with	the	White	Paper	that	follows	on	from	 
the	Industrial	Strategy	Green	Paper;	and	that	Hertfordshire’s	contribution	 
is fully articulated


Enterprise  
and Innovation  
Programme Board


…working with businesses, 
the University of 
Hertfordshire, the local 
authorities, the FE colleges 
and other key organisations


•	Ensure	that	the	STEM	agenda	continues	to	be	prioritised
•		Use	the	levers	that	exist	with	regard	to	apprenticeships	to	focus	


particularly on the needs of the five sectors identified through 
Priority 1, recognising their wider strategic importance across 
Hertfordshire (and the UK)


Skills and Employment 
Programme Board


…working with businesses, 
FE colleges, University 
of Hertfordshire, local 
authorities, and other key 
organisations


•		Keep	a	“watching	brief”	in	relation	to	the	loss	of	employment	land	
(particularly in locations that are crucial for Hertfordshire’s science 
and technology-based sectors) and work with partners to develop 
appropriate responses


Strategic Infrastructure 
Programme Board


…working particularly  
with the local authorities 
(and related partnerships) 
and the private sector







Priority 2:  
Harnessing  
our relationships 
with London  
and elsewhere
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The opportunity
Hertfordshire’s economy is defined around its connectivity. 
The most obvious – and most immediately important 
– connection is with London. Much of the county, but 
particularly the south, is functionally linked to a “world city”, 
with all the attendant benefits and costs of agglomeration: 
Hertfordshire’s employers can tap into the wider London 
labour market, but they must also join the fray in competing 
for the best talent, which is expensive; and Hertfordshire 
must absorb the pressures that follow in relation particularly 
to an over-stretched housing market (which is creating 
substantial pressures for changes of use in relation to 
employment land, particularly within urban areas) and a 
very congested transport infrastructure.


But there continue to be major opportunities for economic 
growth in Hertfordshire which are in part a function of these 


relationships. These coalesce around the three principal 
radial corridors that cross the county. All of these bring 
some challenges, but as engines of growth, all three 
present substantial opportunities:


•	 	The	M1,	West	Coast	Mainline	and	Midland	
Mainline cut across the west of Hertfordshire, 
close to three of the county’s largest towns, 
Watford, Hemel Hempstead and St Albans


  On this axis, north west London is connected ultimately 
to Luton and Milton Keynes, and then into the Midlands 
and north. This area has seen substantial population 
and employment growth over the last 10-15 years and 
Milton Keynes has emerged as a significant sub-
national centre (which is more than double the size 
of any Hertfordshire town). Looking ahead, further 
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significant growth is planned, both around Luton (some 
in North Hertfordshire) and Milton Keynes, and it is 
crucial that west Hertfordshire responds appropriately 
and proactively. 


  Given the scale of population nearby, there is much 
demand for uses linked to logistics; and plans for the 
rail freight interchange at Radlett also need to be seen 
in this context. In parallel, it is essential that higher 
value employment growth is encouraged of the sort 
envisaged through Priority 1. In this context, the further 
development of Warner Brothers’ site at Leavesden is 
one important element and the Envirotech Enterprise 
Zone, based predominantly at Maylands (and BRE and 
Rothamsted), is a second. Equally, the need for a high 
quality business/science park, potentially near Watford, 
has long been recognised as a priority7. 


•	 	The	A1(m)	and	East	Coast	Mainline/Great	
Northern Route pass through central 
Hertfordshire, close to Hatfield, Welwyn Garden 
City, Stevenage and Hitchin


  This central axis is critical to Hertfordshire’s economic 
future. Most immediately, it defines the heart of the 
life sciences corridor, linking St Pancras (home of the 
new Crick Institute) via Welwyn Garden City (home of 
BioPark) and Stevenage (GSK/SBC) to the Cambridge 
bioscience cluster, and it needs to be recognised as a 
significant economic driver. Looking ahead, it should be 
close to a major interchange between the East Coast 
Mainline and east-west rail. This in itself should open all 
sorts of opportunities at the heart of the Golden Triangle.


  However, this corridor already has some of the most 
congested roads in Hertfordshire, and the need to 
improve the A1(m), particularly between Junctions 6 and 
8, continues to be a priority. Nevertheless, the economic 
potential along this central axis is significant.


•	 	The	A10	and	West	Anglia	Mainline	cut	across	
the east of Hertfordshire, with links to Hertford, 
Ware, Broxbourne, Cheshunt and Bishop’s 
Stortford; and the M11 is also nearby


  The third key radial axis is the least developed. 
However, it is important. It runs close to the eastern 
boundary of Hertfordshire and it connects east 
London (including the Olympic Park, which is seeing 
substantial investment from, for example, UCL) with 
Harlow, Stansted Airport (which has growth capacity 
and, under the ownership of Manchester Airports 
Group, growth ambition) and Cambridge. At the heart 
of this area is Harlow & Gilston which was recognised 
by Government as one of three new Garden Towns 
in January 2017; spanning the boundary between 
Hertfordshire and Essex, this will be important shaping 
the spatial pattern of growth over the years ahead in 
the east of the county. In combination, this is a powerful 
cocktail and one that eastern Hertfordshire needs to 
embrace positively.


  In addition, Crossrail 2 – a long term venture that the 
LEP will support – could add a further fillip to growth 
in this part of the county. In principle, it could link 
Hertfordshire to Surrey, and it ought to open up a wide 
range of opportunities. 


In addition, it is crucial to recognise what might 
be achieved through enhanced east-west 
connectivity across Hertfordshire. The planned 
growth at Stansted Airport is substantial and it will certainly 
affect north east Hertfordshire. Whilst Luton Airport cannot 
grow to the same extent, Luton itself will grow. The A120, 
A602, A505 and A414 all need to feature in improved 
east-west connectivity. It is estimated that over 50,000 
dwellings will be built along the A414 Corridor over the 
years ahead. Developing a compelling economic narrative 
to be delivered in parallel must be a priority.


7 Hertfordshire Strategic Employment Sites Study, completed by Regeneris Consulting for Hertfordshire County Council 
and EEDA, 2011
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Key	areas	for	action


Of these four, the least developed currently is that defined 
along the east-west axis. In many respects, it is also the 
least coherent. However, that is very largely a function 
of the existing infrastructure which prohibits rather than 
encourages many forms of collaboration. The possibilities 
that might be unleashed by looking east-west across 
Hertfordshire need to be better understood, but they could 
be both substantial and sustainable, providing some kind 
of response to the centripetal influence of London. 


At the same time though, it is clearly important that steps 
are taken to make the radial corridors work optimally, and 
to lever economic impacts for the benefit of Hertfordshire 
and the UK. This relates particularly to the definition of 
investment priorities. It also reflects the fact that the three 


radial corridors map onto Travel to Work Areas and, in 
some respects, provide a proxy for functional economic 
areas across the county (and beyond). It therefore makes 
sense to think about local priorities for skills and business 
support within these geographies. It is also imperative 
to ensure that local economic plans and priorities are 
genuinely complementary within the relevant corridor 
context. This means, for example, that economic plans 
for Watford and Hemel Hempstead ought to be defining 
synergies between the two towns. The same ought to 
be true of Hatfield, Welwyn Garden City and Stevenage. 
Hertfordshire’s towns are physically close together and the 
perspective provided by the three corridors ought to lead 
to patterns of growth that are complementary rather than 
simply displacing.


Over the last couple of years, we have made headway in 
developing clear growth narratives, defined around the 
principal transport corridors. As part of this process, three 
Growth Area Forums have been well-attended by local 
businesses and both national and local politicians; they 
have discussed and agreed local priorities and challenges, 
and these are shaping delivery processes, particularly with 
regard to infrastructure. 


What we have already achieved


Each of the four corridors outlined above – the three radial ones and the emerging 
corridor based on an east-west narrative – will play a critical role in Hertfordshire’s 
economic well-being. All four constitute recognisable Growth Areas.
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Over the next period, there are three main objectives in 
advancing Priority 2 from Perfectly Placed for Business. 


•	 	First,	we	need	to	sustain	the	momentum	we	
have created in respect of the radial growth 
corridors. In the future, this is likely to include working 
closely with the A1(m) Corridor Consortium and the 
London-Stansted-Cambridge Consortium in relation to 
the A1(m) and A10/M11 Growth Areas respectively. The 
delivery of the infrastructure linked to the Envirotech 
Enterprise Zone is providing a catalyst for wider 
debates in relation to the M1/M25 Growth Area. Across 
all three corridors, there are substantial agendas to 
pursue. In relation to the A10/M11, for example, this 
includes: assessing the importance of four-tracking the 
West Anglia Mainline; exploring the possibilities linked 
to Crossrail 2; and working through the consequences 
of expansion at Stansted Airport and the development 
of a new Garden Town at Harlow & Gilston. 


•	 	Second,	we	must	develop	our	thinking	in	
respect of cross-cutting east-west “corridors”, 
particularly linked to the A120, A602, A505 and 
A414. The LEP will facilitate this process, but it will look 
to other partners to contribute substantively; and the 
role of Hertfordshire County Council – as the Strategic 


What we need to do next


Transport Authority – is particularly important. There is 
no “silver bullet” in terms of east-west connectivity, but 
in shaping Hertfordshire’s medium-long term economic 
potential, this agenda is crucially important. It will need to 
be advanced positively, with both purpose and creativity. 
It will also need to link into wider developments in relation 
to east-west connectivity across the greater south east, 
including, for example, in relation to east-west rail.


•  Third, we need to encourage smarter forms of 
connectivity, given levels of congestion and 
growing/changing	demands,	consistent	with	
overall growth ambitions. This means recognising 
and investing in the growing significance of rail (both 
locally and nationally), acknowledging the significance 
of bus travel, harnessing fully the potential of digital 
connectivity, and encouraging walking/cycling where 
possible. It also means working to ensure that  
different aspects of the transport/connectivity 
infrastructure are fully “joined up” (e.g. with sustainable 
access to railways stations) such that Hertfordshire as 
a whole can function. The LEP will work closely with 
Hertfordshire County Council – as the Strategic  
Transport Authority – as it leads in implementing the 
Transport Vision for Hertfordshire and developing a  
new local transport plan (LTP4). 
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How each of our Programme Boards will contribute, 
working with wider partners and stakeholders…


•		Effect	a	strong	dialogue	with	neighbouring	LEP	areas	to	ensure	that	
the economic footprint of key ecosystems is recognised and managed 
appropriately (noting that in the main, this follows the corridor geographies) 


•		Encourage	the	delivery	of	business	support	across	Hertfordshire	to	respect	
the functional coherence of the growth corridors


•	Develop	approaches	to	inward	investment	at	the	scale	of	growth	corridors


Enterprise  
and Innovation  
Programme Board


…working with businesses, 
the University of 
Hertfordshire, the local 
authorities, the FE colleges 
and other key organisations


•		Ensure	that	appropriate	account	is	taken	of	Travel	to	Work	Area	
geographies in defining priorities for skills and employment, and 
developing appropriate responses


•		Ensure	that	the	implications	of	developments	on	the	edge	of	
Hertfordshire (e.g. growth at Stansted Airport) are factored fully into 
skills and employment agendas


Skills and Employment 
Programme Board


…working with businesses, 
FE colleges, University 
of Hertfordshire, local 
authorities, and other key 
organisations


•		Take	overall	lead	responsibility	in	relation	to	Priority	2	from	
Perfectly Placed for Business


•		Ensure	that	infrastructure	priorities	identified	through	Growth	Area	
Forum discussions are taken forward through a range of other channels, 
and that they do influence decision making


•		Advance	the	development	of	an	“east-west”	conversation	with	a	view	to	
developing a forward-looking east-west economic plan for Hertfordshire


•		Engage	actively	in	advancing	key	national	infrastructure	proposals	 
that are of real relevance to Hertfordshire – e.g. east-west rail and 
Crossrail 2 – and ensure that the county secures real economic impact


Strategic Infrastructure 
Programme Board


…working particularly  
with the local authorities 
(and related partnerships) 
and the private sector







Priority 3: 
Reinvigorating  
our places for  
the 21st Century
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The opportunity
Hertfordshire’s places are what sets it apart. Hertfordshire has no dominant city (or 
city-region) at its functional core. Instead, its spatial economy is characterised by a 
dense network of urban areas. The largest – with a population of 132,000 – is Watford, 
but there are nine others with a population of more than 35,000 nearby.
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In parallel, there is a need to reflect on – and respond 
to – the changing expectations in relation to towns 
more generally, noting that these issues affect all of 
Hertfordshire’s urban areas. Enabled by digital technology, 
patterns of living and working are changing fundamentally 
and quickly, and this is having a profound effect on towns 
of all sizes.


Wider challenges facing Hertfordshire’s towns
Well connected, Hertfordshire’s towns need to 
become vibrant, lively, urban hubs underpinned 
by new models of both living and working (in which 
“third spaces” (between home and work) play an ever-
growing role). Moreover, each town needs a clear economic 
purpose and vision, reflecting its particular character, 
opportunities and growth potential. In bringing this vision 
about, new delivery models may well be essential.


Within this context, Hertfordshire has four “first wave” New 
Towns (Hatfield, Hemel Hempstead, Stevenage, Welwyn 
Garden City) plus a fifth – Harlow New Town – is just over 
the border in Essex. In addition, South Oxhey is a London 
overspill town. Together, the Hertfordshire New Towns have 
a combined population of over 270,000 – meaning that 
around a quarter of Hertfordshire’s population lives in a 
New Town. Hertfordshire’s New Towns also accommodate 
1,000 hectares of employment land, much of which is in 
need of renewal to accommodate future economic growth. 


Hertfordshire’s New Towns
In combination, these New Towns have the scale of a 
medium-sized city. As New Towns, though – perhaps 
with the exception of Welwyn Garden City – all of their 
infrastructure is decaying simultaneously. It needs re-
investment: town centres are jaded, the retail offer is poor 
and the socio-economic make-up of the New Towns differs 
starkly from elsewhere in Hertfordshire. Re-investment in 
the New Towns needs an active development process. 
It also needs new and more creative thinking with higher 
density solutions, recognising the particular opportunities 
linked to railway hubs within the three growth corridors. 
Hertfordshire’s New Towns are well located in these terms. 


The development of the new Garden Town at Harlow & 
Gilston – which spans the boundary between Essex and 
Hertfordshire – will need to take place with these principles 
firmly in mind. Acknowledged by government as one of 
three new Garden Towns nationally, the intention now is 
to develop plans for a sustainable community with good 
transport provision and a mix of homes, and linking in  
with the wider regeneration of Harlow. 


New Garden Towns and Communities
As part of this process, a Concept Framework for  
Gilston was published by East Hertfordshire District 
Council in September 2016.


Looking ahead, further proposals for Garden Towns or 
smaller Garden Communities may come forward. These 
will need to be advanced in a manner that is aligned  
with the wider objectives of the SEP. Within this context, it 
will be especially important that the economic purpose of 
new settlements is clearly defined.
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PRIORITY 3: REINVIGORATING OUR PLACES FOR THE 21ST CENTURY


Key	areas	for	action


•	  First, it is essential that that all of 
Hertfordshire’s towns function well – this 
relates both to the New Towns and other urban 
areas. The second group is as diverse as the first. It 
includes Watford and St Albans amongst the larger 
towns, and Bishop’s Stortford and Hertford among the 
smaller ones. All have important roles to play – both 
in relation to where people live and where/how they 
work. Across Hertfordshire, appropriate provision 
must be made for both. This means that more housing 
must be delivered but also that a good supply of 
employment land – consistent with the changing needs 
of employers and the wider aspirations for employment 
growth – must be secured. All of Hertfordshire’s towns 
must contribute to the overall Vision for Hertfordshire.


•	 	Second,	it	is	essential	that	good	progress	is	
made in relation to the new Garden Town at 
Harlow & Gilston, and that a positive stance 
is adopted in relation to further Garden 
Communities that may come forward. Defining a 
clear economic strategy for these settlements will be a 
crucial component of their overall sustainability.


•	 	Third,	it	is	imperative	that	appropriate	delivery	
models are put in place, recognizing the scale, 
complexity and cost of some of the associated 
challenges.  Different solutions may well be required 
in different places. However, particularly for the 
larger urban areas, there will be a need for innovative 
resourcing, governance and delivery solutions.  


•	 	Fourth,	and	in	addition,	it	is	important	that	
progress is made in relation to an overarching 
spatial Vision for Hertfordshire. Within the county, 
there are ten local planning authorities and, perhaps 
inevitably, the consequence is a distributed growth 
model. This has meant that individual developments 
have been too small to trigger infrastructure investment 
on a scale that the aggregate growth commitment 
both demands and justifies. Looking ahead, new 
approaches will be needed, taking into account 
also the issues and opportunities linked to both 
Priority 1 and Priority 2. These are likely to include, 
inter alia, the changing role of towns/town centres in 
accommodating growth and the need to concentrate 
higher density development close to nodes in the 
transport network. 


Looking ahead, there are four areas for action in relation to Priority 3:
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Over the last three years, substantial progress has been 
made in delivering Priority 3, particularly with regard to the 
larger towns in Hertfordshire:


•	 Watford
  Informed by an economic analysis that pointed to slow 


jobs growth, Watford Borough Council recognised 
the importance of a proactive approach to economic 
growth before Perfectly Placed for Business was 
first developed. The Borough Council borrowed 
money to invest in major projects (like Watford Health 
Campus). In parallel, with support from Growth Deal 
1, government committed to Croxley Rail Link (now 
known as the Metropolitan Line Extension). This in turn 
has provided an important level of investor confidence; 
indeed, the impact of this key infrastructure has been 
seen even before the infrastructure itself is complete 
and the consequence is that Watford is reconfirming 
its role as a major urban centre for south west 
Hertfordshire. Other key projects are underway, notably 
the redevelopment of Watford Business Park. 


•	 Stevenage
  Among Hertfordshire’s New Towns, Stevenage has 


both the greatest assets and potential, but also some 
of the most intractable challenges (linked, for example, 
to the town’s original urban design). A regeneration 
framework for Stevenage Central has been developed 
and agreed, and delivery partnerships are advancing 
its delivery. Through Local Growth Fund, significant 
resources have been secured for the town and these 
are leveraging in private sector investment. A package 
of town centre infrastructure-based projects will be 


What we have already achieved


advanced over the next 3-5 years. These should 
support the transformational journey, although more 
investment will be needed. This venture is a long term 
one. Place-based regeneration needs to go hand-
in-hand with the commercialisation of the town’s 
science-based assets, particularly when the latter are 
amongst the finest in the UK.


•	 Hemel	Hempstead
  Like Stevenage, Hemel Hempstead is another New 


Town with regeneration challenges. Work began 
on the development of regeneration masterplans 
a decade ago and the £30 million Hemel Evolution 
regeneration programme is transforming Hemel 
Hempstead town centre, making it a more attractive 
and welcoming place to live, shop, work and visit. 
Over the last five years, delivery on these plans – 
including the redevelopment of the West Hertfordshire 
College Campus – has started to reshape the town 
centre, leveraging in private sector investment and 
securing the delivery of significant new housing 
provision. In parallel, the delivery of the masterplan 
for the Maylands employment area has resulted in 
many successful investments into the town’s (and 
Hertfordshire’s) largest employment area. This 
in turn has paved the way for the new Envirotech 
Enterprise Zone, focused at Maylands. This is now 
progressing with a strong focus on enviro-tech, linking 
in with nearby BRE and Rothamsted Research. With 
additional infrastructure investment, this should help 
deliver new and additional forms of economic and 
housing growth.
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INTRODUCTION: THE CASE FOR A MODERN INDUSTRIAL STRATEGY


All three of the “projects” outlined above – relating to 
Watford, Stevenage and Hemel Hempstead – are 
long term ventures, and all three have some way to run. 
The intention is to support and accelerate this process, 
recognising that further innovation will be needed, 
particularly with regard to resourcing. Over time, the 
proposal is to develop sustainable financing models. 
These will include revolving funds and the intention is that 
investment should, increasingly, be based on loans rather 
than grants and that it should help to positively incentivise 
the growth process. The detail of these plans has yet to 
be developed, but all three of the larger towns ought to 
be nudging in that direction, enabled by the governance 
arrangements that are also, gradually, being developed.


In parallel, it will be important that similar ventures are 
initiated in other towns across Hertfordshire. Looking 
ahead, we expect Hatfield and Broxbourne to be the 
next priorities, led by strong local partnerships (Hatfield 
2030+ and Ambition Broxbourne) and guided by emerging 
regeneration frameworks and strategies. In driving forward 
plans for Hatfield, the wider role of the University of 
Hertfordshire will be particularly important.


Longer term, the intention also is to develop innovative 
approaches to supporting the smaller towns in 
Hertfordshire. On a pilot basis, Hertfordshire LEP has been 
working with Bishop’s Stortford to understand its growth 
potential and constraints, specifically in the context of 
wider growth processes across the A10/M11 Corridor and 
with particular reference to nearby Stansted Airport. This 
exercise has demonstrated that there are real opportunities 
for smaller towns in Hertfordshire, albeit delivery processes 
will need to be developed.


What we we need to do next


Finally, in relation to the longer term aspiration for a new 
“spatial blueprint” for Hertfordshire, the LEP will need 
to work closely with its local authority partners, both 
Hertfordshire County Council and all ten district councils. It 
recognises that this exercise may well be both challenging 
and contentious. Nevertheless, it is firmly of the view that it 
needs to be progressed, not least so that appropriate long 
term decisions can be made with regard to infrastructure 
priorities. But the requirement is not simply for an 
infrastructure plan; instead, the aim must be to define a 
wider spatial vision that can be consistent with delivering 
the overarching objectives of Perfectly Placed for Business.


In delivering these priorities, we will have regard to the 
contents of the housing white paper, Fixing Our Broken 
Housing Market, which was published by DCLG in 
February 2017. This emphasises the importance of 
accelerating the rate of housing delivery across the UK. 
At the same time, however, it is crucial that appropriate 
provision is made for employment growth. The last few 
years have seen the loss of significant employment land 
across the county. Looking ahead, there is a need to 
ensure an appropriate supply, recognising that patterns 
and locations for work are changing substantially and 
that employment provision needs to be attuned to these 
developments.
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How each of our Programme Boards will contribute, 
working with wider partners and stakeholders…


•		Ensure	that	as	regeneration	priorities	are	defined	for	individual	towns,	there	
is a clear but appropriate link to the wider opportunities set out in relation to 
Priority 1 and/or Priority 2 (linked, for example, to particular sectors)


•		Encourage	all	of	Hertfordshire’s	towns	to	be	proactive	in	making	appropriate	
provision for enterprise, particularly new and small businesses, and those 
seeking to grow


Enterprise  
and Innovation  
Programme Board


…working with businesses, 
the University of 
Hertfordshire, the local 
authorities, the FE colleges 
and other key organisations


•		Ensure	that	–	as	far	as	possible	–	the	relevant	further	education	colleges	
are fully involved in the development and (as appropriate) the delivery 
of urban growth ambitions, so that there is a link between infrastructure 
investment and skills


•		Facilitate	a	dialogue	with	local	schools	in	respect	of	town-level	plans	
for growth, allowing local young people both to inform the plans and to 
think through their own career choices in the light of them


•	Ensure	that	skills	provision	is	aligned	with	local	employment	growth


Skills and Employment 
Programme Board


…working with businesses, 
FE colleges, University 
of Hertfordshire, local 
authorities, and other key 
organisations


•		Take	overall	lead	responsibility	in	relation	to	Priority	3	from	 
Perfectly Placed for Business


•		Work	with	partners	to	develop	and	test	delivery	and	resourcing	solutions	
that are appropriate at the scale of Hertfordshire’s towns


•		Support	the	roll-out	of	the	approach	to	growth	across	other	towns	in	
Hertfordshire, including some of the smaller ones


•		Draw	together	good	practice	in	terms	of	effecting	economic	regeneration	
plans at the scale of Hertfordshire’s towns, and paying particular attention 
to the lessons from New Towns


•		Work	with	the	local	authorities	to	think	through	the	next	steps	in	the	develop-
ment of a long term spatial vision for Hertfordshire (but liaising closely with 
the	other	Programme	Boards,	particularly	that	for	Enterprise	and	Innovation)


•		Work	with	local	authorities	and	partners	to	accelerate	housing	delivery	
across the county whilst ensuring an adequate supply of employment 
land, in line with the wider growth ambitions set out in the SEP.


Strategic Infrastructure 
Programme Board


…working particularly  
with the local authorities 
(and related partnerships) 
and the private sector







Priority 4: 
Foundations  
for growth
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PRIORITY 4: FOUNDATIONS FOR GROWTH


Long term, a crucial determinant of Hertfordshire’s overall 
productivity performance is the quality and depth of 
workforce skills, and this is a critical foundation for growth. 
As noted already, on high level qualifications-based 
indicators, Hertfordshire performs strongly: overall, its 
resident working age population is well qualified. However, 
the skills profile of the workplace population – the people 
actually working for Hertfordshire’s businesses – is less 
good (in part because of commuting effects). Moreover, 
there are significant variations across the county, and 
locally, there are substantial skills challenges. 


The causes of skills challenges are not easy to unpick. 
School level attainment in Hertfordshire is good – although 
again, it varies substantially at a local level and in some 
areas, the inter-generational consequences of relatively low 
levels of aspiration are an on-going concern. But county-
wide, it remains the case that about a third of the Year 
11 cohort do not achieve both English and Maths GCSE 
or equivalent. This is important because it links strongly 
to downstream employment prospects and challenges. 
Moreover, data suggest that young people in Hertfordshire 
are half as likely to enrol on an apprenticeship as is the 
case nationally8. 


The opportunity
The skills of Hertfordshire’s current and future workforce 


8 Analysis completed by Hertfordshire County Council on the basis of data provided by Skills Funding Agency
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Alongside these headline observations, a great deal of 
work has been undertaken locally to understand better the 
nature of the “skills problem” as it relates to employers. 
The University of Hertfordshire completed a large scale 
survey of Hertfordshire businesses to probe the causes, 
nature and consequences of skills gaps. It found that 
nearly 80% of firms had one or more members of staff 
with training needs. Often these were identified because 
staff were new to the role, but the introduction of new 
technology, new products and services and new working 
practices were all also creating demands for training. 
For individual employers, specific skills gaps frequently 
included IT-related skills (which were identified as an issue 
by almost 60% of survey respondents), and both oral and 
written communication skills, as well as skills that were 
more strongly job-specific9. 


In the light of these and other data, a Hertfordshire  
Skills Strategy, Releasing our Potential, has been 
developed by Hertfordshire County Council and 


Hertfordshire LEP. It is a relatively short term plan, but it 
identifies five main themes with long term currency: 


•	 	Developing	our	future	workforce	(focused	on	young	
people and transitions to employment) 


•	 	Towards	fuller	employment	(focused	on	vulnerable	adults)


•	 Enhancing	opportunities	through	lifelong	learning


•	 	A	leading	economy	–	skills	to	drive	growth,	focusing	
especially on


	 •	Science/technology	
	 •	Engineering	&	manufacturing	
	 •	Film	&	media	
	 •	Financial	&	business	services	
	 •	High	end	logistics
	 •	Sports,	leisure	&	tourism	


•	 Skills	to	grow	small	and	medium	size	businesses	(SMEs).	


8 Hertfordshire Business Skills Gaps Survey, 2014-15, completed by the University of Hertfordshire Market Research Services


The vast majority of Hertfordshire’s 58,000 enterprises 
are small, employing no more than a handful of staff. In 
addition, there are over 92,000 self-employed people in 
the county. Together, these small businesses and self-
employed people are distributed across the county and 
they make a substantial – if often invisible – contribution 
to economic life. This is particularly important for the 
economic well-being of villages and smaller settlements in 
the county – which again are in danger of being invisible 
within a high level Strategic Economic Plan.


Some of these businesses and the people who run them 
have the aspiration and ambition to grow. Where this is the 
case, it is important that Hertfordshire really does provide 
a “perfect place for business”: it must, for example, ensure 


Hertfordshire’s small and medium sized enterprises
that easy-access managed workspace and other relatively 
low cost forms of business accommodation are available 
locally; and that appropriate forms of business support 
are straightforwardly accessible. In the context of acute 
resourcing constraints, this in itself is a challenge. But 
for the feedstock of would-be entrepreneurs and growth 
businesses – and largely irrespective of sector – it has to 
be a cross-cutting priority. 


For the businesses and people with more modest 
intentions in respect of growth, it is imperative that their 
overall contribution is recognised and supported. In 
aggregate, Hertfordshire’s productivity challenge reflects 
the activities of these economic actors as much as the 
major corporates; all have a role to play. 
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Key	areas	for	action


In practice, this is challenging. Each of these interfaces 
is in itself complicated and in looking towards delivery, 
national structures and accountabilities often sit quite 
uneasily with local ones.


In this context, there is a substantial job to be done. Over 
the years ahead, it will be important to:


•	 	recognise	that	Hertfordshire’s	priorities	are	not	
necessarily wholly aligned with those that are 
defined by central government and its agencies 
(so the need to influence the latter is likely to be on-
going) and that levels of public sector investment into 
vocational education and training have decreased such 
that resource is very thin on the ground


•	 	acknowledge	that	national	policy	is	leaning	towards	
work-based learning (including apprenticeships) 
and models of delivery where the beneficiaries 
of training – whether employers or learners 
– contribute to the cost of provision. It will be 
important that the implications are worked through in 
the Hertfordshire context


•	 	acknowledge	that	providers can only respond 
to employers’ skills requirements if these 
are appropriately codified. In general terms, this 
dialogue has been difficult to sustain (particularly in 
respect of the large numbers of SMEs) and yet it is 
crucial: new mechanisms for engagement will need to 
be found


•	 	recognise	the	need	to	improve the supply and 
quality of labour market information and 
careers advice, so that better decisions are made; 
this means that the opportunities linked to the delivery 
of Perfectly Placed for Business need to be clearly and 
consistently articulated 


•	 	encourage	greater collaboration and less 
competition among providers, recognising that 
the job that needs doing is substantial, and within this, 
develop co-ordinated approaches, particularly 
in respect of higher level skills in the sectors 
discussed in Priority 1 (life sciences, advanced 
engineering/manufacturing, sustainable construction, 
agri-science/agri-tech and creative industries).


In nurturing the other crucial foundation of Hertfordshire’s 
economy – its population of SMEs – the key areas for 
action are not new. To be a “perfect place for business”, 
firms need to be able to find accommodation they can 
afford; they need to recruit people with appropriate skills; 
and they need to be able to access the support they 
require. Across the population of SMEs – and indeed more 
generally – it is also crucial that Hertfordshire’s digital 
infrastructure is as good as it can be. Enhancing both the 
provision of digital infrastructure and the effectiveness with 
which it is used is an on-going priority county-wide.


In relation to workforce skills, the imperative is to work effectively with employers, 
providers and learners to ensure that the needs, aspirations, and frustrations of each 
group is fully recognised and understood and aligned, as far as possible, with the 
wider ambitions set out in Perfectly Placed for Business.
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Priority 4 is an on-going commitment. Over the last 
couple of years, real progress has been made. This has 
included the development of a Hertfordshire Skills Strategy 
(referenced above), underpinned by primary research 
and evidence. It also includes the development of an 
Apprenticeship Strategy for Hertfordshire (2015-2017) 
which sets out priority interventions under three main 
headings: increasing apprenticeships, supporting potential 
apprentices and ensuring quality provision.


Beyond this, Hertfordshire LEP has also flexed the 
resources available to it to invest in the foundations for 
growth. This has included capital investment into the 
refurbishment of the West Hertfordshire college campus 
in Hemel Hempstead; funding for a STEM facility in 
partnership with Airbus and North Hertfordshire College; 
and support for both Oaklands College Welding Bays and 
Hertford Regional College Creative Media (through the 
LEP Skills and Equipment Fund).


What we have already achieved


In addition, it has pulled together a funding package (with 
resources from Hefce, LGF and ERDF) which has allowed 
the formation and operation of a Growth Hub. This is 
focusing on business development; access to finance; 
innovation/productivity; skills recruitment and training; 
sales and marketing. Key delivery partners have included 
UKTI (now Department for International Trade); Innovate 
UK and WENTA (Hertfordshire Start-up specialists) and 
private sector consultants. So far, delivery targets have 
been met and levels of client satisfaction are high.
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By its nature, Priority 4 is a long term, and on-going, 
venture which will never be “completed”. Over the next 
period, the imperative will be to work particularly with 
providers and businesses, to ensure a more fruitful 
dialogue that is more closely aligned with the overarching 
ambitions of Perfectly Placed for Business.


There are, however, three more immediate priorities:


•  First, over the next couple of years, it will be 
essential that partners across Hertfordshire 
engage fully with the introduction of the 
Apprenticeship Levy. This will come into effect in 
April 2017. After paying their levy, employers will have 
two years to “spend” their funds before they expire. If 
this is done well, it could be important for Hertfordshire, 
particularly given the relatively low take-up of 
apprenticeships so far.


•	 	Second,	it	will	be	important	to	build	on	
the findings of the Area Review of post-16 
training and education institutions which was 
undertaken in late 2016 early 2017. Intended 


What we need to do next


outcomes of the review included: to ensure that there 
are high quality professional and technical routes to 
employment; and that levels of responsiveness to local 
employer needs and economic priorities are improved. 
Both of these objectives are important for Hertfordshire 
and consistent with the aspirations of Perfectly Placed 
for Business. The review highlighted that we have a 
strong basis for the delivery of Further Education in 
Hertfordshire, from which a greater level of collaboration 
and specialisation in partnership with our Higher 
Education institutions will enable us to further drive both 
economic and employment growth in the county. Such 
growth will require a focus on developing the technical 
level and higher/degree level skills required by our key 
sectors (as highlighted under Priority 1).


•	 	Third,	we	will	engage	fully	with	the	development	
– and, in due course, delivery – of the national 
Industrial Strategy insofar as it relates to  
cross-cutting skills and business support 
issues. In the context of Priority 4, these apply across 
the economy and geography of Hertfordshire, and they 
are important.







The Refreshed Strategic Economic Plan Hertfordshire Local Enterprise Partnership    44


PRIORITY 4: FOUNDATIONS FOR GROWTH


How each of our Programme Boards will contribute, 
working with wider partners and stakeholders…


•		Ensure	that	business	support	is	potentially	available	to	Hertfordshire’s	
population of small and micro businesses


•		Ensure	appropriate	responses	are	developed	to	the	challenges	of	access	
to finance, particularly for firms which are seeking to scale up and grow


•		Help	to	articulate	better	the	skills	imperatives	linked	to	the	key	sectors	
identified in relation to Priority 1


•		Ensure	appropriate	alignment	with	the	White	Paper	that	follows	on	from	
the	Industrial	Strategy	Green	Paper;	and	that	Hertfordshire’s	contribution	
is fully articulated


Enterprise  
and Innovation  
Programme Board


…working with businesses, 
the University of 
Hertfordshire, the local 
authorities, the FE colleges 
and other key organisations


•		Take	overall	lead	responsibility	in	relation	to	Priority	4	from	
Perfectly Placed for Business


•		Work	with	employers	and	providers	to	ensure	a	good	response	to	the	
introduction of the Apprenticeship Levy


•		Contribute	as	appropriate	to	the	implementation	and	monitoring	of	key	
recommendations resulting from the Area Review process 


•		Continue	to	develop	the	dialogue	across	Hertfordshire’s	providers,	
learners and businesses


•		Continue	to	work	with	government	to	influence	national	provision	and	
ensure that it maps onto Hertfordshire’s skills challenges


•		Develop	pilot	project	concepts	that	help	to	address	specific	challenges	
in aligning skills provision with the strategic direction set out in  
Perfectly Placed for Business


•	Forge	stronger	links	between	schools	and	employers
•	Continue	to	work	on	higher	level	skills	provision	within	Hertfordshire


Skills and Employment 
Programme Board


…working with businesses, 
FE colleges, University 
of Hertfordshire, local 
authorities, and other key 
organisations


•		Help	to	ensure	that	local	provision	is	made	for	relatively	low	cost	
business accommodation that is appropriate for the needs of SMEs


Strategic Infrastructure 
Programme Board


…working particularly  
with the local authorities 
(and related partnerships) 
and the private sector







Delivering  
Perfectly Placed  
for Business
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DELIVERING PERFECTLY PLACED FOR BUSINESS


Throughout, the delivery of Perfectly Placed for Business 
will be steered by three overarching imperatives.


First, we will continue to explore and then 
develop sustainable resourcing solutions.


The early delivery of Perfectly Placed for Business 
benefited from funding from central government (Growing 
Places Fund and Local Growth Fund) and from the 
European Commission (through the European Structural 
and Investment Funds). In relation to the next phase of 
delivery, the funding programme landscape is likely to 
look very different – although, in the context of a very new 
Government, exactly what this will mean is unknown and 
unknowable.


Working closely with our partners, we are committed to 
developing resourcing approaches within Hertfordshire 
which are more sustainable in financial terms. These are 
likely to focus, inter alia, on the following, both individually 
and in combination:


•	 the	possibilities	linked	to	the	retention	of	business	rates


•	 the	scope	for	other	forms	of	tax	increment	financing


•	 	the	scope	for	revolving	funds,	possibly	organised	at	a	
local level


•	 resourcing	options	linked	to	publicly-owned	assets.


Second, we will commit to working closely 
with partners from across Hertfordshire – 
from the private and public sectors, and 
from amongst among the community 
sector, including (perhaps increasingly) 
through area-based partnerships.


The delivery of our Strategic Economic Plan needs to be 
a shared endeavour, particularly given the need to sweat 
our assets harder in the context of resourcing uncertainty. 
It needs to galvanise inputs of different forms from across 
our stakeholder community and it needs to be genuinely 
cross-disciplinary, avoiding historic siloes.


During the first phase of delivery, we made substantial 
headway – particularly in Watford, Stevenage and Hemel 
Hempstead. We need to build on this – both by deepening 
our approach in those three towns and by extending it to 
other settlements (including, most immediately, Hatfield 
and Broxbourne).


In addition, we need to develop more creative 
approaches to working with our private sector partners, 
particularly within our key sectors. Our intention is to 
develop ecosystem investment plans that help to cluster 
interventions (whether skills-related or business support-
focused or concerned with specialist land and property or 
linked to inward investment) around the functioning of the 
ecosystems. 


Perfectly Placed for Business is a high-level strategy. In order to progress it, we 
will develop a series of delivery plans and refresh them each year. These will reflect 
the structure of our three Programme Boards: Enterprise and Innovation, Skills and 
Employment, and Strategic Infrastructure. In addition, we will continue to play a key 
role in driving forward the delivery of our Envirotech Enterprise Zone which is a crucial 
project for Hertfordshire.







The Refreshed Strategic Economic Plan Hertfordshire Local Enterprise Partnership    47


DELIVERING PERFECTLY PLACED FOR BUSINESS


Third, we will commit to working with 
partners from outside Hertfordshire where 
it “makes sense” to do so.


Our intention is to work more flexibly and proactively 
across “real” ecosystem geographies, recognising that 
this will often mean working with partners from outside 
of Hertfordshire. We will expect to work with, particularly, 
Cambridge and London in respect of life sciences; with 
Essex, Cambridge, former-Bedfordshire and Luton in 
relation to advanced engineering; with Cambridge and 
Norwich in respect of agri-tech; and with Buckinghamshire 
and London in relation to the creative industries (including 
film and TV). 


In addition, we anticipate working closely with partners 
from outside Hertfordshire in relation to major infrastructure 
priorities which range from major trunk roads (e.g. A1(m)), 
to rail priorities (e.g. four-tracking the West Anglia Main 
Line), to longer term infrastructure ambitions (e.g. Crossrail 
2) and to major new developments (e.g. the new Garden 
Town at Harlow & Gilston).


Navigating uncertainty 


The next period of delivering Perfectly Placed for 
Business could be challenging – given the range of 
structural uncertainties (linked particularly to Brexit) but 
also more immediate “unknowns” (linked especially to 
resourcing). We recognise that we will need to be flexible 
and responsive, forming alliances quickly where it is 
helpful to do so but also acting quickly when changes 
need to be made. 


This will all place a considerable responsibility on the 
LEP Board and our three Programme Boards, and all 
parts of our governance structure will need to respond. 
Within this context, our Assurance Framework will be 
kept under review. We see this as a key element of our 
delivery machinery.







Measuring 
success
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MEASURING SUCCESS


Our target over the period to 2030 is for GVA per hour 
worked within Hertfordshire to rise at the higher of:


•	 	either	the	achieved	rate	of	productivity	growth	in	
London (noting that over the decade from 2005-15, 
London’s GVA per hour worked increased by 2.6% 
per annum) 


•	 or	2.6%	per	annum.	


Given our past performance, this is a stretching target. 
But it is one that we think ought to be achievable given 
the quality of our assets and our collective commitment 
to growing the county’s economy effectively.


In terms of key intermediate outcomes, we will develop 
indicators to chart our progress in terms of:


•	 	the	growth	–	in	terms	of	employment	and	GVA,	and	
national/international profile – of all five of the key 
sectors that are defined in relation to Priority 1


Targets and indicators


•	 	the	pace	with	which	we	add	to	our	stock	of	workforce	
skills, particularly the skills profile of those who are 
working in Hertfordshire


•	 	the	size	distribution	of	businesses,	noting	that	we	are	
keen to see a growth in the incidence of scale-up 
businesses (and hence the share of the business 
stock that is accounted for by larger SMEs)


•	 	the	vibrancy	of	our	towns,	and	the	extent	to	which	
they develop as employment and economic hubs 
(recognising some of the early challenges that need 
to be addressed in relation to employment provision).


Precise metrics remain to be developed, but these four 
indicators are at the core of Perfectly Placed for Business 
and all four link directly to the overarching challenge of 
productivity growth.


In addition, we will want to reflect rigorously on the 
progress we are making in effecting sustainable 
resourcing solutions to invest effectively in Hertfordshire’s 
economic future.


Perfectly Placed for Business has been developed, fundamentally, as a plan to 
address Hertfordshire’s performance in relation to productivity and it is this that 
provides our principal impact measure in charting progress. Between 2005 and 2015, 
GVA per hour worked increased in nominal terms by 1.3% per annum in Hertfordshire 
compared to 2.3% per annum in the UK. Looking ahead, this is a gap that we are 
determined to close. 
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MEASURING SUCCESS


The requirements of the former will broadly be as set out 
in our Assurance Framework, but adapted as necessary to 
reflect the imperatives of particular funding streams.


In terms of evaluation, we intend to complete:


•	 	an	annual	process	evaluation	which	will	examine	the	
implementation process


•	 	an	annual	review	of	key	performance	indicators	(as	set	
out above)


•	 	a	longitudinal	evaluation	of	those	interventions	that	we	
think are especially important and/or unique, guided in 
this context by our Programme Boards


•	 	an	interim	impact	evaluation	in	summer	2022,	which	
will include initial judgements on additionality and 
displacement.


Our evaluation methods will be informed by HMT’s 
Magenta Book. We will use a mixed methods approach 
throughout, but we will also take proportionate steps to 
consider the counterfactual. This reflects the importance 
of this venture for Hertfordshire and the priority we are 
attaching to delivering Perfectly Placed for Business.


Monitoring and evaluation


We will implement a proportionate – but 
rigorous – approach to both monitoring 
and evaluation. 
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ANNEX


BEIS Department of Business, Energy and Industrial Strategy (formerly BIS)
BERD Business enterprise expenditure on research and development  
BIS  Department of Business, Innovation and Skills (now BEIS)
BRE  (Formerly) Building Research Establishment 
DCLG   Department for Communities and Local Government
DIT  Department for International Trade (formerly UKTI)
EEDA  East of England Development Agency
FE  Further Education
GLA  Greater London Authority
GSK  GlaxoSmithKline
GVA  Gross Value Added
HMT  HM Treasury
IoT  Internet of Things
LEP  Local Enterprise Partnership
LTP  Local Transport Plan
ONS  Office for National Statistics
R&D  Research and Development
SBC  Stevenage BioScience Catalyst
SEP  Strategic Economic Plan
SMEs  Small and Medium size Enterprises 
STEM  Science, Technology, Engineering and Mathematics
UCL  University College London
UKTI  UK Trade & Investment (now DIT)
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Releasing 
our potential
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Councillor David Williams,  
Leader of Hertfordshire  
County Council and Executive 
Member with responsibility  
for Resources, Property &  
the Economy


Significant progress has been made 
implementing the first Hertfordshire Skills 
Strategy during the last three years and 
there is evidence to show recruitment 
difficulties have eased in Hertfordshire. 
While lack of skills remains a factor in 
the county, the percentage of hard to 
fill vacancies that are a result of skills 
shortages has reduced. The need remains 
for a partnership approach to progress 
this important work and I am delighted to 
introduce the second Hertfordshire Skills 
Strategy tailored to our county’s particular 
needs. The strategy makes clear our 
approach, and commitment, of how we 
will grow and develop our workforce to 
support a strong economy within which 
businesses can thrive, whilst enabling all 
residents of Hertfordshire to maximise 
their own individual potential and share in 
Hertfordshire’s prosperity.


James Snelling,  
District Manager of 
Bedfordshire and 
Hertfordshire, Department  
for Work and Pensions


I believe that the work done by the 
partnerships formed under the last 
Skills Strategy has shown great benefits 
for the residents and customers of 
Hertfordshire. With the additional 
challenges and uncertainties faced as 
we look to the next few years, the idea of 
refreshing and refocusing our joint focus 
is a good one, and an opportunity for the 
new Skills Strategy to look proactively 
and progressively is very welcomed. I 
am excited by what the partnership has 
enabled to be delivered to date, and 
believe that this Skills Strategy will build 
on that success and ensure the growth 
of Hertfordshire’s economy with the 
expansion of Universal Credit being a key 
enabler to this outcome.


Mark Bretton,  
Chair, Hertfordshire Local  
Enterprise Partnership


It is three years since the first Skills  
Strategy for Hertfordshire was published. 
During that time, excellent progress 
has been made in implementing its 
recommendations at a time of significant 
change in the wider political and economic 
landscape. Brexit, technological advances 
in Artificial Intelligence and Big Data, 
increasingly fluid work patterns and the 
demands of an ageing society; all have the 
potential to impact on the skills agenda in 
the years to come. This coupled with the 
opportunity to deliver a local Industrial 
Strategy that reflects business needs 
means we are in a position to respond 
positively to these changes.  To that end, 
following a wide consultation process, we 
have revised our Skills Strategy to 2020 
so that we remain agile in our approach 
and ensure that everyone has a stake in 
Hertfordshire’s growing economy. 
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The strategy is arranged into five themes:


• Developing our future workforce - supporting 
young people aged 16-24 years in the 
transition from education to employment


• Towards fuller employment - supporting 
vulnerable adults into employment, increasing  
the available workforce and enabling priority 
groups to fulfil their potential


• Enhancing opportunities through lifelong 
learning, adopting a culture of lifelong 
learning to benefit individuals as well as  
local businesses


• A leading economy; skills to drive growth. 
Working with businesses and training 
providers to improve the skills of both the 
existing workforce and the future labour 
market in order to sustain economic growth


• Skills to grow small and medium sized 
businesses (SMEs), providing targeted 
support to SMEs and their workforce in  
order to facilitate growth


Hertfordshire Local Enterprise Partnership, 
Hertfordshire County Council and the 
Department for Work and Pensions are  
working together to implement and drive this 
strategy. The influences, views and needs of 
employers, training providers, schools, colleges 
and public sector organisations remains vital 
and have been incorporated in this strategy. 
Partner organisations across Hertfordshire  
are encouraged to refer to this strategy and 
reflect it in their individual planning, knowing 
that we will be working towards the same 
strategic outcomes. 


Executive Summary


Skills contribute significantly 
to the economic output of an 
area and are a dynamic driver 
of enterprise, investment and 
new industries. Employers in 
Hertfordshire view the overall 
proficiency of their workforce 
as key to their performance and 
business competitiveness. 


Significant progress has been made 
implementing the first Skills Strategy; 
recruitment difficulties have eased in 
Hertfordshire and the percentage of hard 
to fill vacancies that are a result of skills 
shortages has reduced significantly. 
However, there is still a need to increase 
and develop our workforce and the aim 
remains; to increase and develop our 
workforce to ensure we can support a 
strong economy within which businesses 
can thrive, whilst enabling all residents 
of Hertfordshire to maximise their 
own individual potential and share in 
Hertfordshire’s prosperity.
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Our shared interest has enabled a collaborative approach which we favour and promote in Hertfordshire, 
and this graphic demonstrates how we work together to support the county’s workforce:







Why do we need a Skills 
Strategy?


Skills contribute significantly to the 
economic output of an area and 
are a dynamic driver of enterprise, 
investment and new industries. 
Employers in Hertfordshire view the 
overall proficiency of their workforce as 
key to their performance and business 
competitiveness. 


The original Skills Strategy published 
in 2015 was developed to address the 
growing appetite for a strategy attuned to 
the county’s particular needs and brings 
together key stakeholders’ strategic plans 
into a coherent whole; a Skills and Labour 
Market review in 2014 of Hertfordshire 
businesses showed that nearly half of 
employers identified skills gaps in their 
existing workforce. This second Skills 
Strategy is a refreshed version of the 
first and the aim remains to increase and 
develop our workforce to ensure we can 
support a strong economy within which 
businesses can thrive, whilst enabling all 
residents of Hertfordshire to maximise 
their own individual potential and share in 
Hertfordshire’s prosperity.


Significant progress has been made 
implementing the first Skills Strategy 
and the Hertfordshire Skills and Labour 
market update from March 2016 reports 
favourably on a number of areas that the 
Skills Strategy has strived to address; 
recruitment difficulties have eased in 
Hertfordshire. While lack of skills remains 


a key factor behind recruitment difficulties in the 
county, the percentage of hard to fill vacancies 
that are a result of skills shortages has reduced 
significantly.


Over the life of the first Skills Strategy 
we have seen major changes to the skills 
agenda: apprenticeship reforms including 
introduction of the Apprenticeship Levy, the 
government’s Industrial Strategy proposals 
and rapid technological changes. Looking to 
the future we anticipate further developments: 
government’s School Careers Strategy and 
plans for T (Technical) Level courses, with a 
need to be mindful of any implications of Brexit, 
the devolution agenda and the impact on the 
workforce from an ageing population. 


Since the start of the 21st century with 
inventions such as artificial intelligence, 3D 
printing, autonomous vehicles, technology 
and biotechnology, commentators have 
identified that we are experiencing the ‘Fourth 
Industrial Revolution’. These rapidly developing 
technologies are changing the way we work  
and the jobs and skills required to do them.  
The useful skills in the workplace of the future 
are likely to be different from those needed 
today. We are mindful of the need to remain  
agile and this strategy is deliberately  
short-term to 2020 to ensure we allow for 
further future proofing.


Introduction
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healthy, fulfilling lives in thriving, prosperous 
communities. It wants Hertfordshire to be 
recognised as a great place to do business, 
with a skilled workforce and infrastructure 
that supports the developing needs of the local 
economy. At the same time, it seeks to give 
every Hertfordshire resident the opportunity to 
maximise their potential and live a full life as a 
confident and resilient citizen. 


The Department for Work and Pensions 
(DWP) works to provide security, extend 
opportunity, and give people the support they 
need to transform their lives; helping the most 
vulnerable people in our society by addressing 
the root causes of disadvantage and supporting 


them to turn their lives around and ensuring 
that everyone who is able to work is given all 
the support they need to do so, while those who 
cannot are protected.


We work in partnership; all three organisations 
aspire to support a strong economy within 
which businesses can thrive, whilst enabling all 
residents of Hertfordshire to maximise their own 
individual potential and share in Hertfordshire’s 
prosperity. Partner organisations across 
Hertfordshire such as the District and Borough 
councils and training providers are encouraged 
to refer to this strategy and reflect it in their 
individual planning, knowing that we will be 
working towards the same strategic outcomes.


Working in partnership


Hertfordshire Local Enterprise Partnership, 
Hertfordshire County Council and the 
Department for Work and Pensions are working 
together to produce, implement and drive this 
strategy. Incorporating the influences, views and 
needs of employers, training providers, schools, 
colleges and public sector organisations 
remains vital and a second Skills Summit held 
in October 2017 provided an opportunity for all 
stakeholders to be involved. Findings from the 
Summit have been analysed, considered and 
incorporated into this Skills Strategy.


Ensuring our workforce has the right skills 
to encourage future economic growth lies 
at the heart of delivering the Hertfordshire 
Local Enterprise Partnership (LEP) Strategic 
Economic Plan (SEP) which has defined the 
following vision: ‘by 2030 Hertfordshire will be 
among the UK’s leading economies, helping 
to realise the full economic potential of the 
assets and opportunities within the ‘Golden 
Triangle’ of London – Cambridge – Oxford.’ 
Developing the STEM (Science, Technology, 
Engineering and Mathematics) skills of both 
our future and existing workforce will be key to 
improving the economic growth of the county. 
In addition, the provision of both qualification 
and non-qualification based provision to develop 
the leadership and management skills of our 
workforce are an important element in achieving 
this vision; more and better workforce skills  
are essential.


Hertfordshire County Council’s (HCC) vision of 
a ‘County of Opportunity’; envisages a county 
where people have the opportunity to live 
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Key themes 
 
Our key themes and aspirations remain:


	


	


	


	


Developing	our	
future	workforce	


Suppor3ng	young	
people	aged	16	to	
24	years	in	the	
transi3on	from	
educa3on	to	
employment	


Our	aspira3on	is	
that	all	young	


people	will	develop	
the	knowledge	and	
skills	to	flourish	in	
the	workforce	


Towards	fuller	
employment		


Suppor3ng	
vulnerable	adults	
into	employment,		
increasing	the	


available	workforce	


Our	aspira3on	is	to	
maximise	our	pool	
of	available	labour	
and	enable	priority	
groups	to	maximise	


their	poten3al	


Enhancing	
opportuni3es	
through	lifelong	


learning	


Suppor3ng	adults	to	
adopt	a	culture	of	
lifelong	learning	


Our	aspira3on	is	for	
adults	to	maintain	
core	skills	and	a	
desire	to	learn	


A	leading	
economy;	skills	
to	drive	growth		


Working	with	
businesses	and	


training	providers	to	
improve	the	skills	of	
both	the	exis3ng	
workforce	and	the	
future	labour	


market	


Our	aspira3on	is	to	
improve	the	


matching	of	skills	to	
business	needs	in	
order	to	sustain	
economic	growth	


Skills	to	grow	
small	and	


medium	size	
businesses	


Providing	targeted	
support	to	SMEs	and	
their	workforce	in	
order	to	facilitate	


growth	


Our	aspira3on	is	to	
assist	SMEs	to	


access	the	support	
they	need	for	their	


workforce	to	
develop	







Planned actions 
 
This strategy includes a detailed action plan 
from page 18 identifying the planned work 
programme for each of the three organisations 
responsible for implementing this strategy.


Monitoring progress


The progress of the action plan and the 
performance measures will be monitored 
by Hertfordshire County Council Resources, 
Property & the Economy Cabinet Panel and the 
Skills and Employment Programme Board of 
the Hertfordshire LEP, which includes senior 
representation from Department of Work and 
Pensions. It is also reported to Hertfordshire 
Forward, the county Local Strategic Partnership. 
A review of this strategy is planned for 2020.


Our performance measures are:


• We will increase the percentage of young 
people (16 and 17 years old) opting to stay in 
education and training from 97.9% in 2017 to 
98.3% in 2020


• We will decrease the lost contact and Not in 
Education, Employment or Training (NEET)   
3 month average for 16 and 17 year olds from 
3.39% (December 2016 - February 2017) to 
3.0% in 2020


• We will increase the number of young people 
(16 – 18 years) who start an apprenticeship 
pathway from 1955 in 2016 to 2255 in 2020.


• We will organise annual ‘Voice of the 
Customer’ forums within Hertfordshire 
Jobcentres to understand the challenges that 
people with disabilities face in the modern 
labour market


• We will organise one Jobs Fair per quarter in 
all Hertfordshire Jobcentres


• We will organise a joint LEP/DWP employer’s 
workshop to explore the needs and attitudes 
to retaining/retraining and recruiting 50+ 
workers


• We will increase the number of Sector Based 
Work Academy placements year on year of 
which 25% will be for those who are aged 50+


• We will maintain the number of learning 
opportunities (accredited or non-accredited) 
funded by the Education and Skills Funding 
Agency (ESFA) taken up by unemployed or 
economically inactive adults aged 19-65 at 
22,000 per year


• We will maintain the number of residents 
aged 19-65 passing successfully English, 
maths and digital skills provision (accredited 
or non-accredited) each year (9974 in 
2015/16)


• We will engage with 7000 residents aged 19+ 
per year with complex barriers to learning 
and employment to take part in community 
engagement activities to improve their 
aspirations and resilience


• We will increase the number of advanced/
higher and degree level apprenticeship starts 
from 2757 in 2016 to 3697 in 2020


• We will promote the take up of STEM 
apprenticeships in 2018 to increase starts to 
1394 in 2019 and 1492 in 2020 


• We will hold 2 sector based skills events 
per year to encourage greater collaboration 
between employers and local skills providers 
to meet business needs


• We will increase the percentage of SME 
businesses that undertake formal training 
and development of their workforce from 65% 
in 2016 to 67% in 2020


• We will increase the number of SMEs 
supported by the Skills Advisors at the 
Hertfordshire Growth Hub from 229 in 2017  
to 750 in 2018


We will also continue to report the performance 
of our overarching ambitions including: 


• Percentage of unemployed residents


• Percentage unemployed residents aged 50+


• Percentage of working age residents with no 
qualifications


• Percentage of working age residents with 
level 2+ qualifications


• Skills shortages as reported by Hertfordshire 
businesses 
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Theme 1: 
Developing our 
future workforce  


Young people have an essential 
part to play in the future 
prosperity of Hertfordshire 
and our aspiration is that 
they develop and acquire the 
knowledge and skills to flourish 
in the workforce:


Current situation


Research tells us that for young people the 
transition from education to work can be 
difficult; Backing Soft Skills (McDonalds UK, 
2015) stresses that 


“this is especially challenging for young  
people who are disadvantaged in some  
way, such as those with disabilities or 
behavioural difficulties.”  


Further we know that employers have concerns 
about young people’s employability skills;  
Results for Life, (Princes Trust, 2017) highlighted 
that 72% of employers believe that young people 
do not have the soft skills to do well when 
they first start work, most typically lacking: 
confidence, communication and reliability.  
The report proposes that on the whole pupils do 
not leave school with these skills.


Statutory guidance requires governing bodies 
to ensure all registered pupils are provided with 
independent careers guidance from years 8 to 
13. The guidance states schools should consider 
the following principles for good practice when 
developing their strategy: 


• High quality work experience that properly 
reflects an individual’s studies and strengths, 
and supports the academic curriculum 


• Face to face advice and guidance to build 
confidence and motivation 


• Access to a range of activities that inspire 
young people, including employer talks, 
careers fairs, motivational speakers, colleges 
and university visits, coaches and mentors


• Building strong links with employers, who 
can help to boost young people’s attitudes 
and employability skills, inform pupils about 
the range of roles and opportunities available 
and help them understand how to make this a 
reality


However the extent of this depends on a school 
prioritising the delivery of these activities and 
on the whole having the ability to pay for it. 
The financial landscape is becoming more 
challenging.


The delivery of the Careers & Enterprise 
programme in Hertfordshire is progressing  
well and aims to support these objectives.  
Ninety schools have received an audit of their 
careers, enterprise and employer engagement 
but we need to do more in recruiting Enterprise 
Advisers from businesses and in engaging with 
each school’s strategic direction. We can also do 
more to provide quality opportunities for young 
people to engage with employers in the priority 
skills areas as identified by Hertfordshire LEP 
and improve on imbalances like the lack of 
young women in STEM related fields: in 2015/16, 
only 7.2% of the 485 STEM work experience 
placements provided by YC Hertfordshire 
[formerly Hertfordshire Youth Connexions] were 
held by young women.
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The 16-18 year old Not in Education, 
Employment or Training (NEET) rate reached 
a record low of 3.2% in January 2017. We also 
know that 96% of young people receive an offer 
of a confirmed place in learning following year 
11 or 12 and that those without one are targeted 
to support their progression and prevent them 
becoming NEET.


This data is encouraging but it does hide a 
number of underlying issues which need to be 
addressed as part of this Skills Strategy.  There 
are still over 1000 young people not in any form 
of learning, this includes jobs without training. 
Those in this group tend to be young people 
with additional needs or those from vulnerable 
groups all of whom are the most likely to be 
NEET beyond their 18th birthday. There are 
also significant differences between areas: 
Broxbourne and Welwyn Hatfield have 16-18 
NEET rates over 4%, Stevenage over 5% whilst 
St Albans is under 2%. 


Our goals 


• That all young people have access to 
impartial Careers Education and independent 
advice and guidance and are made aware 
of all the learning pathways that exist in 
Hertfordshire 


• To raise awareness of employers, through 
the Careers and Enterprise programme and 
other initiatives, of the potential of young 
people and forge stronger links between 
employers and education providers to  
provide young people with face to face 
learning opportunities, work experience and 
employer events


• For employers to provide and education 
providers to promote, opportunities for 
young people to undertake apprenticeships, 
traineeships and workplace training, 
particularly at higher skill levels such as 
advanced apprenticeships and degree 
apprenticeships  


• To identify those at risk of becoming NEET 
and those who are NEET and maintain, 
develop and co-ordinate programmes to 
move them into education, employment and 
training.  There will be a particular focus on 
those from vulnerable groups


• To promote quality learning provision that 
reflects the needs of both the young people 
and the economic growth of Hertfordshire 
building on existing best practice and creating 
new education and training opportunities 


• To promote opportunities for work related 
learning and employment within the STEM 
sectors and an increase in work placements 
taken by young women
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Theme 2:  
Towards fuller 
employment 


In Hertfordshire approximately 
80% of working age residents are 
in employment. Maximising our 
pool of available labour will both 
support an increasing demand 
for labour and create a strong 
economy; our aspiration is to aim 
for full employment to support 
a strong economy within which 
businesses can thrive:


Current situation 


Hertfordshire’s labour market profile has seen 
a reduction in the number of unemployed 
Jobseeker claimants of around 20% between 
January 2016 and January 2017. This reduction 
has been most marked in the 18-24 age 
categories with a drop of 46%. The lowest 
drop has been in the 50+ age category with a 
reduction of 3%. The 50+ age category, as a 
percentage of the total unemployed Jobseekers 
register, is increasing. 


Hertfordshire has a number of people who are 
out of work for reasons including poor health, 
disability, ex- offenders, caring responsibilities, 
families with multiple problems, care leavers 
and being homeless. Whilst it is difficult to 
categorise a whole group as being vulnerable, 
as individual circumstances will vary, it is 
acknowledged that the barriers to employment 
for certain groups tend to be more complex. 
Jobcentre Plus (JCP) will support every 
vulnerable adult looking to re-join the labour 
market with a named Work Coach to help the 
claimant design a package of support to help 
them overcome any barriers and meet their 
individual needs to gain full employment.  


A significant issue facing vulnerable adults is 
not only securing employment, but retaining 
this status, as their personal circumstances 
or resilience may cause issues that can lead 
to individuals rotating between employment 
and unemployment. This can only be overcome 
by working with employers to identify these 
triggers and increasing in-work support.


A number of organisations work with adults 
across priority groups in Hertfordshire including 
HCC’s Hertfordshire Adult Family Learning 
Service (HAFLS) and Work Solutions, Herts Mind 
Network, DWP, and other organisations from  
the Voluntary and Community Sector (VCS).  
By working in partnership, these organisations 
look to reduce the barriers that vulnerable 
adults face in competing in the labour market. 
Support will include working on improving skills 
set, confidence building, and access to work 
experience, sector based work academies, 
apprenticeships, work trials and volunteering. 


It is recognised that volunteering provides 
valuable real life experience as well as 
supporting community initiatives. DWP 
Jobcentre Plus in partnership with local 
employers also offers initiatives such as Work 
Experience, Work Trials and Sector Based 
Work Academies. Jobcentre Plus works with 
employers to put in place workplace adaptations 
to help support and retain vulnerable adults, 
with health conditions, in employment.
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Our goals


• We aim to increase the number of 
economically active individuals in the 
community by supporting those most 
vulnerable in work and into work


• We will encourage continued and greater 
co-ordination between key agencies i.e. JCP, 
HAFLS and the VCS in order to promote the 
positive impact that sustained employment 
has on many health and social issues


• We will work to reduce the differential 
between the numbers of 50+ aged Jobseekers 
and other age groups 


• We will work with partner organisations 
to promote volunteering opportunities to 
enhance the personal skillset, attitudes and 
knowledge of the hardest to help jobseekers 
in the labour market
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Theme 3: 
Enhancing 
opportunities 
through lifelong 
learning


With an ever changing workplace 
environment, residents are 
likely to face a number of 
career changes and therefore 
having core skills and a desire 
to learn is a requirement for 
the management of careers. 
Adopting a culture of lifelong 
learning will benefit individuals 
as well as local businesses. It 
will provide greater choices and 
opportunities for both individuals 
in the workplace and those 
seeking employment. There is a 
need for our workforce to aspire 
to and remain agile, digitally 
competent and adaptable to 
changes in the workplace.


Current situation


Lifelong learning is about personal fulfilment 
and enterprise; employability and adaptability; 
active citizenship and social inclusion.  
It encompasses post-compulsory education, 
learning and covers the whole range of learning: 
formal, informal, workplace, and the skills, 
knowledge, attitudes and behaviours that  
people acquire in day-to-day experiences.  
It plays an important role supporting a person 
in changing circumstances to be flexible in their 
career choices, which means that they are less 
likely to become unemployed and therefore can 
contribute positively to Hertfordshire’s economy. 
Government strategy for adult learning now 
includes digital literacy in addition to English 
and maths as a free entitlement to education.


In Hertfordshire there is a gap in participation 
in learning between those in low skilled 
employment and those in high skilled jobs and 
between the skills of those in work and those 
who are not. Evidence shows that a greater 
percentage of those individuals who struggle 
to secure sustainable employment have little 
or low skill levels. Encouraging this group to 
invest time and effort in learning will increase 
the number of individuals likely to remain in 
sustainable employment.


Whilst many Hertfordshire residents have high 
levels of qualifications, labour market profiles 
show that there are quite significant variations 
across the county with the St Albans area 
having the highest percentage of adults with 
level 2 qualifications  or above (85.9%) whilst 
other areas such as Broxbourne and Welwyn 
Hatfield show the lowest with 71.6% and 71.3% 


respectively. 


Further Education Colleges, private training 
providers and Higher Education Institutions 
are the most common and largest providers 
of lifelong learning opportunities. However, 
informal community-based learning plays a 
crucial role in supporting people to engage in, or 
return to, learning. Informal learning can often 
be a first step back into more formal further or 
higher education for people who have become 
disengaged from learning. HCC’s Adult and 
Family Learning Service, community centres, 
local learning providers (e.g. VCS) and local 
libraries play an important role in supporting 
learning in less formal settings, through the use 
of community education approaches, to address 
people’s interests and concerns. Hertfordshire 
employers report that their skills gaps are 
having a negative impact on the business and 
that job applicants are frequently not fully 
proficient in oral and written communications. 
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Our goals


• We will work to raise the level of literacy 
and numeracy of Hertfordshire’s adult 
population, focusing initially on adults with no 
qualification in English and maths or below 
level 2 and residents with English as a second 
language; in addition we will support the 
delivery of digital literacy skills 


• We will support the development of learning 
programmes with Community Learning 
providers, including the voluntary and 
community sector, to design and deliver 
discreet provision for those residents with 
complex barriers to learning and employment 
and who are hard to engage


• We will deliver more targeted programmes to 
support those who are unemployed, and more 
specifically those claiming benefits, to help 
gain access to and retain employment


• We will support partnership working  
between learning providers and employers  
to promote the benefits of work-based 
learning and apprenticeships up to level 5 and 
degree level


• We will continue to work with the voluntary 
and community sector to improve the 
provision of Community Learning, mindful 
of the Hertfordshire Compact; a written 
understanding between the voluntary and 
community sector and statutory sectors 
about how we will co-operate and continue  
to develop positive working relationships for 
the benefit of Hertfordshire’s communities
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Theme 4: A leading 
economy; skills to 
drive growth 


The Hertfordshire economy 
has been relatively resilient to 
recession. There are now clear 
signs that both labour and skills 
demands in Hertfordshire have 
and will continue to increase 
with further demand pressures 
ahead. Developing skills for 
growth will be an important 
element in Hertfordshire 
becoming a leading economy  
at the heart of the UK’s  
‘Golden Triangle’.


Therefore our primary focus will be on developing 
skills within the following priority sectors;


• Science/technology


• Engineering & manufacturing


• Film & media


• Financial & business services


• High end logistics


• Built environment


Current situation


Hertfordshire continues to show signs of labour 
market pressures. Participation in employment 
is high and growing, and unemployment is low. 
Vacancies have increased sharply over recent 
years and the London economy has created a 
high number of jobs over the past 10 years. A 
number of Hertfordshire districts (St Albans, 
Watford and Welwyn Hatfield) have enjoyed 
strong employment growth. Hertfordshire’s 
working age residents have higher than national 
average skills levels, however the skills levels 
of Hertfordshire’s workforce is in line with the 
national average.


Hertfordshire’s population has grown 
significantly over the past decade, and this is 
projected to continue. Whilst this goes some way 
towards meeting future labour market demand 
in the county, a high proportion of the additional 
workforce are likely to be attracted to work in 
London. 


Hertfordshire has a growing productivity gap 
with productivity rates significantly below peer 
economies in the south of England. It seems 
unlikely that the supply of qualified workers is 
behind this trend. However, a contributing factor 
may be that Hertfordshire’s employers are less 
likely to train their staff than the leading local 
economies. 


It is clear that employers responding to the 
Hertfordshire Businesses’ Skills Gap Survey 
have accepted a responsibility for upskilling 
staff, both new and existing. This is particularly 
true of larger and medium sized businesses 
with 65% of businesses having a training plan/
budget. Of those businesses who offer little 
or no training, the majority of whom are small 
or micro sized businesses; the two main 
cited reasons are financial costs and lack of 
knowledge of available training provision.


The introduction of the Apprenticeship Levy 
in April 2017 is expected to both encourage 
greater investment in training and development 
of staff by Levy payers and increase the 
number of apprenticeships at higher or 
degree level. Research on the introduction 
of the apprenticeship levy on behalf of the 
Department for Education, Chartered Institute 
of Personnel and Development, the Institute 
for Fiscal Studies, and City & Guilds have found 
that although knowledge of employers around 
apprenticeships is low the introduction of the 
levy is likely to increase the number, range and 
levels currently available.
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Our goals


• We will work with businesses, Higher 
Education (HE), Further Education (FE) and 
other training providers to improve the skills 
of both the existing workforce and the future 
labour market ensuring a better matching of 
skills to business needs in order to sustain 
economic growth with a particular focus on 
STEM related skills


• We will upskill the workforce to ensure it has 
the skills required to address technological 
change and to grow our economy prioritising 
those in the key growth sectors


• We will strengthen succession planning 
for our business base ensuring we are 
developing the leaders and managers of 
tomorrow


• We will sustain employment opportunities for 
new entrants to the workforce and support 
vulnerable individuals who routinely rotate 
between employment and unemployment


• We will invest in the capacity of local delivery 
partners to meet the needs of employers and 
individuals alike
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Theme 5: Skills 
to grow small and 
medium sized 
businesses 


The growth of small and medium 
sized businesses (SMEs) is key 
to the economic prosperity of 
Hertfordshire. Studies show 
that 55% of all employment in 
Hertfordshire is within SMEs and 
that economic growth as well as 
employment growth rates within 
SMEs are greater than within 
micro sized or larger businesses. 
Countywide there are small and 
medium sized businesses that 
struggle to access the support 
they need to grow. 


Current situation


Hertfordshire has a sound economy with around 
50,000 businesses which collectively generate 
Gross Value Added (GVA)  in the region of £27 
billion, with approximately 530,000 employees.


Approximately 99% of all businesses in 
Hertfordshire are categorised as being small 
or medium sized enterprises; micro sized 
businesses (1-9 employees) account for 90.8% 
of the total, small sized businesses (10-49) 
account for 7.4% of the total and medium sized 
businesses (50-249) account for 1.4% of the 
total number of businesses in Hertfordshire. 
Our percentage of small and medium sized 
businesses is lower than our neighbours in the 
East of England and lower than the rest of the 
UK and therefore growing this base is a key 
priority within Hertfordshire LEP’s Strategic 
Economic Plan.


Nationally 50% of SMEs were predicting 
a moderate rate of annual growth that is 
less than 10% whilst a further 20% of SMEs 
were predicting a significant annual growth 
of more than 20%. Locally results gathered 
from the Hertfordshire Businesses’ Skills Gap 
Survey (HBSGS) indicate that 62% of small 
sized businesses and 22% of medium sized 
businesses recorded more than 5% increase 
in turnover in the past 12 months which is 
comparable to the increase in turnover achieved 
by larger businesses.


Equally according to the findings of HBSGS 55% 
of SMEs reported an increase in the recruitment 
of new staff over the past 12 months, far greater 
than micro sized businesses at 20% and even 


large businesses at less than 5%.


Both the HBSGS and national data indicate that 
micro sized businesses (55%) and small sized 
businesses (12%) are less likely to either have 
a training plan/budget or offer formal training 
to their staff, whilst 14% of medium sized 
businesses only produce a training plan/budget 
every two years. Of those SMEs that provide no 
formal training to their employees, 27% cited 
financial costs as a reason whilst a further 
20% cited a lack of knowledge of available 
training provision as the reason for not training 
employees. SMEs in Hertfordshire are more 
likely to report that skills gaps have a negative 
impact on their business compared to the rest 
of England, i.e. 75% of SMEs in Hertfordshire 
compared to 63% in England.


Recent developments with regards to 
apprenticeships should provide beneficial 
opportunities for SMEs to engage, however 
greater clarity with regards to such benefits 
is required. Research by City & Guilds 
identified that SMEs are often confused by 
apprenticeships, preferring to communicate in 
person rather than by using IT solutions only. 
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Our goals


• We will focus support including aligning funds 
from the European Structural Investment 
Fund (ESIF) on supporting the development 
of the skills that SMEs require for both their 
current and future workforce needs


• We will introduce independent online and 
face to face advisory support that will assist 
SMEs to identify training and development 
needs for their employees, to assist them 
to prioritise identified needs and to identify 
appropriate solutions to ensure their skills 
and development needs are met. Whilst we 
wish to address the skills needs of all  
growth potential SMEs we realise that 
improving the skills of SMEs within our 
priority sectors will have a greater impact 
on the GVA of the county and ensure greater 
business economic growth


• We will promote increasing training and 
development spends per employee; the 
number of SMEs that allocate annual  
training plan/budgets will be a key  
aspiration as well as increasing the 
percentage of SME businesses that employ  
at least one apprentice 


• We will seek to increase the number of 
SME businesses that employ higher level 
apprentices. This will support our aspiration 
to reduce the number of SMEs citing skills 
gaps as having a negative impact on their 
ability to grow their business 
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Hertfordshire Skills Strategy Action Plan


Developing our future workforce


Ref no Action How Lead Source of funding


1 Promote, and where possible, increase the 
delivery of impartial independent advice and 
guidance (IAG) and careers education for young 
people.


Promote statutory duties and responsibilities 
to all education and training providers.


HCC HCC / Schools / National 
Lottery / ESIF


Target young people at risk of not progressing 
to a suitable and sustained positive outcome 
e.g. further education or work with training.


2 Build greater links between employers and 
education to promote the progression of young 
people within education and training and their 
transition to the labour market.


Use the Careers and Enterprise Company 
programme to provide an analysis of ongoing 
activity and promote opportunities for 
employer engagement with schools. 


HCC HCC / Careers & 
Enterprise Company/
Schools


Define a framework for Hertfordshire 
responding to the skills employers require for 
a successful economy and that young people 
need for successful futures.  Promote these 
to employers, young people and education 
providers. 


Evaluate the impact of work experience 
through the Careers and Enterprise 
programme. 
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Developing our future workforce


Ref no Action How Lead Source of funding


3 Increase the number of young people who 
undertake an apprenticeship pathway.


Delivery of the LEP’s revised Apprenticeship 
Strategy with actions.


LEP ESFA /  ESIF / NCS  


Promote opportunities within STEM sectors 
and awareness of pathways to these 
particularly to young women. 


Work to establish a Hertfordshire Young 
Apprentice Ambassador Network to be 
a key element in presenting benefits of 
apprenticeships to schools and parents. 


4 Increase the % of young people who are in 
education and training until their 18th birthday 
and that those from vulnerable groups make a 
successful transition into employment.


Delivery of the 16-24 EET Participation Plan, 
with particular focus on vulnerable groups.


HCC HCC / Schools / ESIF/ 
ESFA


Identify those at risk of not progressing and 
those that are NEET and provide support 
to engage them in education, training or 
employment.  
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Toward fuller employment, supporting vulnerable adults into sustainable employment


Ref no Action How Lead Source of funding


5 Encourage, support and help residents with 
health conditions remain and compete in the 
labour market.


Develop with partners a joint offer to support 
vulnerable adults with health conditions fulfil 
their potential in the work environment.


DWP DWP / ESIF


Develop package of support to include building 
resilience to life events that may lead to the 
loss of employment.


Support employers in the retention of staff with 
health conditions. 


6 Support 50+ Jobseekers to remain and 
compete in the modern labour market.


Target JCP resources to deliver 50+ Job fairs. 
Source and promote vacancies for older 
workers.


DWP DWP / LEP / ESIF


Manage employer’s needs and attitudes 
to retaining/retraining and recruiting 50+ 
Jobseekers. 


Promote the benefits of Sector Based Work 
Academies and Work Experience with 
employers. 
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Toward fuller employment, supporting vulnerable adults into sustainable employment


Ref no Action How Lead Source of funding


7 Support key sectors that face recruitment 
issues in recruiting and retaining sufficient 
staff to meet business needs, e.g. health & 
social care, retail, leisure etc.


Build greater links with employers and trade 
associations to identify barriers to recruitment 
and retention.


DWP DWP


Develop a programme to promote the 
opportunities that exist, working in key sectors, 
including career progression. 


8 Determine current and future initiatives that 
support vulnerable adults into employment to 
ensure a joined up approach.


Map current initiatives that support vulnerable 
adults into employment.


DWP DWP
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Enhancing opportunities through lifelong learning


Ref no Action How Lead Source of funding


9 Improve basic skills within adult population, 
i.e. in English, ESOL, maths and digital literacy.


Map the current discreet education provision in 
Hertfordshire in English, maths and ESOL.


HCC ESFA / DCLG  
ESIF


Encourage education providers to deliver 
digital literacy skills provision. 


10 Help promote the availability of  IAG for  
adult learners through a gateway for 
information to learners.


Liaise with existing IAG services currently 
funded in Hertfordshire and work in 
partnership to deliver effective IAG more widely 
to adults. 


HCC NCS / HCC


Continue to promote the use of and maintain 
the Hertfordshire Directory with up to date 
signposting for learning and progression 
routes. 


11 Encourage greater focus on training in both 
specific geographical areas and specific 
sectors e.g. health & social care, retail, leisure 
etc.


Set up a referral system from Jobcentre 
Plus (JCP) to  key learning providers to 
target specific geographical areas or profiles 
of adults who would benefit from discreet 
provision.


DWP DWP /  
ESIF / ESFA
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A leading economy; skills to drive growth


Ref no Action How Lead Source of funding


12 Establish the Hertfordshire Apprenticeship 
Plan as a focus for the growth of 
Apprenticeships in Hertfordshire.


Review and revise an Apprenticeship action 
plan for Hertfordshire.


LEP LEP / ESFA


Determine annual targets for Hertfordshire in 
line with local Area Review action plan and the 
Strategic Economic Plan. 


13 Encourage greater investment in higher  
skills development to meet skills gaps in 
growth sectors.


Promote greater take up of STEM related 
higher level (L3-5) apprenticeships amongst 
business base and in particular SMEs, creating 
career progression pathways to Degree 
Apprenticeships/HE.


LEP ESFA / ESIF


Work in partnership with University of 
Hertfordshire (UH) and other local HE 
providers to promote and increase the take  
up of degree apprenticeships.


14 Encourage investment in estate and equipment 
to ensure excellence in the delivery of key 
growth related higher level skills i.e.


• Advanced manufacturing 
• Enviro Tech 
• Life sciences 
• Film & media 
• Advanced IT skills 
• High-end Logistics 
• Built Environment


Establish a joined up approach to providing 
high quality industry led skills provision 
working in partnership with key stakeholders 
i.e. FE, UH and private training providers.


LEP LEP / ESIF


 


  


Hertfordshire Skills Strategy 2020 23







    


A leading economy; skills to drive growth


Ref no Action How Lead Source of funding


15 Maximise the introduction of the 
Apprenticeship Levy in Hertfordshire in order 
to increase the number of businesses that 
undertake formal training and development of 
their workforce.


Promote to businesses to invest in 
apprenticeships/work based learning at levels 
2, 3 and 4+.


LEP ESFA / ESIF


Introduce an incentive for SMEs to recruit both 
trainees and apprentices. Allocate ESF funding 
as an incentive pot for SMEs.


Encourage greater collaboration between 
levy paying organisations i.e. public sector, 
vocational sectors etc. 
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Skills to grow small and medium sized businesses (SMEs) 


Ref no Action How Lead Source of funding


16 Continue with employment of  Skills Advisors, 
based within Hertfordshire Growth Hub (HGH) 
to provide generic and sector skills support.


Allocate funding via Local Growth Fund/ESF for 
recruitment of Advisors.


LEP  LEP / ESIF


17 Increase take up of training by SMEs with 
a particular focus on employment growth 
sectors (e.g. health & social care, retail, leisure 
etc.) as well as economic growth sectors 
(e.g. science/technology, engineering & 
manufacturing, film & media etc.).


Allocate ESF for up-skilling of existing 
workforce within SMEs.


LEP ESIF / ESFA


Work with local FE Colleges and private 
training providers to ensure provision meets 
local needs of SMEs.


18 Address Leadership & Management skills gaps 
within SMEs.


Develop supply side to provide solutions that 
meet specific needs of SMEs.


LEP ESIF / ESFA


Promote availability of both qualification based 
and non-qualification based provision.


Allocate ESF funding to support take up of 
agreed provision. 


19 Investigate the establishment of an online 
Hertfordshire Skills & Apprenticeship Hub 
i.e. a one stop shop, to provide information to 
businesses and individuals.


Build on the Skillmakers pilot to develop an 
online information portal.


LEP ESIF / LEP


Work in partnership with the Hertfordshire 
Growth Hub to host the portal and provide 
follow up advisory support.


Identify potential start up and running  
budget funds. 
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Skills to grow small and medium sized businesses (SMEs) 


Ref no Action How Lead Source of funding


20 Promote the need for a regular updated 
version of the Hertfordshire Skills and Labour 
Market review.


To seek funding from partners and 
stakeholders to commission an updated 
version of the Hertfordshire Skills and Labour 
Market review.


LEP LEP and partners
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Hertfordshire Local Enterprise Partnership 


Email: info@hertfordshirelep.co.uk 
www.hertfordshirelep.com
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Email: corporate.policyteam@hertfordshire.gov.uk 
www.hertfordshire.gov.uk
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Introduction  


  


This Apprenticeship Strategy outlines what we want to achieve over the next three years 


in Hertfordshire.   


  


The vision and aims for Hertfordshire’s Apprenticeship Strategy are: 


Vision  


To have an apprenticeship offer in place within Hertfordshire by 2020 that increases 


employer participation and is seen as a valuable development opportunity and 


career pathway for Hertfordshire residents   


  


The Strategy has been developed to sit within a suite of other Plans including the  


Hertfordshire Skills Strategy, the European Structural Investment Fund (ESIF) Strategy, the 


Hertfordshire Local Enterprise Partnership (LEP) Strategic Economic Plan, the Hertfordshire 


County Council (HCC) 16-24 EET Participation Strategy and the HCC Corporate Plan, to 


provide a coordinated overview for partner organisations working to increase the take up of 


apprenticeships within the County. In addition, the Strategy should reflect national and 


regional priorities as stated by Government, i.e. the proposed Industrial Strategy. 


Aims 


The Strategy builds on previous work undertaken and will be delivered by a range of 


partners with the aim to: 


 Increase the total number of Hertfordshire residents accessing 


apprenticeships by 15%, from 6829 in 2015/16 to 7850 by 2019/20, with a 


particular focus on young people aged 16-24. 


 Increase the total percentage of young people aged 16-18 years in 


employment with training (including apprenticeships) by 15%, from 1955 in 


2015/16 to 2255 in 2019/20.  


 Make it easier for Hertfordshire employer communities (both public and 


private) to access appropriate apprenticeships to support the current and 


future needs of their business. 


We will work towards achieving these goals by focusing on three themes:   


• Increasing apprenticeship opportunities – working with employers to understand 


the business benefits of the apprenticeship offer.   


• Supporting potential apprentices – to ensure they understand the benefits of 


apprenticeships, are of the required calibre for business, and are supported into 


work.  
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• Sharing best practise – supporting the Hertfordshire provider base to continually 


evaluate the local offer in order to ensure provision meets current and future 


business needs.   


  


Through this strategy we aim to increase the uptake of apprenticeships with a particular 


focus on young people, the existing workforce and disadvantaged groups. Via its 


Apprenticeship Sub Group, the LEP will work with a number of organisations to promote the 


benefits of apprenticeships to all. The strategy will link to the local skills needs of the 


Hertfordshire economy, the quality of delivery, support around the introduction of the 


apprenticeship levy, and particularly to the support available to small and medium sized 


employers  for creating more apprenticeship opportunities.  


The implementation of the strategy requires a partnership approach. The LEP already has 


an Apprenticeship Sub-Group with representation from partner organisations such as HCC, 


YC Hertfordshire, the Bedfordshire, Hertfordshire and Milton Keynes Provider Network, 


Jobcentre Plus, the National Apprenticeship Service, Further Education colleges, Employer 


membership and support organisations such as the Federation of Small Businesses and the 


Hertfordshire Growth Hub. The rationale and membership of this Group will be reviewed on 


an annual basis. In addition the Sub-Group will seek to engage with other organisations such 


as the Hertfordshire Apprenticeship Ambassador Network and the proposed Young 


Apprentice Ambassador Network (YAAN), the National Careers Service, the Careers & 


Enterprise Company, the Association of Employment and Learning Providers (AELP), and 


Sector and Trade Bodies in order to deliver this strategy  


We need to increase the availability of apprenticeship opportunities whilst ensuring high 


calibre applicants are available to fill them. There is also a need to enable progression from 


intermediate level apprenticeships as well as direct entry at level 3 and above, with 


progression into higher level and degree apprenticeships. Hertfordshire is a county with 


60,980 active enterprises, of which over 95% are classified as small to medium sized with 


under 250 employees. Effectively communicating the apprenticeship offer to employers to 


stimulate the creation of new vacancies is therefore a challenge. We want to put in place the 


resources to support our employers, particularly those who do not have the infrastructure to 


single-handedly recruit and train.  


In light of the introduction of the Apprenticeship Levy, we need to help levied employers in 


Hertfordshire consider all the available options in order maximise returns and ensure the 


levy works to their benefit, i.e. by up-skilling an existing workforce as well as recruiting new 


staff to meet current and future business needs. 


Increasing employer demand and take up of apprenticeships is only half the equation.  We 


also need to ensure that potential learners can make informed and realistic decisions about 


apprenticeships by providing high quality information, advice and guidance in order to 


increase the number of applicants for apprenticeship vacancies. This will require a co-
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ordinated approach, working closely with key intermediaries such as HCC, Hertfordshire 


Association of Secondary Heads (HASH), the Careers & Enterprise Company, YC 


Hertfordshire, National Careers Service, the ASK project and DWP Advisers as well as 


directly with schools and parents.  


Succeeding in our challenge involves a partnership approach from across the sectors to find 


solutions. The development of this strategy and the accompanying action plan has brought 


together key stakeholders contributing to the shape of the vision and aims.  


    
Progress to date  


Apprenticeship Starts  


Significant progress has been made since the original Apprenticeship Strategy targets 


were set in 2014. Overall, there has been a 13% increase of 824 in the two years from 


2013/14 to 2015/16. Key points to mention include:  


  
• A 22% increase (359 starts) in the number of 16-18 year old starts in Hertfordshire. 


However, with regard to the percentage of young people aged 16-18 who start an 


apprenticeship, the county still lags behind at 5.01% compared to the national 


average of 7%). 


  
• A 32% increase (682) in the number of people aged 25+ who have started an 


apprenticeship in Hertfordshire.  
 


• A 10% decrease in the number of 19-24 year olds that have started an 


apprenticeship (216 total). It should be noted that the majority of this reduction was 


in 2014/15 with a smaller decrease (22) in 2015/16. 


  


• Significant numbers of unfilled vacancies on the Apprenticeship Vacancy Online 


System – on average, there have been around 440 vacancies advertised in the 


Hertfordshire area over the 4 week period from 19th June 2017 to 14th July 2017.    


  
Table A: Apprenticeship Starts Full Year 2013/14 (R13) and 2015/16 (R13) by age and level   


  


      Starts      


Level Age 2013/14 2015/16 Difference Difference 
% 


Intermediate 16-18 1084 1187 103 9.5 


 19-24 1320 1076 -244 -19.5 


 25+ 1472 1416 -56 -4 


Advanced 16-18 498 712 214 43 


 19-24 930 905 -25 -3 


 25+ 572  1140 568 99 
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Higher 16-18 15  56 41 273 


 19-24 53  108 55 104 


 25+ 56  228 172 307 


All Levels 16-18 1597  1956 359 22.5 


 19-24 2305  2089 -216 -10 


 25+ 2104  2784 680 32 


Total  6006  6829 823 13 


  
Although the picture looks healthier for the number of starts for the 16-18 year old cohort 


with an increase of 359 apprenticeship starts, this hides some underlying issues that still 


need to be addressed.    


  
Information collected by Hertfordshire County Council showed that in July 2016, 1955 


young people aged 16-18 were on an apprenticeship programme out of a cohort of 38,536 


(5.01%), whereas in March 2014, there were 1108 young people out of a cohort of 31,072 


(3.6%). The above figures reflect the limited trajectory of participation for this age group, 


with the majority of young people either staying on in school or going to FE College.   


  
Within the 16-18 year old age group, apprenticeship participation generally increases in 


tandem with age, which suggests that some young people may find they have made the 


wrong choice and therefore drop out in Year 12 before considering an apprenticeship. 


More needs to be done to inform students who have completed A-levels or equivalent to 


consider advanced/ higher and degree apprenticeships as an alternative pathway to 


Higher Education.    


  


Overall, the position remains positive with increases across both the 16-18 and 25+ age 


groups, however the decrease in the 19-24 age group remains a concern, although 


evidence indicates that this is reducing year on year. We should however continue to 


monitor this and target this age group. The introduction of the Apprenticeship Levy may 


help, however there is more that can be done to monitor the destinations of young people 


in the age group who leave formal education. We propose to work closely with JCP to 


target the 19-24 unemployed to promote the benefits of employment via apprenticeships. 


As at August 2016, the 18-24 unemployed (those claiming JSA benefits) account for 


11.9% of the total JSA claimants. Hotspot Districts include Watford at 14.1%, Dacorum at 


13.5%, and Broxbourne and East Herts at 12.2% each, 


  
Higher/Degree Level Apprenticeships – growth plan  


  
Research intelligence indicates that an increasing percentage of new jobs growth in 


Hertfordshire over the next five years will require higher level skills. In order to drive 


economic growth it is important that we retain a focus on driving increases in the number 


of advanced/higher and now degree level apprenticeship starts in the County.  


 


We have seen an encouraging increase in the number of higher level starts in the county 


over the past two years, however such starts are still a small percentage of the overall 







6 


starts. More is therefore required with regards to encouraging employers to consider 


higher and degree apprenticeships as well as encouraging our provider base to offer the 


higher and degree level standards/frameworks that local employers require. 


 


The introduction of the Apprenticeship Levy may provide greater opportunities for 


employers to consider higher and degree level apprenticeships. Many such employers 


may require impartial support with regards to the type and level of apprenticeship to meet 


their needs and thought should be given to how this could be provided across the County 


and what the role of the Skills Brokerage Service may be in supporting this. Equally, at the 


higher apprenticeship levels, indications from employers is that they would welcome clarity 


regarding the specialisations of providers as well as greater collaboration between 


providers in the delivery of appropriate apprenticeship solutions. 


 


The strong foundation of apprenticeships that has been built up at levels 2, 3 and 4 within 


the County should provide a solid platform to be able to progress individuals onto higher 


and degree apprenticeships where appropriate for their role. More work needs to be done 


to ensure that the detailed planning of curriculum and transitional arrangements between 


providers is seamless and that employers feel supported to access whatever provision 


they need for their workforce from level 2 – 7. 
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Table B: Hertfordshire Full Year 2014/15 (R13) and 2015/16 (R13) Higher Level 


Apprenticeship Starts comparison 


 


   Higher Level Starts      


Sector 2014/15 2015/16 Difference Difference 
% 


Arts, Media 
and Publishing 


1 1 0 0 


Business, 
Administration 


and Law 


164 184 20 12 


Construction, 
Planning and 


the Built 
Environment 


0 8 8 8 


Engineering 
and 


Manufacturing 
Technologies 


12 6 -6 -50 


Health, Public 
Services and 


Care 


96 138 42 44 


Information and 
Communication 


Technology 


32 38 6 19 


Retail and 
Commercial 
Enterprise 


16 12 -4 -25 


Science and 
Mathematics 


0 5 5 5 


Total 321 392 71 22 


 


Whilst the table above indicates a healthy percentage rise in real terms, there is still more 


to do. Of particular concern is the reduction in engineering/manufacturing higher level 


apprenticeship starts, whilst a small increase in science related starts is positive. 


   
Apprenticeship vacancies across Hertfordshire   


 
Information related to apprenticeship vacancies, including numbers, sectors and locations, 


is also available from the Apprenticeship Vacancies Online System. Analysis of four weeks 


of vacancy data has been completed to identify the six sectors with the most vacancies.   
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Table C: Apprenticeship vacancies across Hertfordshire by sector 


  


   03.07.17.  


Vacancies Top 5 Sectors    


Bus Admin  106  


Retail   59  


Health & Public Services  52 


Engineering/Manufacturing  69 


ICT  36 


Hospitality & Leisure 37 


  
  
Table D: Apprenticeship vacancies across Hertfordshire by level 


  


Vacancies by Level  03.07.17 


Intermediate  280 


Advanced  137 


 Higher  6 


Total  423 


  
  
The largest number of vacancies by level is Intermediate (see Table D). This tallies with 


the starts data which shows that 54% of all starts in 2015/2016 are Intermediate starts.  


More work needs to be undertaken to address the balance between  


Intermediate and Advanced/Higher level starts if we are to achieve the expectations of 


high level skills stated in the Strategic Economic Plan.  
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Table E: Employment by Industry in Hertfordshire  


  
Top 8 Sectors                    2013         % of employment        2014 


Wholesale & retail trades  19.4%  18.7% 


Administration & support 
services  


14%  13.7% 


Professional, scientific & 
technical services  


10.8%  11.7% 


Human health & social work 
activities  


9.6%  12.7% 


Education  8.6%  9% 


Manufacturing  6.5%  6.2% 


Construction 5.6% 6.5% 


ICT 4.9% 5.8% 


  
 


Table F: Largest apprenticeship sectors across Hertfordshire 


  
 


2014/15 


         2015/16  


% Difference   


Health and Social Care  1277 1494 17 


Administration  900 921 2.3 


Hospitality and Catering  584 528 -9.6 


Business Management  593 526 -11.3 


Child Development and Well  
Being  


366 453 23.8 


Service Enterprises  448 417 -6.9 


Sport, Leisure and Recreation 262 303 15.6 


Engineering   266 287 7.9 


Manufacturing Technologies  276 277 0.4 


Transportation Operations and 
Maintenance 


308 267 -13.3 


Building & Construction 222 226 1.8 


ICT Practitioners 199 192 -3.5 


  
  
If we compare the largest employment sectors with the data identifying the largest 


apprenticeship sectors for starts in 2013/14 and 2015/16, a number of conclusions can be 
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drawn.  


 


• Business administration remains the sector with the largest number of vacancies; it 


remains the second highest employment sector however has only seen a relatively 


small increase in apprenticeship starts  


• A similar picture is repeated for health and public services, however apprenticeship 


starts in retail and wholesaling do not reflect the employment position.  


• Engineering has seen a healthy increase in both the number of starts and vacancies, 


although we know these numbers are seasonal.  


• ICT has seen an increase in overall employment, however there has been a slight 


decline in the number of apprenticeship starts.  


• Professional, scientific & technical services is the third highest employment sector but 


this position is not reflected in apprenticeship starts or vacancies. 


 
 


In light of the progress to date, the following headline targets have been identified.  


  


  
Apprenticeship targets                                                              


 2014 2017 2020 Objective 


Target 1: Increased numbers 
of 16-18 year old 
Hertfordshire residents 
starting on the apprenticeship 
programme. 


1559 1865 2255 (this is a 18% 


increase on 2016) 
16 – 500 


17 – 735 


 18 - 1015 


1.1 


2.1/2.3 


Target 2: Increased numbers 
of Hertfordshire residents 
starting on Higher Level 
Apprenticeships. (L4&5) 


134 400 800 (this is a 100% 


increase 2016) 
1.1 


2.4 


Target 3: Increased numbers 
of 19-24 year old 
Hertfordshire residents 
starting on the apprenticeship 
programme. 


2440 2830 3250 (this is a 15% 


increase on 2016) 
1.1 


2.2 


Target 4: Improved balance 
between 
intermediate/advanced/higher 
starts 


Intermediate 


(61%) 


Advanced/Higher 


(39%) 


Intermediate 


(55%) 


Advanced/Higher 


(45%) 


Intermediate 
(55%) 


Advanced/Higher 
(45%) 


1.1 


Target 5: Increase number of 
Hertfordshire residents 
starting on a Degree Level 
Apprenticeship 


0 50 300 1.1/1.4 
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Target 6: Increased number 
of small to medium size 
workplaces recruiting 
apprentices.* 


79.1% 82%  1.3 


3.1 


 


*Because of data compatibility issues, and the possibility that this data will be reported as 


level/non-levy in the future, further modelling will be required to confirm this target.  


 


We will review the above targets on an annual basis and revise accordingly if we feel that 


the targets are no longer sufficiently stretching or are unrealistic. 


In order to deliver these targets the following objectives have been identified under each of 


the three themes.  


    


Objectives  


  
1 – Increase Apprenticeships (Targets 1, 2, 3 and 5)  


1.1  Improve the quality of the information to employers to raise awareness about the business 
benefits of apprenticeships, the apprenticeship reforms, the apprenticeship levy and increase 
opportunities for new and existing staff  


1.2  Provide targeted support to employers in order to both reduce the number of  


apprenticeships vacancies not filled (through positive recruitment) and manage expectations 
regarding the timel it takes to recruit to apprenticeship vacancies   


1.3  Support SMEs to overcome barriers to participating and gaining the benefits from apprentices  


1.4 Support employers to engage with Trailblazer activity where there is no appropriate 
apprenticeship offer for the skills gaps that they have identified 
 


  
2 – Support potential apprentices (Targets 1, 2 and 3)   


2.1  Encourage young people and parents to view the apprenticeship route positively so that 
apprenticeship numbers increase to meet skills shortages and support economic growth 


2.2  Influence all establishments in Hertfordshire to provide impartial IAG which includes the 
promotion of apprenticeships as a viable option  


2.3  Raise awareness of apprenticeship vacancies on the 19 – 24 age group as well as the 
younger age group   


2.4  Promote the eligibility of apprenticeships to employed adults and their employers seeking 
qualifications to support their career progression   


2.5 Establish measures for Social Mobility that enable the county to identify and improve the 
positive impact of apprenticeships for Hertfordshire residents. 
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3 – Ensure quality provision (Targets 4 and 5)  


3.1  Improve communication between providers and employers to enable the apprenticeship offer 
to be responsive to changing business needs   


3.2  Showcase best practise and celebrate success to increase levels of employer confidence and 


engagement in apprenticeships across all beneficiaries. 


  


3.3  


  


Work in partnership with stakeholders to evaluate current provision and to identify and meet 
the development needs of supply side provision via a co-ordinated county wide approach  


3.4 Encourage greater collaboration between all providers to ensure that pathways provide 
appropriate opportunities for progression. 


  


In order to achieve the objectives outlined above, an Apprenticeship Action Plan will be 


produced and owned by key stakeholders and reviewed annually in order to monitor 


progress and ensure modifications are made in light of changing government, economic and 


other factors.   


 





Double click to download
TOOL 6.3 the-lep-apprenticeship-strategy-for-hertfordshire-final-draft-080917.pdf
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HERTFORDSHIRE EMPLOYERS’ 
SKILLS FRAMEWORK SURVEY


The study aims to set out the skills employers look for in 
young people, aged 16-24, across key sectors within the 
county. For the purpose of this survey and its findings, 
employability skills are defined as: 


‘A set of attributes, skills and knowledge 
that enables individuals to be effective in 
today’s changing work contexts.’ 
City and Guilds, Learning to be Employable, 2017


The results have been used to produce the 
Hertfordshire Skills Framework. The findings 
highlight the importance that employers from a range of 
sectors place on the 12 skills identified in the framework, 
and their perceptions of the ‘work readiness’ of school, 
college, other education and university leavers.  


The 12 skills are grouped under two main headings: 
‘people and personal’ and ‘technical and practical’. 


The Hertfordshire Employers’ Skills Framework Survey (HESF) is 
a research study by University of Hertfordshire Business School 
commissioned by Hertfordshire Local Enterprise Partnership (LEP) 
and Hertfordshire County Council (via YC Hertfordshire). 


Foreword


3 • Foreword


4 • Background 


5  • Aims and principles 


7  • Sample model 
  • Key skills groups


8 • Key findings


10  • Sector specific skills needs
 • Summary


11   • Hertfordshire Skills Framework 


An Individual Skills Metric Framework has also 
been produced, by which a student’s proficiency in each 
of the 12 employability skills can be assessed against 
examples of good practice on a grading scale from bronze 
to platinum.


Based on this research, Hertfordshire LEP and YC 
Hertfordshire have developed a set of printable and 
online resources for use in schools. This includes a series 
of questionnaires to help pupils identify and evidence 
their current skills; posters tailored by subject to help 
them identify the skills developed during study; the full 
Hertfordshire Employers’ Skills Framework Survey report; 
and a supplementary report containing feedback from 
schools. All are available on Hertfordshire LEP’s website: 
www.hertfordshirelep.co.uk. 


We hope you will find this framework and the 
accompanying toolkit invaluable in helping prepare young 
people to enter and progress in the workplace.  
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“This framework looks beyond 
traditional measures of 
academic success to focus 
on the development of skills 
that Hertfordshire employers 
have told us they look for. This 
is vital if we want to improve 
the long term employment 
chances of our young 
people. Our schools, training 
providers and colleges have 
a responsibility both to nurture 
a lifelong love of learning 
and help prepare our young 
people to enter and succeed 
in the workplace. The 
Hertfordshire Skills Framework 
can be used by teachers, 
education providers, students, 
employers and all those 
who have a vested interest 
in ensuring that our young 
people fulfil their potential.”
Mark Bretton, 
Chair, Hertfordshire LEP


“The employability of our 
young people is vital to 
our future prosperity. In the 
feedback from schools on 
the survey findings, we learnt 
that not enough emphasis 
was given to the soft or 
cognitive skills needed to 
thrive in the workplace. This 
framework clearly roots 
employability to a set of 
learned behaviours that can 
help shape our young people 
and set them on the path 
to productive employment. 
I am delighted to endorse 
this research which speaks 
directly to our schools, 
colleges and training 
providers and considers 
how the results of this survey 
can be directly applied to 
improve our young people’s 
employment prospects.”
Cllr David Williams, 
Leader, Hertfordshire 
County Council
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HERTFORDSHIRE EMPLOYERS’ 
SKILLS FRAMEWORK SURVEY


Background


In the last fifteen years, the following five sectors have 
exhibited the highest employment growth in Hertfordshire:
•   Professional, scientific and technical services (+21,400)
•   Administrative and support services (+20,500)
•   Information and communication technologies (+9,800)
•   Construction (+9,500)
• Accommodation and food services (+4,900)


Hertfordshire ranked fourth in a 2012 LEP Network Report 
assessing the growth of economic output between 1998 
– 2008, just behind London, Thames Valley Berkshire and 
Enterprise M3. The analysis highlighted that those highest 
performing and significantly improving LEP areas shared 
the following characteristics:
•   Growing workforces and higher levels of employment
•   A more skilled workforce than the national average
•   Higher levels of innovation, knowledge and technology-


based employment
•   Higher levels of entrepreneurship


Hertfordshire has achieved this ‘top 4’ ranking by 
maintaining a higher level of business performance and 
with it, higher levels of employment for the county and the 
East of England. 


A significant driving factor in this achievement is the 58.8% 
who are employed in highly skilled jobs, typically requiring 
Level 3 and 4 qualifications. Hertfordshire is in a strong 
position to carry forward this growth into the future; the 
Government’s UK Commission for Employment and Skills 
(UKCES) predicts that from 2012 – 2022, there will be 
51,000 additional jobs generated in Hertfordshire in:
•   Financial and professional services (+13,000)
•   Construction (+12,000)
•   Information and communication technology (+7,000)
•   Retail and wholesale (+7,000)


The projection of jobs growth is focused around 
an additional 56,000 high level jobs (for managers, 
professionals and associate professionals), at a cost of 
12,000 fewer jobs in middle-level administrative, secretarial 
and skilled trade occupations, and an additional 12,000 
jobs in the caring and leisure services. With the annual 
growth rate of jobs in Hertfordshire reaching 2.4% from 
2010 – 2015, the prediction is that there will be over 
800,000 jobs by 2024. Overall, Hertfordshire continues to 
predict strong economic growth in:
•   Life sciences
•   Advanced engineering and manufacturing
•   Digital technologies
•   Film and media
•   High end logistics
•   Professional services


There will also be secondary growth in health, care and 
welfare, and construction.


Hertfordshire is also one of the top three Local 
Enterprise Partnership areas with the highest qualified 
resident population, with nearly 43% of Hertfordshire 
residents attaining HND, Degree or Higher Degree level 
qualifications.   


With more than 50% of young people progressing straight 
on from school/college to university, and a growing 
number taking the alternative higher apprenticeship 
pathway, the expectation is that young people have 
the relevant ‘people and personal’ and ‘technical and 
practical’ skills on which employers are dependent. 
However, 69% of Hertfordshire employers say they are 
not confident that sufficient numbers of young people are 
equipped for higher-skilled roles.


Hertfordshire continues to predict strong economic and jobs growth in its key 
sector areas but are we equipping our young people to meet this demand? 
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Aims and principles


The study looked to identify the skills needs of 
Hertfordshire employers and the perceived skills gaps 
that currently exist in young people leaving our schools, 
colleges and universities.


The study evaluates existing employability skills research, 
conducted by both national and regional bodies, focusing 
on the perceptions employers have about young people’s 
knowledge, skills and experience and their readiness to 
transition into work. Over 120 employers completed the 
survey over a six-week period during the summer of 2017.


Key to any young person making a successful transition 
to work from their school, college or university is the 
importance of gaining the appropriate qualifications and 
most importantly, developing appropriate character traits, 
or, as employers like to call it, ‘ready-to-work capabilities’. 
Significant research has been undertaken to quantify the 
range of young people’s skills, and the qualities that would 
make them more ‘employable’. Most research suggests 
these all loosely fall into three groups: leadership, 
teamwork and communication skills.


The core skills identified as vital to success in life and  
work are: 
•  Communication and literacy
•  Numeracy 
•  Understanding of IT and broad digital skills


Increasingly, employers are concerned that young 
people are starting work without these core skills, with 
some sectors perceiving this to be more of a problem 
than others:
•  Public sector (84%)
•  Construction (76%)
•  Retail, hospitality and other services (73%)
•  Manufacturing (69%)
•  Engineering, hi-tech, IT & sciences (48%)
•  Professional services (47%)


After core skills, employers are demanding that school 
and college leavers should show the right attitudes and 
attributes, evidencing a general move away from just 
academic ability and qualifications to:
•  Attitude towards work
•  Aptitude for work
•  Qualification obtained
•  Relevant work experience
•  Business awareness
•  Team-working
•  Complex problem solving
•  Analytical skills
•  Business and customer awareness


These core skills, attitudes and behavioural traits have 
been identified as importance and valuable by employers. 
For the purpose of this survey, researchers re-grouped 
these skills and attributes into more general core skills. 
These were presented to the employers taking part in this 
survey and formed the initial draft of the skills framework. 


The principle aim of the Hertfordshire Employers’ Skills Framework Survey 
(HESF) was to research, develop and pilot the development of the Hertfordshire 
Skills Framework. The creation of the framework originated from work carried out 
by Hertfordshire County Council (via YC Hertfordshire) and the National Careers 
Service, with consultation and collaboration from various local authorities, schools 
and school partners.
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HERTFORDSHIRE EMPLOYERS’ 
SKILLS FRAMEWORK SURVEY


Aims and principles Sample model


The 120 Hertfordshire employers participating in the  
HESF study were representative of most business types 
(small to large businesses), and sectors in Hertfordshire. 
One-to-one interviews were conducted with employers 
operating in the following seven sectors:
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Hertfordshire business sector sample


60%


50%


40%


30%


20%


10%


0%


The survey questions attempted to 
extract employers’ perceptions linked to 
young people’s employability skills and 
opportunity for future recruitment in their 
chosen career path.
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Key skills groups


Two key skills groups have been identified from national 
skills and employment surveys: ‘people and personal’ 
skills and ‘technical and practical’ skills. 


‘People and personal’ skills include the ability to perform 
the job and time management skills (47%); persuading 
and influencing others (31%); managing and motivating 
other staff (team-working, 30%) and setting objectives and 
planning resources (22%). In the area of ‘technical and 
practical’ skills, employers highlighted a lack of knowledge 
needed to perform the role (64%); inability to solve 
complex problems (39%) and the lack of numerical and 
statistical skills (29%).


In the HESF survey, we asked Hertfordshire employers 
to define the general criteria used to shortlist potential 
applicants. These are identified to the right.


Relevant work 
experience


Essential maths and 
English at GCSE level


Appropriate 
vocational 
qualifications


Other


Hertfordshire businesses:  
key criteria for employing young people


15%
Academic 
qualifications


29% 22%


15%


20%


13%


Academic 
qualifications
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Sector-based essential 
employability knowledge, 
skills and experience


  People & personal skills


Motivation and ambition       


Confidence       


Respect and good manners       


Determination and resilience     


Adaptability      


 Technical & practical skills


Numeracy     


Literacy    


Business and customer awareness       


Teamwork       


Analytical and problem solving      


Digital skills


Relevant qualifications 


                                              Rank key 1  2  3  4  5 
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HERTFORDSHIRE EMPLOYERS’ 
SKILLS FRAMEWORK SURVEY


Key skills groups Key findings


‘People and personal’ skills around time 
and task management, working well in 
teams and respect and good manners  
were below expectations, especially in 
young people. 


Equally, ‘technical and practical’ skills 
around overall business and customer 
awareness, complex analytical skills and 
adaptability were especially lacking in those 
young people going for management and 
professional occupations.


In all, over 60% of the Hertfordshire 
employers surveyed highlighted that 
‘technical and practical’ skills gaps in 
young people significantly impact on their 
ability to perform the job role. 


Employers have also repeatedly fed back 
to schools, colleges and universities 
that leavers are still transitioning into the 
workplace without some of the key ‘people 
and personal’ and ‘technical and practical’ 
skills required to make them work ready. 


Every employer approached also expressed 
the vital role that work experience plays 
in helping young people transition from 
education into work. 


We then asked employers to categorise the knowledge, 
skills and experiences by essential, valuable to the 
business and desirable for the role, ranking each  
one by their importance. The table, left, shows those 
identified as essential and their ranking, broken down into 
the seven sectors.


These essential knowledge, skills and experiences are 
most likely based on Hertfordshire employers’ previous 
experience of recruiting young people. Several interesting 
observations can be made from this information. The 
first is that in nearly all the sectors, ‘people and personal’ 
skills ranked in the top three. Secondly, in nearly all cases, 
the two most important ‘people and personal’ skills 
are ‘motivation and ambition’ and ‘respect and good 
manners’. Hertfordshire employers are consistent in their 
determination to recruit young people that will both fit into 
their existing culture and who can be trained up. The right 
attitude is more important that some of the ‘technical and 
practical’ skills often regarded as essential, hence they 
rank lower than the ‘people and personal’ skills. 


When we repeated the process for most valuable  
skills to the business, noticeable differences  
appeared across the different sectors. Employers from 
the advanced manufacturing and ICT sectors ranked 
adaptability, business and customer awareness and 
practical problem-solving skills higher, whereas service 
orientated firms focused on digital skills and business and 
customer awareness.  


Finally, when we asked employers what desired, but 
non-essential knowledge, skills and experiences they 
would like exhibited by young applicants, there was a clear 
focus on ‘technical and practical’ skills. 


Employers are clearly signalling a need for school,  
college and university leavers to transition into the 
workforce with more relevant knowledge, skills and 
experience. The skills gaps identified also reflects areas 
that employers are looking to develop to improve the 
competitiveness of their business. 
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Sector specific skills needs


Advanced engineering & manufacturing 
The HESF study findings highlight that the manufacturing 
industry still demands high levels of ‘people and personal’ 
skills, particularly around motivation and adaptability. 
Manufacturing employers are keen that the ‘technical and 
practical’ skills are addressed, in addition to the expected 
leadership, management and business and customer 
management skills. 


Construction and the built environment 
The HESF study findings suggest that the construction 
sector places more value on ‘people and personal’ skills 
rather than traditional ‘technical and practical’ skills. 
Less than 15% of the construction workforce is in the 18 
– 24 year old bracket. This is being addressed partly by 
expanding apprenticeship recruitment into levels 4 & 5 and 
improving work placement opportunities for both college 
and university students. 


Wholesale & retail 
The HESF study found that the skills considered essential 
and valuable by employers were weighted equally between 
‘people and personal’ skills and ‘technical and practical’ 
skills. The increasing use of technology-based services to 
satisfy consumer demand for quality, price and speed of 
delivery is having a profound impact. 


Information & communication technologies 
The increasing reliance on graduate recruitment to satisfy 
the demand for digital services has surfaced a growing 
problem around employers’ concerns over the ‘work 
readiness of young people’ – particularly around relevant 
‘technical and practical’ skills. 


Financial & professional services 
Hertfordshire financial and professional services employers 
are demanding that young people show motivation, 


determination and adaptability and at least some analytical 
skills at the time of employment, to then be trained up 
on the job. However what they really desire is that young 
people exit education with more business and customer 
awareness, digital skills and relevant qualifications relating 
to their career paths within this sector.


Life sciences & pharmaceuticals 
The HESF study findings reflect the challenges the sector 
is facing in terms of looking after an increasingly ageing 
population with multiple chronic conditions. This explains 
its focus on ‘people and personal’ skills, backed up by the 
ability to adopt and adapt to new technologies to improve 
the delivery of care. 


Art and recreation services 
The HESF study findings suggests that ‘people and 
personal’ skills rank higher for this sector’s employers, 
than ‘technical and practical’ skills. This is likely to change 
in the longer-term as more roles will develop for digitally 
skilled professionals. 


What is consistent throughout is the overall 
desire that school, college and university 
leavers possess a set of core knowledge, 
skills and experience traits. These 
employability skills are more important 
than the degree subject and class of 
degree, and is supported by over 81% of 
the Hertfordshire employers surveyed in 
this study. 


Here researchers focused on the specific challenges and issues facing employers 
in each of these sectors and the employability skills they most value in young people.


Summary
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HERTFORDSHIRE EMPLOYERS’ 
SKILLS FRAMEWORK SURVEY


Sector specific skills needs Hertfordshire Skills Framework


People & personal skills The skills that Hertfordshire employers value


Motivation and ambition  • Actively participate • Show enthusiasm • Knowledge of the sector   


• Pursue aspirations and goals


Confidence  • Willing to meet new people • Able to hold conversations with peers,  


managers and customers • Recognise own strengths and able to present these


Respect and good manners  • Listen and learn • Recognise the feelings of others • Be polite • Remain calm


Determination and resilience  • Commitment to get things done • Learn from mistakes and accept criticism  


• Resist distractions • Adapt to change


Adaptability  • Cope with changing demands  


• Able to apply knowledge to different situations


Teamwork  • Cooperate with others • Recognise skills in others • Value contribution from others


Technical & practical skills The skills that Hertfordshire employers value


Numeracy  • Apply simple mathematical concepts • Understand simple arithmetic  


• Understand costs and expenditure


Literacy  • Able to express yourself in writing • Understand verbal and written business 


etiquette • Able to explain yourself verbally


Business and customer awareness  • Understand commercial realities • Able to professionally communicate  


with customers • Manage time effectively


Analytical and problem-solving skills  • Investigate systematically • Identify problems  


• Look for better ways and suggest solutions • Plan and organize tasks


Digital technology  • Understand the development in technology for business • Basic knowledge of IT


Qualifications • Achieve qualifications valued by employers







BioPark, Broadwater Road, Welwyn Garden City, Hertfordshire AL7 3AX
01707 358744  | info@hertfordshirelep.co.uk | www.hertfordshirelep.com





Double click to download
TOOL 6.4 hertfordshire-skills-framework-executive-summary-web.pdf
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7 Get up and go

2 
(Optional) Get impartial advice

Contact the Hertfordshire Growth 
Hub and explain how you’d like 

apprenticeships to support staff 
development.

1 
Recognise skills gaps

Identify areas where staff training 
could support your business 

objectives. If you’re already training 
people in these areas, some of this 

training could be included in an 
apprenticeship programme. 

4 
Research training providers

Still on Find Apprenticeship Training 
website, you can ‘Search Providers’. 

This will show you which training 
providers can deliver the training 
you need. Call a few or visit each 

provider’s website for more detail 
and to get a feel for whether they 

can support you.

3 
Identify specific apprenticeships

Identify specific apprenticeship 
training using Find Apprenticeship 
Training that could work for your 

staff and understand the maximum 
training costs - remember most 

businesses pay just 5% of the listed 
training cost.
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Ask another employer

If you are not sure if apprenticeship training is right for your business, talk to other employers. You can get in touch with the National Apprenticeship Ambassador 
Network. The Apprenticeship Ambassadors are all employers who have recruited apprentices as part of their workforce.

They are passionate about their experiences with apprentices and are keen to promote the apprenticeship route to other employers and potential new apprentices.   

Matt O’Conner, MD of John O’Conner Grounds Maintenance and East of England AAN Chair says:

“Our business has enjoyed a huge amount of success with apprenticeships and I am always keen to show other employers just how beneficial they can be from a 
business perspective.” 

And June Cory of My Mustard  (see our case study in section 2) also recommends the 5% Club, a dynamic movement of employer-members working to create a shared 
prosperity across the UK by driving ‘earn and learn’ skills training opportunities.

http://www.hertfordshirelep.com
https://www.hertsgrowthhub.com
https://www.hertsgrowthhub.com
https://findapprenticeshiptraining.apprenticeships.education.gov.uk
https://findapprenticeshiptraining.apprenticeships.education.gov.uk
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7 Get up and go  
(continued)

5 
Invite preferred provider 

Choose a provider or two to visit 
you and talk in depth about your 
needs. They will carry out health 
and safety checks and confirm 

that your chosen staff members 
are eligible to receive government 
funding. They should also discuss 

how to make the training suit  
your business.

6 
(Optional) Recruit and select

If you’re recruiting, work with 
the provider to advertise your 
apprenticeship vacancies. The 
provider can help manage and  
filter applicants. At interview,  

select the person with the right 
attributes that you can develop 

through the apprenticeship.

7 
Agree and commit

Once you have selected the people 
going on to an apprenticeship, the 

provider will run through some 
initial assessments with them 
before generating an individual 

learning plan (ILP). You will agree  
to the plan and sign an 

apprenticeship agreement and 
commitment statement.  

8 
Begin your journey! 

Your staff start learning the 
knowledge, skills and behaviours 

needed to be a real asset to  
your business.
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Tools and links: 

 TOOL 7.1  Apprenticeship Ambassador Network contact details

http://www.hertfordshirelep.com
https://www.yorkandhumberportal.com



 


  


 


The Employer Apprenticeship Ambassador Network represents businesses that employ 


apprentices. They meet regularly to discuss how to improve the apprenticeship system and 


help other businesses engage with the apprenticeship process. Contact a group for advice 


on apprenticeship training. 


Area Chair Email Address  Portal 


South East  
Elizabeth Flegg 


John Druce 


elizabeth.flegg@westsussex.gov.uk 


john.druce@arqiva.com  
*Coming soon* 


London  Neil Weller  n.weller@tbanda.com  www.londonaan.com  


East 


Midlands  
David Hughes  david.hughes@the-mtc.org  www.emaan.org  


East of 


England  
Matt O’Conner  matt@johnoconner.co.uk  *Coming soon* 


North East  George Richie  george.ritchie@pxlimited.com  
www.facebook.com/NorthE


astAAN/  


North 


West  
Mark Donnelly  mark.donnelly@baesystems.com  www.nwaan.co.uk  


South 


West  
Nigel Fenn  nfenn@southwestwater.co.uk  www.southwestaan.com  


West 


Midlands  
Jenny Conlon  j.conlon@kmf.co.uk  www.wmaan.org.uk  


Yorkshire & 


Humber  
Frank Clayton  frank.clayton@ngbailey.co.uk  


www.yorkandhumberportal


.com  


   


Further information on the Apprenticeship Ambassador Network is available on the 


Government website:  


https://www.gov.uk/government/groups/apprenticeship-ambassador-network  


 



mailto:elizabeth.flegg@westsussex.gov.uk

mailto:john.druce@arqiva.com

mailto:n.weller@tbanda.com

http://www.londonaan.com/

mailto:david.hughes@the-mtc.org

http://www.emaan.org/

mailto:matt@johnoconner.co.uk

mailto:george.ritchie@pxlimited.com

http://www.facebook.com/NorthEastAAN/

http://www.facebook.com/NorthEastAAN/

mailto:mark.donnelly@baesystems.com

http://www.nwaan.co.uk/

mailto:nfenn@southwestwater.co.uk

http://www.southwestaan.com/

mailto:j.conlon@kmf.co.uk

http://www.wmaan.org.uk/

mailto:frank.clayton@ngbailey.co.uk

http://www.yorkandhumberportal.com/

http://www.yorkandhumberportal.com/

https://www.gov.uk/government/groups/apprenticeship-ambassador-network



Double click to download
TOOL 7.1 - Apprenticeship Ambassador Networks v2-0.pdf
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Maximise your 
apprenticeships8

This part of the toolkit provides more technical content. You can use 
it as a checklist when planning, designing, recruiting or supporting 
people through their apprenticeships. 

a Workforce planning

b Finance and funding

c Choosing the right training provider

d Recruitment

e Designing training

f Supporting your apprentice on programme

g Keeping the quality

h End-point assessment and progression
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Maximise your 
apprenticeships
Workforce planning8

1 Link training to your business plan to identify current and future skills gaps  
 Think about how staff training could support a 3-5-year business plan.   
 You might identify skills gaps inhibiting current productivity, roles you can’t  
 fill or training that staff will need in the future, such as understanding new   
 legislation or using technology. 

2 Capture all training currently taken by staff   
 You might already be paying for existing staff to take qualifications that are   
 mandatory in your sector. This training could form part of an apprenticeship  
 at less cost. If staff are paying for their own training it might increase their  
 motivation to stay in your business if it formed part of an apprenticeship   
 instead – in which case they would not pay anything themselves.

3 Identify progression opportunities from entry-level to senior management   
 Does your company have a clear pathway for all staff to progress? It might be  
 that some people leave your organisation because they can’t see a clear route  
 to move up the career ladder. 

Successfully transitioning staff from operational to management roles is a 
difficult process in many companies. Integrating team leading and management 
apprenticeships can support this activity. 

4 Return on investment and Key Performance Indicators 
 Measure the success of your training with something tangible. You may   
 already use key performance indicators for things like profit, productivity   
 and customer satisfaction. You should be able to see how these indicators   
 improve through apprenticeship training.  

 Training affects individual performance as well. Setting and reviewing   
 individual targets at apprenticeship reviews can support the performance   
 management process.   

 Some businesses tie apprenticeship training to specific projects, e.g. finding  
 efficiency savings or increasing sales. These kinds of projects give businesses  
 a direct, financial value related to their training investment.  

Example: 

MBDA is a market-leading engineering company. As part of MBDA’s 
apprenticeship offering, they provide a Business Degree-Apprenticeship 
programme at their Stevenage site, which is focussed on a rotational 
placement model. Apprentices rotate around the business, mainly in three 
key areas including; procurement, business development and business 
and performance management. All apprentices are advised on career 
opportunities throughout the programme, in addition to the opportunities 
that will become available, when they complete their four-year formal 
development scheme.

a
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Tools and links: 

 TOOL 8a.1  Training Needs Analysis
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TOOL 8a.1 - Training Needs Analysis

[bookmark: _GoBack]Use this template to map your initial training requirements. It can then form a basis for your discussions with training providers. 

Apprenticeship standards are based on Knowledge-Skills-Behaviours for occupations or roles. This tool reflects that.

Depending on the size of your organisation, you can use this tool to think about individuals or departments.

 

		Departments or Individuals

		What new knowledge is needed?

		What new skills are needed?

		What new behaviours are needed?

		What impact do you expect from training?



		e.g. Marketing

		Selling on-line

Using social media to grow brand presence

		Talking in the same language as our audience.

		Embracing change

Listening to customers

		New ideas

Increased sales

Repeat business



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		





 



image1.png

SDN Toolkit Template.pdf - Adobe Acrobat Reader DC - X
File Edit View Window Help

Home  Tools SDN Toolkit Templa... LLEP Toolkit v1-1.pdf SDN Toolkit Templa... x @ ; ‘
B &8 a ® 22 A OO - BT B 24
~ ~

[3 ExportPDF v

ﬁ Create PDF v
EMPLOYERS' APPRENTICESHIP TOOLKIT ) o
o= Edit PDF
a Comment
Apprenticeships deliver oo
5 > i-|| Organize Pages v

for ambifious businesses

KN

Redact

O Protect
8 optimize PDF

/2 Fill & Sian >
Thousands of businesses like yours are using apprenticeships to help them grow. Convert and edit PDFs

with Acrobat Pro
Whether they are recruiting new talent into the business or developing existing e

11.69 x 8.27 in <

v Start Free Trial

O Type here to search






Double click to download
TOOL 8a.1 - Training Needs Analysis.docx



MENU

Maximise your 
apprenticeships
Finance and funding8

1 Costing

Before embedding apprenticeships into your organisation, it is important to 
recognise all the costs associated with a comprehensive training programme. 

a) Training costs – Non-levy payers pay just 5% of the cost of apprenticeship   
 training. This is between £75 and £1,350 across the length of the   
 apprenticeship. There may be VAT, exam and certification fees on top of this.  
 Ask the provider for the total amount before you proceed.

b) Wages – Employers must pay the person on the apprenticeship their wages  
 for work and training time. The apprenticeship minimum wage is £3.90 per  
 hour in the first 12 months (or if the apprentice is 16-18). However, most   
 employers pay more than this. Think about a wage that will allow you to   
 attract quality candidates to the role but acknowledges someone is learning  
 on the job and not yet fully qualified.

c) Mentoring – You or a member of your team must make time to support the  
 person on the apprenticeship and regularly liaise with the training provider.   
 Think about how this could work within existing processes in your company.

d) 20%-off-the-job – The apprentice is training away from their general duties at 
  least 20% of their paid time. This means they are not on their workstation   
 doing their day job. Think about how you will see a return on investment for  
 this time off the job.

e) Company costs – occasionally there are other costs companies face when   
 offering apprenticeships. This could be an increase in insurance for taking on  
 unqualified workers, expenses for overnight off-the-job training, etc. Think   
 about your individual business.

2 Incentives and benefits

The main driver for apprenticeship training should be to improve your business 
performance, staff loyalty and customer satisfaction. However, there are several 
incentives and additional benefits of apprenticeship training that employers should 
be aware of. 

a) £1,000 for employing a 16-18-year-old – Businesses are given £1,000   
 over two instalments for employing a 16-18-year-old as an apprentice.  
 £500 at three months and £500 on completion of the apprenticeship. 

b) £1,000 for employing some 18-24-year-olds – The 16-18 incentive is  
 extended to businesses that employ 18-24-year-old apprentices that have   
 previously been in care or have a learning difficulty or disability as  
 recognised by an Education and Health Care Plan. This incentive can help  
 you demonstrate you’re a disability confident employer.

c) No training costs for small businesses – If you employ less than 50   
 people and train a 16-18-year-old or qualifying 18-24-year-old on an   
 apprenticeship, your business does not have to pay any training fees.  
 This means you could access £27,000 worth of training for free.  

d) No Employer National Insurance contributions – Any business that offers   
 apprenticeship training to an employee under the age of 25, does not have  
 to pay any Employer N.I. contributions. This saving is almost always more   
 than the 5% contribution to training for non-levy payers. Plus, the more you   
 pay the apprentice the higher the saving. 

Employer N.I. example: 
Imagine you employ a 21-year-old administrator as a regular member of staff, on 
£19,000 per annum. She is a real asset to your company and you want to keep her 
and support her progress. She would like to become an accountant, so you decide 
to train her on a three-year Accountancy/Taxation Professional Apprenticeship. 
This will include training to become a Chartered Accountant. The training cost to 
you the employer is £350 per annum (remember the Government are paying the 
majority of costs), yet you save quadruple (£1,459.49 per annum) on Employer N.I.

b
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8b

e) Mandatory qualification – If your organisation needs staff to gain certain   
 qualifications, apprenticeships can help. This could be specialist health and   
 safety cards, industry-standard training or chartered status. This type of 
  training may cost thousands of pounds but can often be included in the   
 apprenticeship if it supports the knowledge, skills and behaviours needed to  
 pass the programme. Ask your chosen training provider if they can include  
 specific certificates.  

f) Attract top talent – Many people are interested in working for employers   
 that offer qualifications and training as part of a work package. Your business  
 could offer degree-apprenticeships to support graduate-calibre staff access  
 debt free degrees. With the cost of university rising this is an attractive   
 proposition for ambitious young people.

3 Paying your training provider

Levy-paying employers pay for their training through their government online 
apprenticeship account. A training provider is selected, and payment amount 
agreed. A proportion of their fee is then deducted from the account each month. 

Non-levy paying employers are invoiced for the apprenticeship training by their 
training provider. You can agree with your training provider how often payment  
will be taken and at what percentage of the total amount. 

Many training providers prefer employers to pay for their apprenticeship 
training up-front or annually. If you do this, and your member of staff leaves the 
company or comes off the apprenticeship early, you are legally entitled to a part-
reimbursement. Effectively, you should be reimbursed minus the months they  
were on programme. 

4 Negotiating training costs

Each apprenticeship programme is allocated a maximum funding band by 
government. This means if you are a non-levy payer you pay up to 5% of that cost. 
Anything over that band, you would pay 100% of the difference. 

VAT on your 5% and some additional fees may apply, depending on whether you 
work with a private or public training provider and if you’ve chosen to add extra 
qualifications to the apprenticeship. 

Many training providers will charge the maximum funding band, but you are quite 
within your rights to negotiate that amount if you do not think it is value for money. 
Alternatively, ask if there is additional support that can be provided, such as a day’s 
training for your mentors so they know their role in the apprenticeship or health 
and safety guidance for all staff.   
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Maximise your 
apprenticeships

Finance and funding  (continued)

Tools and links: 

 TOOL 8b.1 Cost Benefit Analysis Tool

 N.I. Calculator  
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TOOL 8b.1 – Cost Benefit Analysis

The table below is designed to help you start to think about costs and savings.

Evidence suggests that, on average, apprentices add over £1,000 worth of value to organisations whilst training, and over £10,000 once qualified. This is through improved efficiency, staff retention, customer satisfaction and many more measures. In most cases, this form will show that apprenticeships cost more than savings. However, this is initial savings, before training has taken place. 

Use the table to get a rough idea of you training investment. Then, work with the training provider to identify how you can track what impact the training is having. 

		Cost 

		Description 

		Example

		Example Amount

		Your Amount



		Training Provider 

		Get the training providers costs / by the number of years the programme is expected to last 

		£1,050 / 3 years

		£350

		



		Mentoring 

		Mentor’s annual wages x % of time mentoring 

		£30,000 x 0.05

		£1,500

		



		Time in training 

		20% of annual salary 

		£19,000 x 0.2

		£3,800

		



		Other costs 

		Consider any other costs in your organisation specific to employing apprentices 

		

		

		



		Total 

		 

		

		£5,650

		







		Saving 

		Description 

		Example

		Example Amount

		Your Amount



		Employer N.I. 

		Use the Employer National Insurance Calculator to see saving for apprentices u25.  

		£19,000 salary

£0 bonus

		£1,450

		



		Incentives 

		Add £1,000 for 16-18-year old apprentices or 18-24-year old care leavers or those with a disability. 

		21-year-old care leaver

		£1,000

		



		Mandatory training included 

		What training would you pay for this member of staff if they weren’t on an apprenticeship that could be included in the price 

		AAT Professional Diploma in Accountancy

		£2,000

		



		Recruitment 
fees 

		Pay to recruitment agents or staff time and advertising costs 

		£30,000 x 0.01

£500 advertising

		£800

		



		Other savings 

		[bookmark: _GoBack]Consider any other savings you’d make from employing apprentices 

		

		

		



		Total 

		 

		

		£5,250

		







Overall cost

		Total 

		Costs - Savings 

		£5,650 - £5,250

		£400
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Tools and links:  

 TOOL 8c.1 Training Provider Checklist

MENU

Maximise your 
apprenticeships
Choosing the right training provider8

At least 20% of your apprentice’s time will be spent in off-the-job training. As such, 
you should be confident that the experience they are receiving is benefiting both 
the apprentice and your business. 

One place to start

There is no prescribed place to start searching for a training provider, however 
if you want to search for providers online, visit Find Apprenticeship Training and 
search by job title. 

A list of relevant apprenticeships will appear with further details and costs. 
Remember, if you have a payroll of less than £3million per annum, your business 
only pays a maximum of 5% of that listed price. 

Once you think you’ve found apprenticeship training that is suitable, click the search 
training providers button. Put in your postcode and look at the provider profiles. 
You should be able to see how the provider delivers this training, as well as their 
achievement and satisfaction rates. 

Speak to at least two providers

Phone a couple of the providers to get further details. Check that the provider 
understands your sector and ask about the trainers’ experience. You want to 
identify how they might tailor the training around your business and support the 
apprentice whilst they are on learning. 

Provider interview

Invite your chosen provider to your premises. They should carry out a health  
and safety check, make sure your organisation is eligible for government  
apprenticeship funding and get further details from you about how you need  
the training structured. 

Select the provider

If you have found a partner provider, you have approved costs, received the contact 
details of relevant staff, now agree when and how often payments will take place. 
Make sure they include VAT and exam and registration fees if applicable. 

Ultimately, you are looking to form a long-term partnership with a training provider 
that can support your business ambitions through apprenticeship training. Be 
confident the provider is on hand to support you and the apprentice throughout  
the programme and assist with any difficulties you might have. 

Take note: 

Good training providers can offer more support that just training. They can be a 
good sounding board for issues on HR, recruitment, equality and diversity, health 
and safety and compliance as these are all areas they are audited against and 
work across many employers supporting.   

c
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[bookmark: _GoBack]TOOL 8c.1 - Provider Checklist

Checklist for choosing an apprenticeship training provider



		Issue

		Status

(Red-Amber-Green)

		Comments



		The provider’s achievement rate meets my expectations

		

		



		The provider’s employer satisfaction rate meets my expectations

		

		



		The provider’s learner satisfaction rate meets my expectations

		

		



		The way the training is delivered is suitable for my business needs

		

		



		The training provider understands my sector and safety requirements

		

		



		The provider’s latest Ofsted or quality report meets my expectations

		

		



		I understand what is expected of my organisation as the employer

		

		



		I understand what is expected of the apprentice including the 20% off-the-job training, and English and maths if required

		

		



		I am clear on costs, including VAT, exam, end point assessment and certification fees

		

		



		I am confident the training will be good value for money 
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Maximise your 
apprenticeships
Recruitment8

Finding the right person to employ as an apprentice is just as important as finding 
the right training provider to deliver the off-the-job training. 

To increase your chances of employing the right apprentice, you should: 

1 Look for assets you can develop beyond qualifications and previous   
 experience  
 Apprenticeships are about giving someone an opportunity to prove   
 themselves on-the-job. Over the course of the apprenticeship your staff  
 and the training provider will develop the apprentice into an outstanding   
 member of staff. This means you should assess what attributes you want  
 an apprentice to have on day one and what you are looking to develop during  
 the apprenticeship. 

2 Make sure your advert is connecting with a wide pool of talent  
 Apprenticeships provide an opportunity to diversify your workforce and  
 attract young talent that might not usually consider your industry.

 When creating job description and person specification really consider the   
 audience you are looking to engage. Are you using too much jargon, do you   
 have the right expectations?

 Many young people, particularly those looking for their first job will have   
 limited experience of the world of work. Using technical jargon or looking  
 for a range of prior experiences might create barriers for the future talent  
 you want to attract. 

3 Use the training provider to find and screen applicants   
 Training providers offer to recruit and screen applicants on your behalf. This  
 can save you a great deal of time, but you should be clear what you are   
 looking for if you use them to do this. Make sure they are looking for   
 applicants from a range of ages and backgrounds.

 If you want to do recruitment yourself, don’t just rely on jobs boards or even  
 recruitment agencies to attract young people. It is always advised to mix up  
 the places you are advertising. You could consider talking directly to schools,  
 youth organisations and jobcentres too. 

4 Explain your ambitions for the apprentice in the interview   
 Interviews are a two-way process. This is your opportunity to sell your   
 company and the progression routes available to the apprentice. Apprentice  
 wages are often lower than fully-qualified wages, so applicants need to be  
 reassured that you are offering an opportunity that helps them long-term.   
 If they don’t get that message they may select a higher-wage, short-term   
 opportunity elsewhere.

5  Consider a part-time apprentice 
 It is possible for an apprentice to work less than 30 hours a week, but in 
 these circumstances the apprenticeship will take longer to complete. If you 
 think this could open opportunities for you to recruit more suitable staff, 
 then ask your training provider about your options. 

d
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 Top tip: 

If you want to attract a more diverse workforce make sure the language you 
use in your job advert appeals to men and women and people from a range 
of different backgrounds. For example, if your industry is male dominated, 
it’s a good idea to tell applicants that your workplace is inclusive and 
supportive. This will reassure applicants and help them visualise being part 
of your team. Ultimately, it will encourage a wider pool of talent to apply for 
your job and gives you more choice at interview. 
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Extra advice to recruit and retain young people

Here are three additional tips to help you recruit the best young people and keep 
them on track in the first few weeks: 

1 Relaxed recruitment process 
 You are providing a great opportunity for young people to test their CV,   
 application and interview skills. Some young people won’t have had expert   
 help to prepare and may have some anxiety issues about taking an   
 apprenticeship.

 Consider what you can do to help them feel relaxed and confident so they can 
  show you their best selves during the recruitment process. Also consider   
 the type of feedback you could give at each stage, even when a candidate  
 is unsuccessful you may have some valuable insight to help them on  
 their journey.

2 Got the job – now buddy up 
 Some young people may need extra support, particularly in the early days,   
 to settle into the role. Assigning a buddy can be a really great way of   
 supporting a young person. Plus, it gives an existing member of staff more   
 responsibility and a development opportunity. Be careful not to assume   
 anything, check in regularly with the young person and understand how they  
 are feeling and progressing. This will help keep hold of talented staff and give  
 them time to settle in and flourish.

3  Get feedback for your next hire  
 Talk to young people about your recruitment, onboarding and training   
 processes. Involve them in the design and thinking for your next hire, the   
 insight you will get will really help you to become youth-friendly and create   
 even more quality opportunities.

Text supplied by Youth Employment UK.

A youth-led organisation that works with 
young people, employers and a range of 
partners to tackle youth unemployment. 

Visit www.youthemployment.org.uk  
for further insight.

Tools and links:  

 TOOL 8d.1 Interview Questions

 TOOL 8d.2  Employers Guide to Supporting Care Leavers

 TOOL 8d.3 Employers Guide to Employing Young Apprentices

 

http://www.hertfordshirelep.com
http://www.youthemployment.org.uk
http://www.youthemployment.org.uk
http://www.youthemployment.org.uk
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TOOL 8d.1 – Interview Questions

[bookmark: _GoBack]Example questions to ask apprentice applicants at interview

		Applicant

		



		Apprenticeship / Job Title

		



		Interviewer

		



		Interview Date 

		







		Question

		Rationale

		Responses



		1. Why have you applied for an apprenticeship?

		You are checking that the applicant understands the commitment they are making to learning and work and that they are committed to the duration of the programme and the benefits the apprenticeship can bring to their career.

		



		2. What do you know about the role and the company?

		You are trying to determine that the applicant has an interest in the post they are applying for and are not applying for all apprenticeships. Have they done their research? Do they know what you do and why does that interest them?

		



		3. How do you like to learn?

		You are checking they understand they will be learning on the job by doing, but also supported by a training provider. The provider will make sure learning is tailored around their needs, but this could provide insight into the basic characteristics you are looking for – i.e. if the job needs someone meticulous, with attention to detail, is this the type of learning they enjoy?

		



		4. Are you able to work on your own, and can you give an example?

		Even if the job is team based, anyone studying on an apprenticeship will need to be committed to learning and progressing through their off-the-job training on their own to a certain degree. The answer will give you an idea if they can stay disciplined and work through their studies.

		



		5. Where do you see yourself in three years’ time?

		Hopefully you are looking for someone that wants to grow and develop in your company. Understanding their ambitions and thinking through how that could work in your business is a good thing to do at the start. Providing a clear pathway for the candidate could be key to running a successful apprenticeship programme.

		



		6. 

		

		



		7. 

		

		



		8. 

		

		



		9. 

		

		



		10. 
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INTRODUCTION


Learning and Work Institute believes that we all  
have a responsibility to enable care leavers, many of 
whom have had very difficult experiences as children, 
to have excellent opportunities as they make the 
transition into independent adult life. 


Employers have a crucial role to play in this.


The aim of this guide is to highlight ways in which 
employers of all sizes, and from all sectors of the 
economy, can make a difference in supporting care 
leavers to develop the skills, experience and confidence 
they need to gain, stay and progress in work. By 
providing opportunities and offering sensitive and 
effective support, employers can enable care leavers 
to break down barriers to employment and support 
them to achieve their potential. In return, employers will 
benefit from fresh new talent, that bring different skills 
and perspectives to their businesses.


For more information about L&W’s work with  
care leavers, please contact Nicola Aylward at  
nicola.aylward@learningandwork.org.uk.
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ABOUT CARE LEAVERS
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Care leavers, like all young people, are different. 


Each young person is unique, with different 


interests, talents, goals and aspirations. 


However, it is well known that many care leavers 


face serious disadvantage growing up and that 


this can affect their long-term life chances. 


Having an awareness of the challenges and 


barriers that care leavers often face, while not 


making stereotypical assumptions, will help you 


to offer opportunities and support that are both 


appropriate, effective and make a difference in 


enabling care leavers to take the first steps in 


building successful careers. 


Despite the challenges they face, young people 


who have been in local authority care have 


huge potential – they often just need some 


extra support in the early stages of their working 


lives to help unleash their talents and give them 


the confidence to build great careers. Like all 


young recruits, many care leavers bring energy, 


enthusiasm, a fresh perspective, a determination 


to achieve and technological know-how. 


Because of their experiences, many care leavers 


also develop a strong sense of resilience and 


independence, along with good problem solving 


skills and maturity beyond that of many of their 


peers. As an employer it’s important to focus on 


the strengths and attributes that care leavers 


bring – by doing so your business will benefit 


from employees who offer fresh new talent, 


energy and a range of skills.


Who is a care leaver?


A care leaver is someone who has previously 


been in local authority care for 13 weeks from 


the age of 14 and is over 16 years old. There are 


around 70,000 children in care at any one time, 


which is around 0.6% of all children. Every year, 


around 10,000 16-18 year olds leave foster or 


residential care in England. Many young people 


leaving care face serious disadvantage in their 


lives, compared to their peers. Care leavers 


are one of the most marginalised and socially 


excluded groups in society.


Evidence shows that young people who have 


been in care do not have the same life chances 


as other young people. Frequent moves, 


instability and lack of positive role models can 


prevent young people in care from developing 


skills that are important in their transition to 


adulthood and independent living. Without 


parental support, this can be a lonely and 


frightening process when a young person 


suddenly needs to learn how to:


Care leavers are young people who have been looked after by the state, some 


for all of their childhood, and have subsequently left the care system or are in the 


process of doing so. Whilst some young people have excellent experiences of the 


care system and receive consistent and effective support, far too many do not, and, 


as a result, face difficulties and disadvantage throughout their lives.
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q Manage a home, including cooking  


and cleaning


q Budget and manage finances


q Understand benefits and entitlements


q Make decisions about their future


q Apply for courses or jobs


q Look after their own health and wellbeing


q Travel independently


q Manage relationships


These can all impact on a care leaver’s ability 


to gain good qualifications at school, move 


on to further and higher education, gain an 


apprenticeship or secure stable employment.


By offering care leavers the opportunity 


to improve their employability, gain work 


experience and potentially find a job, you will be 


giving them the stability, focus and aspirations 


they need to achieve in training and work. This 


guide will help you to offer this support.
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WHY EMPLOYERS SHOULD  
SUPPORT CARE LEAVERS


1. It makes good business sense
In England, over 10,000 16 to 18 year olds leave 


care every year – these are your customers and 


potential customers. Providing good support 


to care leavers will improve your public profile 


and enable you to empathise and engage 


with a section of your customer base, while 


simultaneously helping these employees to be 


productive, confident and happy in their jobs.


2. It makes good use of the 
Apprenticeship Levy 


The Government has a target of 3 million 


apprenticeship starts in England by 2020. From 


April 2017, all large employers in England 


are required to pay the Apprenticeship Levy. 


Money paid by employers is held in a digital 


account that they can they use to recruit and 


train apprentices. Recruiting care leavers as 


apprentices is a great way for you to use your 


levy funding to bring new talent into your 


organisation. Alongside this, the government 


has set public sector bodies, such as local 


councils, hospitals and the civil service a target 


of employing at least 2.3% of their workforce 


as apprentices. This is a good opportunity for 


public sector employers to join up with local 


authorities and fulfil their corporate parenting 


responsibilities towards care leavers.


3. You could receive financial support 
from the government


Employers who recruit a care leaver up to the 


age of 24 as an apprentice receive a £1,000 


payment from the government. In addition, 


organisations with fewer than 50 employees will 


not have to contribute towards the training costs 


of these young people - the government will pay 


100% of their training fees. For more information 


go to gov.uk and search for “Apprenticeship 


Funding”.


4. It improves support for  
other employees 


Many of the suggestions we make in this guide 


will be transferable to other employees. As an 


employer, you may not always know about the 


backgrounds of your staff and the challenges 


that employees face in their wider lives. By 


putting good support in place for care leavers 


you will be creating a working environment and 


culture that encourages other employees to 


access support. These changes can therefore 


have a wider benefit for all your staff.


 


Here are just some of the reasons why you, as an employer, should support care 


leavers to gain, stay and progress in work.
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5. It helps to create a  
diverse workforce


Care leavers have great potential as employees, 


but can sometimes be overlooked because 


they may not have characteristics which reflect 


their potential. This is because they have not 


benefited from the parental support which is 


important in equipping most young people 


with the skills and confidence to submit good 


job applications, prepare well for interviews 


and consider issues of travel, punctuality and 


appropriate and smart appearance. Providing a 


small amount of advice and support can help 


these young people become dedicated and 


confident employees and increase the diversity 


of your workforce.


6. It can make a huge difference  
to young people’s lives


Many young people who have grown up in care 


have been seriously let down. A good learning 


or working experience at an early age will 


help care leavers to overcome the difficulties 


and challenges they have experienced and 


help them on their way to a happy, successful 


and independent adult life. It can provide 


opportunities to:


q Earn money


q Learn new skills


q Build confidence


q Get used to a working environment


q Understand the jobs and sectors in which they 


might work


q Take control of their lives and their futures
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APPRENTICESHIPS FOR CARE LEAVERS


Apprenticeships are a great way for you to bring 


new talent into your organisation and train your 


team with the skills they need to help your 


business succeed.


An apprenticeship combines practical training 


in a job with study. Apprentices earn while they 


learn the skills needed for your business and 


receive on-the-job training from supervisors and 


other staff. They will also participate in off-the-


job training at a learning centre to help them 


gain additional skills for the world of work as well 


as further knowledge and understanding of their 


job. Apprenticeships last for between one and 


four years and cover 1,500 job roles available in 


all sorts of trades like construction, catering and 


health care.  


If you are a small employer, you would normally 


have to co-invest 10% of the training costs for 


an apprentice aged 19 or over. However, if 


you recruit a care leaver aged 24 or under as 


an apprentice then the government will cover 


100% of their training fees, and you will get an 


additional payment of £1,000. An apprenticeship 


can therefore be a cost-effective way of 


supporting care leavers into employment. 


If your organisation pays the Apprenticeship Levy 


then offering an apprenticeship for care leavers 


is a good investment of your levy funding, 


which should help to bring new talent into your 


organisation. You will also be able to claim an 


additional £1,000 for training a care leaver if they 


are aged 16 to 24.


Some organisations work with employers to offer 


apprenticeships specifically for care leavers. 


For example, Catch22 offers intermediate and 


advanced apprenticeships in business admin, 


sales and customer service. They tailor their 


programmes to the needs of young people, 


including care leavers, and ensure they have the 


support to succeed as an apprentice. Find out 


more at: www.catch-22.org.uk/apprenticeships


For more information on apprenticeships, 


visit the government’s official website on 


apprenticeships and traineeships at  


www.getingofar.gov.uk.


For information on funding for apprenticeships, 


visit www.gov.uk and search for “Apprenticeship 


Funding”.


Apprenticeships are a great way for you to bring new talent into your organisation 


and train your team with the skills they need to help your business succeed.


Case study: Robin


Taking part in an apprenticeship is the best 
thing I’ve ever done. My apprenticeship 
with the local authority’s Children’s Services 
department allows me to experience lots of 
different roles that work with children. For 
example, I work in both the Direct Service 
team and the School Governors team. 
Because of this, I’ve been able to try out lots 
of different jobs and gain a much better idea 
of the career I want in the future. Being an 
apprentice has also given me the chance 
to gain a qualification while I work and I can 
use what I learn at college in my workplace 
and everyday life. I’m hoping to move onto 
a Level 3 apprenticeship next year and 


continue my learning journey.



http://www.catch-22.org.uk/apprenticeships 

http://www.getingofar.gov.uk.
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HINTS AND TIPS FOR PROVIDING 
OPPORTUNITIES AND SUPPORT TO  
CARE LEAVERS 


These suggestions are exactly that, and you 


can pick and choose the ones which suit your 


workplace. You don’t have to put all of this in 


place to support a care leaver, and not all of 


these tips are appropriate for every employer. 


Pre-employment


Some care leavers may not feel prepared to 


move into formal education or employment 


quite yet. They may feel they want to develop 


new skills or build their confidence to help them 


with that transition. 


As an employer, you can offer opportunities 


which allow care leavers to prepare for the world 


of work. This could be as simple as offering work 


experience or job shadowing opportunities, or 


you could go down the route of a traineeship or 


supported internship. 


This section gives some hints and tips for employers to support care leavers at 


each stage of their employment: pre-employment, recruitment and selection, 


ongoing support and progression.
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1 Social Mobility Commission (2016) State of the Nation 2016: Social Mobility in Great Britain


Work experience


The Social Mobility Commission reports that 


disadvantaged young people can benefit 


the most from work experience, but are the 


least likely to receive these opportunities1. 


Care leavers are likely to have even fewer 


opportunities than their peers, whose parents 


and families can open doors to the world of 


work by utilising their networks, offering work 


experience and helping them to build soft skills.


As an employer, you can offer work experience 


to help care leavers develop their skills, have 


something to include on their CV and make 


informed choices about their future careers. 


This is a low-cost, low-risk way of providing care 


leavers with a valuable experience of work (see 


below). You could offer a work placement as part 


of a traineeship.
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Case study: Richele


Halfway through my A-levels I was moved 
out of my children’s home. The pressure 
and responsibility of living independently 
at such a young age was overwhelming 
and had a negative impact on my learning. 
This meant my A-level grades were not 
particularly good. You need to have strong 
A-level grades to be able to apply for 
most graduate roles, especially in law, so 
even with my first class degree and all of 
my legal work experience behind me, I 
struggled to find a placement.


Thankfully, the law firm that I am now 
working for run a Legal Access Scheme 


which the firm put in place to offer work 
experience placements to students from 
‘less conventional backgrounds’, who are 
able to demonstrate strong potential. 


Under the scheme, the firm was willing to 
waive its normal academic A-level criteria, 
due to my university and work experience 
achievements, as well as my determination 
to stay in education despite an extremely 
difficult time in my life. My work placement 
performance impressed everyone at the 
firm, so I was offered my current role as a 


trainee solicitor.
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Job shadowing


Job shadowing can offer care leavers the 


opportunity to understand some of the 


different careers they could pursue and what 


each of these involves on a day-to-day basis. 


It also helps them to experience a workplace 


environment. This could be part of a work 


experience placement or an entirely separate 


activity you offer to care leavers.


Taking your expertise to  
a care leaver 


Organisations such as charities, schools and 


colleges put on events for care leavers (and 


other young people) on a regular basis. You 


could get involved in these and offer your 


expertise to young people; it’s a good way to 


promote your business at the same time as 


helping care leavers to get a realistic idea of the 


world of work. Some examples of events are:


HR speed dating


Interview care leavers for a few minutes and 


then give them feedback. Care leavers will move 


around the room so you get to interview multiple 


people. One organisation which offers this type 


of event with care leavers is Drive Forward  


(www.driveforwardfoundation.com).


Talks and presentations


You could offer to host a talk for care leavers 


about your profession and the routes into it. You 


could approach care leaver charities, schools, 


colleges or universities to see if this is something 


that they could help organise.


Visits and tours of your workplace


You could host a visit to your workplace for a 


group of care leavers. This could give them the 


opportunity to speak to employees in a number 


of different roles and see how your organisation 


works on a day-to-day basis. Again, care leaver 


charities, schools, colleges or universities could 


help you organise this activity.


Traineeships


Traineeships are an education and training 


programme with work experience. They last 


between six weeks and six months and are 


focused on helping young people aged 16-


24 to prepare for an apprenticeship or other 


employment. 


A traineeship gives a young person:


q work preparation training, to help ensure they 


are ready and have confidence to take their 


first step into a career;


q English and maths support, to ensure 


they have the skills that are needed in the 


workplace; and


q a work experience placement, providing them 


with valuable insight and real experience of 


the world of work.


Trainees are unpaid, but you would be expected 


to cover their costs (e.g. travel and lunch). If 


you’re interested in offering traineeships to 


young people, a training provider will work 


closely with you to deliver the work preparation 


and English and maths elements of the 


programme, often before the young person 


progresses onto their work placement with you. 


However, you could provide input into their work 


preparation training, to ensure that they gain the 







13


right knowledge and skills for your workplace.


For more information on traineeships, visit  


www.getingofar.gov.uk. 


Case study: Harvey


Harvey participated in Hampshire County 
Council’s traineeship which is targeted 
specifically at care leavers. The qualification 
units on the programme helped Harvey to 
develop his self-esteem and demonstrate 
his skills. His work placement with 
Hampshire Transport Management (HTM) 
also gave him the opportunity to experience 
working life in a mechanics setting and 
he received very good feedback from 
his placement manager. As a result of 
his traineeship, Harvey has gained an 
apprenticeship with HTM, where he will 
continue to work towards his goals and 


achieve his English and maths qualifications.


Supported internships


Supported internships are a study programme 


based primarily with an employer. They enable 


young people aged 16-24 with a statement of 


Special Education Needs, a Learning Difficulty 


Assessment or an Education, Health and Care 


plan to achieve sustainable paid employment 


by equipping them with the skills they need 


for work, through learning in the workplace. 


Because care leavers are four times as likely 


to have a statement of SEN than other young 


people, it is likely that you could offer a care 


leaver the opportunity to be a supported intern 


with your organisation.


Supported internships are unpaid and last for 


a minimum of six months. Wherever possible, 


they support the young person to move into 


paid employment at the end of the programme. 


Alongside their time at the employer, young 


people complete a personalised study 


programme which includes the chance to 


study for relevant substantial qualifications, if 


appropriate, and English and maths. 


For more information go to:  


http://www.preparingforadulthood.org.uk/


what-we-do/supported-internships


Participating in a national  
or local programme


If you want to support care leavers, or are 


approached by a care leaver looking for 


experience, but do not feel able to do this on 


your own, you could work with one of the below 


organisations which offer work preparation 


programmes for this group of young people. 


From Care2Work


This is a national programme managed by 


Catch22 which helps care leavers gain the 


work experience and skills they need to enter 


the workforce. From Care2Work organises 


placements for care leavers and works with 


employers and local authorities to ensure they 


are supported effectively. For more information 


go to: www.catch-22.org.uk/care-leavers. 



http://www.getingofar.gov.uk.

http://www.preparingforadulthood.org.uk/what-we-do/supported-internships

http://www.preparingforadulthood.org.uk/what-we-do/supported-internships

http://www.catch-22.org.uk/care-leavers
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The Prince’s Trust: Get Into programme


This is a UK wide programme which covers 


work experience placements and on the job 


training in specific sectors. These cover retail, 


construction, logistics and hospitality. During the 


programme, care leavers will benefit from one-


to-one support to help them think about what 


they’d like to do after the course finishes, and will 


have the option of support either from the staff 


or a volunteer mentor for up to six months. The 


programme is free and open to 16-25 year olds 


who aren’t in work, education or training.  


For more information go to:  


www.princes-trust.org.uk/help-for-young-


people/get-job/get-experience 


Catch-22: Sector Skills Academies 


Catch-22 provides work experience across a 


range of sectors, including customer service, 


business administration/management, sales, 


hospitality and leisure. They have a lot of 


experience in supporting care leavers to reach 


their goals and get into work, and will always be 


keen to speak to employers who want to offer 


work experience to young people. For more 


information visit:  


www.catch-22.org.uk/work-ready/ 


Catch-22: Work Ready Programme


Catch-22 also offer a “Work Ready Programme” 


- a UK wide programme which offers support 


with CV preparation, intensive job searches 


and interview preparation. It also provides 


training focused on developing skills for specific 


occupational roles, coaching and ongoing 


support. The programme is free and is open 


to 16-24 year olds. For more information go to: 


www.catch-22.org.uk/work-experience 


Local provision 


Individual councils also run programmes to help 


young people, including care leavers, into work. 


This may be delivered in house by the leaving 


care service or other parts of the council, or by 


other services such as local charities. Contact 


your local authority to find out what is available 


in your area.


Case study: Barnardo’s Work 
Preparation Programme


Barnardo’s runs Lincolnshire County 
Council’s leaving care service and has 
developed a Work Preparation Programme 
for care leavers aged 16-21. The programme 
is tailor-made to meet each care leaver’s 
needs with intensive support provided 
throughout. Each young person has a one-
to-one meeting with the course coordinator 
to assess their level of commitment, 
expectations and interests in relation to 
work. They then participate in a two-day 
course to help them think about the skills 
and knowledge needed to be the ‘perfect 
employee’. Following this, care leavers 
have the opportunity to undertake a 13-
week placement with a suitable employer. 
All employers are provided with clear 
guidance on roles and responsibilities 
and advice on any training needs. At the 
end of the programme, employers may 
offer the young person an employment 
opportunity or provide a reference for 
future job applications. Young people can 
also progress onto Barnardo’s Care Leaver 


Apprenticeship Scheme (CLAS).



http://www.princes-trust.org.uk/help-for-young-people/get-job/get-experience 

http://www.princes-trust.org.uk/help-for-young-people/get-job/get-experience 

http://www.catch-22.org.uk/work-ready/ 

http://www.catch-22.org.uk/work-experience 





15


Jobcentre Plus initiatives


Jobcentre Plus also has a number of initiatives 


which you could get involved in or signpost care 


leavers to:


Jobcentre Plus Supported Voluntary 
Work Experience Placement


If a care leaver is 16 to 24 and receiving 


Jobseeker’s Allowance, they can get a work 


experience opportunity through Jobcentre Plus. 


This can last between two and eight weeks, and 


the young person would normally be expected 


to work between 25 and 30 hours a week to 


provide a realistic experience of work.


They will remain on benefit throughout 


the opportunity providing they meet the 


requirements of their benefits. Funding is 


available to cover travel, childcare, replacement 


care and other costs involved in doing the 


placement.


Jobcentre Plus Work Trials


This is a trial period in an actual job – it is not 


a work placement or work experience. A work 


trial provides the chance to try out a job and 


keep getting benefits. The trial can last up to 


a maximum of 30 working days and you might 


offer the young person a job at the end.


This is a great way of finding out whether 


a young person is suitable for a job in your 


organisation. Care leavers can undertake a work 


trial from day one of their Jobseeker’s Allowance 


claim, so you could offer them this opportunity 


straight away. Explain that their participation is 


voluntary and they can leave early or turn down 


a job if offered without affecting their benefits.


Youth Obligation


From April 2017, the “Youth Obligation” will be 


introduced for all young people aged 18 to 21 


who are unemployed. If a care leaver is in this 


age range, this means that:


q From ‘Day 1’ of their claim, they may


 participate in a three-week Intensive Activity 


Period of support, learning job- search and 


interview techniques, receiving structured 


work preparation and applying for work 


opportunities or work- related training; 


q If they are still claiming benefit after 


six months, and are not in work, on an 


apprenticeship or participating in work- 


related training, they may be required   


to go on a mandatory work placement to give 


them the skills they need to get on in   


work; 


q They will have tailored, flexible support if they 


are already in work but need to increase their 


earnings.


For more information on any of these initiatives, 


contact Jobcentre Plus: www.gov.uk/contact-


jobcentre-plus, call: 0345 6060 234 or visit your 


local Jobcentre Plus office.



http://www.gov.uk/contact-jobcentre-plus,

http://www.gov.uk/contact-jobcentre-plus,
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Case study: Squire Patton Boggs 
Law Firm


Squire Patton Boggs Law Firm and Drive 
Forward Foundation partnered in 2015 
under the Movement to Work programme, 
propelled by a shared belief in helping 
young people achieve their career 
ambitions. Since their first meeting, the law 
firm have placed eight care leavers into 
fantastic work placements across their 
reception, maintenance, administration 
and legal departments. Two paid job 
offers were made, and one young person 
is now working full-time in Business 
Development at the firm. Informal careers 
advice meetings between lawyers and 
young people have taken place, providing 
care leavers with insight into the law sector. 
Professionals from the law firm have also 
volunteered for Drive Forward’s HR Speed 
Dating event. Squire Patton Boggs and Drive 
Forward are currently looking at other ways 
they can work together in the future and the 
firm have confirmed that a legal shadowing 
placement for a care leaver will be offered 


in the next year.


Recruitment and selection


For a care leaver, the process of applying for a 


job may be very different from that of a young 


person who has not lived in care. While individual 


lives and circumstances vary, some care leavers 


will not have had the parental and authoritative 


advice, support and guidance that many young 


people take for granted and which help them 


to submit good job applications, prepare well 


for interviews and consider issues of travel, 


punctuality and appropriate dress. 


The following tips will help you put good support 


in place for care leavers when advertising and 


interviewing for any job vacancies.


Advertising


You may not know whether an applicant is a care 


leaver – many will be reluctant to declare their 


experiences of care as they will be unsure how 


employers will react to this information. This can 


make it difficult to put additional support in place 


for care leavers during the recruitment and 


selection process.


To overcome this, you could guarantee 


interviews to any care leavers who apply. This 


could encourage young people to identify 


themselves as a care leaver, and will mean that 


they get valuable experience of participating in 


an interview, whether or not you offer them a job.


You should make it clear in your recruitment 


materials that you welcome applications from 


people from all backgrounds, including those 


who have previously been in care. You should 


also provide information on how applicants 


can declare information that may be relevant 


to the recruitment process – this could include 


disabilities or caring responsibilities, as well as 


experience of being in care. 


When advertising a vacancy, as well as the usual 


routes (newspapers, your website, etc.) consider 


publicising the vacancy via:


q Any local organisations that work with care   


leavers


q ‘Care Leavers’ or ‘Looked After Children’ teams 


within your local authority
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q Local colleges


q Social networking sites (while it can be useful 


to advertise vacancies this way, it is not 


advisable to take applications via this route). 


Rees: The Care Leavers Foundation has 
a page on its website for organisations to 
advertise opportunities for care leavers. 
This could be anything from an open day 
or talk about your profession, to a full-time 
permanent job. For more information, visit: 
www.reesfoundation.org/our-services/
opportunities


Interviewing


When interviewing young people, and care 


leavers specifically, having a relatively informal 


and semi-structured approach to the interview 


is advisable. Consider using a variety of interview 


techniques, such as question and answer, role 


play, presentation, tasks and exercises, to vary 


the format and to ensure people with different 


learning styles can take part and are provided 


with the opportunity to showcase their strengths.


It is also possible to put into place some 


additional support for all applicants that will offer 


enhanced support at the interviewing stage of 


the recruitment process. This will ensure that 


care leavers are given extra support to put them 


on a level playing field with other applicants. This 


support could include:


q Offering those who have been asked to an 


interview pre-interview support, such as 


details of what the interview will entail so they 


can prepare successfully.


q Letting all applicants know what is expected 


of them in terms of dress and presentation. 


q Offering applicants the opportunity for an 


informal visit to the organisation, accompanied 


by someone supporting them. 


q Providing a named contact for questions or 


concerns prior to the interview.


q Giving people a phone call before the 


interview or their first day to say you are 


looking forward to seeing them and to check 


they know where they are going. Some 


people may not turn up due to fear, but an 


encouraging phone call can work wonders. 


If you are in contact with a support worker 


who is working with a young person selected 


for interview, it might be worth suggesting to 


them that they help the young person prepare, 


by thinking about what interview questions 


might be asked, considering their answers and 


practising a mock interview. 


A greater awareness of the likely circumstances 


of care leavers will ensure that you are better 


able to understand their needs throughout the 


recruitment process. For example, if someone is 


not as well presented as you would expect, do 


not assume this signifies apathy towards the job 


- they may be living alone on a low income and/


or may not have parental guidance to ensure 


they are smartly and appropriately presented.



http://www.reesfoundation.org/our-services/opportunities

http://www.reesfoundation.org/our-services/opportunities





Case study: Mohammad


When I first moved into my own flat, I wasn’t 
very happy because it was in a really run 
down area. I didn’t have much money and 
wanted to find a good job. I still met up 
occasionally with my Personal Adviser who 
suggested I apply for a job with a local 
business she worked with. They guaranteed 
me an interview because I was a care 
leaver, but I still put a lot of effort into my 
application. My PA helped me practise for 
the interview and think about the questions 
they could ask me. The business’s HR 
Manager also gave me some information 
about how to get to their office and what 
I would be asked to do for the interview, 
which really helped. I was really nervous on 
the day but the people who interviewed me 
were very friendly and reassuring. I must’ve 
made a good impression too as they offered 


me the job on the same day!


Ongoing support


Young people have a range of different attitudes 


and needs in relation to learning and work. Staff 


who provide support to care leavers have a key 


role to play in enabling them to be a productive 


and dedicated employee. The following hints 


and tips are aimed at line managers and 


supervisors of care leavers to help you make the 


most of their talents and skills.


1. Provide support for care leavers  
to understand their role


This is likely to be the young person’s first 


experience of employment and so they might 


need some additional support to understand 


their role and the expectations of them in the 


workplace. 


Some care leavers will have had sporadic and 


often negative experiences of schooling, so 


they may not have learned key skills such as 


timekeeping and meeting deadlines. Try to 


bear this in mind and make your expectations of 


them very clear as soon as they start with your 


organisation.


A care leaver may need enhanced support to:


q Understand their job description, their role   


and how to complete their work effectively;


q Understand precisely what is expected of   


them as an employee; and


q Feel they are valued and part of a wider team.


2. Make sure care leavers feel  
listened to and valued


The feeling of being listened to and valued 


can have a positive effect on a young person’s 


self-esteem and confidence - which many 


care leavers lack. For many care leavers, 


being supported by their manager offers an 


opportunity to form an attachment, based on 


trust, to an adult, which creates a space in 


which the young person can grow and develop. 


For some care leavers, such attachments 


will have been few and far between. But it is 


these attachments that are so important in 


empowering a young person to take control of 


their life, fostering a sense of self-worth and 


moving forwards in a positive way. 
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Supporting care leavers will require a specific, 


tailored and understanding approach:


q Be on a level with the young person. A 


friendly relationship in which you take an 


interest in the young person, get to know them 


and empathise with them can be crucial in 


building a productive and trusting relationship.


q Give clear directions and instructions and 


offer appropriate support. The young people 


you are working with may initially need you to 


work with them to show them how to do things 


- don’t just leave them on their own to get on 


with it. Provide an appropriate level of support, 


whilst ensuring that they feel empowered 


and supported to get things done, make their 


own decisions and recognise the small steps 


of achievement that they make. Focus on the 


strengths and the positive attributes that the 


young person has. Many young people will 


bring energy, enthusiasm, a fresh perspective, 


a dedication to achieve and technological 


know-how to their future careers. Celebrate 


and use these strengths and focus on how 


they can enhance their skills further.


q Set goals. Work with the young person to help 


them set goals and outcomes for themselves 


and work out the steps they need to take to 


achieve them. Don’t just live in the here and 


now - help the young person start to think 


about their longer term goals and how they 


might reach them. 


q Be positive. Identify the young person’s 


potential, tell them what you see as their 


strengths, and give them praise and feedback 


for positive achievements.


q Be appropriately challenging. Part of your 


role is to enable the young person to develop 


by taking on new challenges. Don’t be afraid 


to challenge negative or disruptive behaviour, 


or to guide them in terms of appropriate 


behaviour. If you need to pass on negative 


feedback do this in a non-judgemental and 


non-confrontational way, help the young 


person work out how to address issues and 


ask them how you can support them in this.


3. Talk them through any  
information you provide


Ensure they are kept well informed of their rights 


and entitlements related to joining pension 


schemes and unions, accessing childcare 


schemes, undertaking flexible working, etc. Be 


aware that, unlike other young people, they 


may not have parents or carers with whom they 


can discuss issues, seek guidance, and make 


decisions. This can be a lonely and difficult 


position. Support the young person by not just 


providing information but offering to talk them 


through it to help them make an informed 


decision.


4. Provide holistic support and  
put their actions in context


Don’t forget that care leavers may need some 


support about things other than the job role 


- make sure they know what they can do and 


where they can go at lunchtime. Check they are 


able to travel to work. 
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If they don’t turn up at work and don’t phone in, 


try to find out why. Don’t just assume the worst 


and discipline them. They may be extremely 


worried about something at work - but rather 


than discuss it, they avoid it. They may be 


going through a very difficult time with their 


mental health, contact from family members, 


or moving out to live independently. Don’t jump 


to conclusions, but take the time to find out the 


situation and see if you can help rectify it.


However, you also need to make it clear that the 


young person is an employee and that there are 


certain expectations of them in the workplace. 


Although you should be supportive and try to 


find out the reasons behind any unexplained 


absences or negative behaviour, you also need 


to ensure that these are addressed and support 


is put in place to reduce the likelihood of them 


happening again. If you do not manage the 


young person effectively, then they will have 


little chance of becoming a good employee, may 


not perform their role to the required standard 


and they may come away with a negative 


experience of work. 


Finally, at the risk of stating the obvious, don’t 


ask them about their personal circumstances 


or history of being in care. They may choose to 


bring it up themselves, but you should never 


broach the subject with them yourself. 


Case study: Jemima


When I finished my admin course at college 
I decided that I didn’t want to do more 
education – I wanted to earn some money 
and gain some experience in a real job. 
My Personal Adviser helped me to start 
looking and applying for work, and I soon 
got a job as an admin assistant with a local 
estate agents. I was really nervous the day 
before I started but I didn’t need to be – 
everyone is really supportive and helpful. I 
can be honest with my manager and trust 
her to keep my personal life private. I work 
in a very target driven business so I need 
to let them know if I’m going to be late, 
but they’re very understanding if I need to 
take time off at short notice – as long as it 
doesn’t happen too often! The support I get 
at work makes a massive difference to me. 
It means I can manage what’s happening at 


home with a job that I really enjoy.


Progression


A key role of any manager is to help your 


employee develop. Many care leavers have low 


aspirations in relation to education, training and 


employment. Care leavers may find it difficult to 


think of themselves as having a career that they 


can progress through if they have had disjointed 


experiences of education. Young people are also 


more likely than older people to only think about 


their short-term futures, rather than considering 


their long-term trajectories.
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You can play a vital role in supporting a care 


leaver in the first stages of their career path and 


helping them grow on the job. You can help the 


young person to view themselves as being in the 


early stages of their career journey, so they do 


not come to see their job as an isolated activity, 


but instead as the first rung of the ladder of their 


career and as part of a greater journey. There are 


lots of ways you can do this:


q Emphasise to the young people you support 


that having a job is the first and best step they 


can take towards having a better job. Though 


they may not be earning very much at first, 


they will be gaining valuable experience and 


confidence in their work which will make them 


more attractive to future employers. 


q Help the young person to consider what  


they may want their long-term career to 


look like and what they might need to do to 


achieve this. 


q Make sure they are not left with just menial 


tasks, but instead are given appropriately 


challenging work that enables them to 


develop new skills and try new things. Help 


them to learn how they personally learn and 


grow in skills so that they can reflect on these 


skills and apply them in other settings. 


q Be proactive in seeking out tailored 


opportunities for formal and informal 


training for them, such as opportunities for 


shadowing more experienced colleagues, or 


opportunities to develop or improve skills in 


particular areas where an individual need has 


been identified. 


q If your team or organisation has carried out 


a Training Needs Analysis, see if you can 


support your care leaver to develop skills 


identified as a need for the workplace. 


Liaise with the young person and human 


resources staff to identify suitable training and 


development needs and opportunities. Doing 


this will have the added effect of making 


the young person feel valued as part of the 


organisation.


q Keep records of the young person’s goals, 


actions and training activities to help them see 


how they have progressed.
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Barnardo’s
A charity working to support children, young 
people and the organisations working with them.


Web: www.barnardos.org.uk


Become
Information and support for young people living 
in care and the professionals supporting them. 


Web: www.becomecharity.org.uk


Care Leavers’ Association
The Care Leavers’ Association is a national 
charity and network which offers information and 
advice, runs projects and campaigns on behalf of 
care leavers of all ages. 


Web: www.careleavers.com


Catch22
Catch22 offer a range of employability and 
training programmes tailored to the needs of 
disadvantaged young people, including care 
leavers, and employers.


Web: www.catch-22.org.uk


Get in Go far
The government’s official website on 
apprenticeships and traineeships. It provides lots 
of information about these programmes and lets 
you search for apprenticeships and traineeships 
online.


Web: www.getingofar.gov.uk


GOV.UK
A government website providing information 
about a range of public services, including 
education and employment, money, tax and 
benefits, and health and well-being. 


Web: www.gov.uk


Jobcentre Plus
Jobcentre Plus supports people into work and 
has lots of different initiatives for employers 
and people looking for jobs. They also provide 
information and advice about claiming benefits.


Web: www.gov.uk/contact-jobcentre-plus


Tel: 0800 055 6688


National Apprenticeship Service
This website has lots of information about 
apprenticeships and traineeships including 
frequently asked questions.


Web: www.apprenticeships.org.uk


Tel: 08000 150 600


Prince’s Trust
The Prince’s Trust runs programmes for young 
people aged 14-30, including young people in 
care and care leavers, to help people move into 
work, education or training.


Web: www.princes-trust.org.uk


Tel: 0800 842 842


See Potential
A government-led campaign which aims to help 
businesses fill skills gaps and diversify their 
workforces by hiring people from disadvantaged 
groups, including care leavers.


Web: https://seepotential.campaign.gov.uk


Tel: 0800 842 842


Skills Support for Care Leavers
A website with lots of information on learning 
and work options for care leavers and the 
support they should receive in education and 
employment.


Web: www.skillssupport.org.uk


USEFUL WEBSITES AND RESOURCES


The following pages have information on care leavers, which you  


might find useful to read. 
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Introduction  


Young apprentices can be some of the most dedicated  
workers, bringing fresh perspectives and new skill sets into 
the workforce. They provide opportunities for employers to 
‘grow their own’ and develop a crucial talent pipeline for 
businesses. 


It is important to remember that young people may not have had a formal job  
before and may need some additional support to settle in to the workplace and  
reach their potential.  


This guide aims to help employers of all sizes and sectors provide effective support 
for apprentices aged 16 to 24. It outlines steps employers can take to make their 
recruitment practices accessible for young people, gives examples of on-the-job 
support for young apprentices in the workplace, and provides information on  
sources of additional funding which employers can use to support young  
apprentices. 


Who was this guide created by? 
This guide was developed by Learning and Work Institute (L&W)1 on behalf of the 
Department for Education. 


L&W is an independent policy and research organisation dedicated to lifelong 
learning, full employment and inclusion. For more information about L&W’s work on 
apprenticeships, please contact Emily Jones at Emily.Jones@learningandwork.org.uk. 


L&W would like to thank colleagues from the British Chambers of Commerce and 
Business in the Community who took the time to review and provide feedback on 
this guide.


1  www.learningandwork.org.uk 


2 3
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The benefits of employing 
young apprentices 


Employers across different sectors report that hiring young 
apprentices benefits their businesses in a number of ways.  


An opportunity to ‘grow your own’
Young apprentices are often new to the 
workplace, and this gives you a chance 
to instil your company’s culture from 
the start. This can help the apprentice 
to quickly integrate into your way 
of working and gain the skills and 
behaviours needed to progress within the 
company.


“If they come fresh and they haven’t 
worked anywhere else, you’re teaching 
them your way right from day one, 
and that’s why they progress so well 
here, because they just become very, 
very important to us.” (Small employer, 
jewellery retail sector)


In addition, it may be easier to train an 
apprentice who has not picked up ‘bad 
habits’ elsewhere. 


“They are easily mouldable – because 
they haven’t picked up bad habits 
from other places… They’re people we 
can train up ourselves. Bringing new 
blood in really.” (Large employer, local 
authority) 


In return for investing in their skills, 
research2 has found that ‘home grown’ 
young apprentices tend to be loyal and 
are likely to stay on with their employer. 
As a result, you may find that young 


apprentices progress through roles within 
your company. Over time, this saves 
costs on recruitment and ensures skills 
are kept within your workforce. It also 
provides you with young role models for 
prospective apprenticeship candidates, 
aiding recruitment and helping to raise 
the profile of your business.


“We can just see the benefits of taking 
on younger apprentices and training 
them up because they genuinely 
stay on with the company.” (Small 
employer, information technology 
sector) 


Bringing new skills and fresh 
perspectives to the workplace
Young apprentices may bring with them 
new skills and experiences which are 
missing from your workforce. This can 
enable them to offer fresh perspectives 
on your business and suggest more 
efficient and effective ways of delivering 
work. 


“We have one apprentice that works 
with our finance team who looked 
at something and said, “Why are you 
doing it this way? If you did it this 
way…” I think he saved a day’s work 
a week by changing a few systems.” 
(Large employer, local authority)


2 CIPD (2012) The Business Case for Employer Investment in Young People. London.
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Many employers also use apprenticeships 
as a way of upskilling young people 
to meet their current and future skills 
needs. This can be particularly helpful for 
employers with an ageing workforce and 
those who require bespoke or specialist 
skills which may not be covered by a 
standard college course.


“For us, the benefits are we get bright, 
young things that are motivated and 
keen to learn, and the business really 
likes that. It brings a new dynamic, 
and perspective, and energy into 
the business, which is great.” (Large 
employer, optical retail sector) 


Helping existing staff to develop  
new skills and experience
Mentoring or line managing a young 
person can provide opportunities for 
your staff to develop new skills and 
competencies at work3. While young 
apprentices can initially be labour-
intensive, your staff will likely find the 
process of supporting a young apprentice 
to ‘come into their own’ rewarding.
 
Any mentoring or shadowing that 
takes place in addition to the usual 
working week can be counted towards 
the apprentice’s required 20% off the 


job training. You can find out more by 
searching for ‘off the job training’ on  
gov.uk4.


You will not be alone in training your 
apprentices – you will work in partnership 
with your training provider in order to 
meet the needs of your apprentices.
 
Making a difference to young  
people’s lives
Recruiting a young apprentice can help 
them get on the first step of their career 
ladder and shape their future for years to 
come. You can help them gain the skills, 
experience and behaviours that they need 
to be a success in their chosen career, 
while boosting their confidence and 
independence. 


“Taking part in an apprenticeship is the 
best thing I’ve ever done... I’ve been 
able to try out lots of different jobs 
and gain a much better idea of the 
career I want in the future… When I 
first started I had little to no confidence 
but now I feel that my confidence 
has grown. I’m hoping to move onto 
a Level 3 apprenticeship next year 
and continue my learning journey.” 
(Apprentice) 


3 L&W and Fair Train (2018) Work placements: a call for evidence. Department for Education.
4 https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/621565/OTJ_training_guidance.pdf 
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Financial support for  
recruiting young apprentices


While recruiting a young apprentice can bring a range of 
benefits to your company, there may be additional costs 
involved in supporting them to perform well in their role. 
In recognition of this, there is funding to help you as an 
employer to better support your young apprentices.


This section provides advice on the 
funding available and how it can be used.
 
£1000 additional funding  
All employers can claim £1000 when they 
employ an apprentice who is:


q aged 16 to 18
q aged 19 to 24 and has previously  


been in care
q aged 19 to 24 and has an education, 


health and care plan (EHCP).
 
You don’t have to use the funding to 
provide specialist support to a young 
apprentice. However, some of the case 
studies in this guide show how employers 
have successfully used the money to 
address their young apprentices’ needs.
  
For more information about eligibility for 
this funding and how it is paid, search for 
‘apprenticeship funding’ on gov.uk5.


No training costs for small employers
If you own a small business (i.e. you 
have fewer than 50 staff members) then 
the government will pay 100% of the 
training costs for an apprentice aged 16 
to 18, or an apprentice aged 19 to 24 


who is a care leaver or has an EHCP. You 
can also still claim the additional £1000 
for recruiting apprentices with these 
characteristics. 


National Insurance savings
All employers are exempt from paying 
employer class 1 National Insurance 
contributions for apprentices under 
the age of 25 on earnings below £827 
a week (or £43,000 per annum). This 
means that employers who have an 
apprentice aged 21 to 24 paid at the 
National Minimum Wage would save 
around £1,500 in National Insurance 
contributions over the course of 
a 12-month apprenticeship. If the 
apprentice is paid the Real Living Wage, 
this saving increases to over £2,000 per 
year. You can find the current National 
Minimum Wage rates at www.gov.uk/
national-minimum-wage-rates.


To be eligible for the exemption, your 
apprentice must be on a government-
approved apprenticeship framework or 
standard. For more information, see the 
guidance on apprenticeship funding in 
England. 


5 https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/730063/Apprenticeship_funding_
policy_in_England_from_August_2018.pdf
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Bursaries for apprentices
In addition to funding for employers, 
bursaries are available to support 
apprentices from disadvantaged 
backgrounds to meet additional costs 
associated with apprenticeships. 
Employers may wish to point their 
apprentices towards these funds.


In 2018, the government launched the 
‘Care Leavers Bursary’ offering £1000 
for care leavers in the first year of an 
apprenticeship. All care leavers who start 
an apprenticeship after August 2018 are 
eligible for this bursary.


Apprentices in financial hardship should 
look into whether their provider has 
independent ‘hardship funds’. Those 
accessing an apprenticeship through a 
further education college can apply for 
‘discretionary learner support’6.


6 https://www.gov.uk/discretionary-learner-support 
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Ways to support young  
apprentices 


This section provides practical advice and examples of 
support that you can put in place for young apprentices in 
your workplace. It covers both the recruitment and in-work 
support of apprentices aged 16 to 24.


You can pick and choose the suggestions 
that suit your workplace. You don’t 
have to put all the examples in place to 
support a young apprentice, and not all 
of these tips are appropriate for every 
employer.


Recruitment and selection
There are a range of steps that you can 
take to ensure that your apprenticeship 
recruitment processes are accessible to 
young people. These include:


q Reviewing job descriptions and 
person specifications to ensure that 
the skills and experience required for 
the role do not unintentionally create 
barriers for young applicants, such as 
length of experience or qualifications 
that are not essential for the role.


q Ensuring any advertisement is 
attractive and accessible for young 
people, for example, using visual 
materials, avoiding ‘jargon’, and 
appealing to young people’s career 
ambitions. Include information about 
progression opportunities. Young 
people search for vacancies that are 
well paid, so you may also want to 
consider paying the full rate for the job 
advertised and not just the apprentice 
rate


‘Our apprenticeship content is visually 
more engaging, we use less narrative, but 
we talk about getting into work, getting 
on at work… and the benefits the 
apprenticeship does to start your career. 
We very much use it as an early career 
stimulus.” (Large employer, retail sector)


q Advertising apprenticeship 
vacancies in a range of places, 
including on Find an Apprenticeship8, 
through your training provider and any 
local employment support agencies or 
projects targeted at young people.


q Working with schools and colleges 
to highlight opportunities in your 
business and sector. This can create 
a pipeline of future talent for your 
company and raise young people’s 
awareness of apprenticeships as a 
viable training and employment route. 


q Working with larger companies 
in your supply chain to identify 
young people who may be a good fit 
for an apprenticeship with a smaller 
firm. Large businesses often have an 
excess of applicants who they have 
interviewed and vetted but cannot take 
on, but who may still make excellent 
apprentices. Larger employers can also 
transfer their surplus apprenticeship 
funding to SMEs to support 
recruitment and training.


 8 www.gov.uk/apply-apprenticeship 
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q Using different recruitment 
methods, rather than just a formal 
interview. You might consider using 
competency-based activities, role plays, 
presentations, tasks and exercises to 
vary the format of your assessment 
processes and ensure that young 
people with different learning styles 
can showcase their strengths.


q Providing applicants with all the 
information they require to do 
a good interview or assessment. 
Remember, these young people may 
never have been interviewed before, 
so be clear about where the interview 
will be, what time they need to arrive, 
what they should wear and what will 
be expected of them. You should also 
provide a named contact for questions 
or concerns prior to the interview. 


q Giving young applicants a courtesy 
call before their interview to say 
you are looking forward to seeing 
them and to check they know where 
they are going. Some people may 
not turn up to an interview because 
they are worried or nervous, but an 
encouraging phone call can help to put 
them at ease.


q Recruiting through apprenticeship 
pathways and entry programmes. 
A different approach to the recruitment 
of young apprentices is to start them 
on an entry programme, rather than 
recruiting directly to an apprenticeship. 
Traineeships, supported internships 
and/or work experience placements 
can be an effective way of supporting 
a young person to develop the skills 
and competencies they need for an 
apprenticeship, while also giving you 
an opportunity to see if they are a 
good fit for your business. 


Traineeships can be a good pre-
apprenticeship option for young people 
who have previously been unemployed, 
or who come from a disadvantaged 
background and may need extra support 
to prepare them for an apprenticeship. 


See the ‘further information and 
resources’ section at the end of this guide 
for more details.


7 https://www.gov.uk/discretionary-learner-support 
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Hampshire County Council: 
Supporting care leavers into 
apprenticeships 
Hampshire County Council are 
a local authority employer, who 
provide their own apprenticeships. 
Hampshire County Council have a 
history of working with and supporting 
care leavers. They have developed 
recruitment practices to ensure 
accessibility for care leavers, including 
using traineeships as a progression 
route into apprenticeships. 


Hampshire County Council have strong 
links with social workers, progression 
coaches and personal advisors, so care 
leavers are often referred to them. 
They also actively target care leavers 
in recruitment – for example, by 
giving talks to care leavers about their 
apprenticeship programmes.


Care leavers are often initially recruited 
to a traineeship programme, which 
acts as a bridge to an apprenticeship. 
A mentor support worker provides 
trainees with enhanced monitoring, 
mentoring and support which is 
tailored to individual needs. This may 
include helping a trainee to manage 
their life outside work – for example, 
budgeting and living independently – 
as well as in-work advice and support.


When care leavers progress onto an 
apprenticeship, their mentor support 
worker works closely with their 
workplace mentor and line manager 
to ensure that support is joined up. 
Once on the apprenticeship, care 


leavers’ additional support is funded 
by the additional payment of £1000, 
and apprentices receive the £1000 
government bursary which contributes 
towards their living costs.


On-the-job support 
Young apprentices are likely to need 
some additional support to perform well 
in their role and reach their full potential.
 
Make sure staff are confident 
supporting a young apprentice
Before a young apprentice starts, make 
sure that you speak to their colleagues to 
check that they are confident in working 
with and supporting a young person in 
the workplace. This not only includes 
their line manager and any supervisors or 
mentors, but also members of their wider 
team who will work alongside them. 


It is important that your staff have 
realistic expectations of the apprentice 
but are also able to set them meaningful 
and challenging work which can help 
them develop skills, confidence and 
experience. Make it clear to your 
managers and employees that you 
want staff to feel comfortable raising 
issues or support needs, that you and 
other managers will take these seriously 
and, where possible, put support 
arrangements in place. This will help all 
staff, not just young apprentices, to feel 
supported and valued in the workplace.


To achieve this, you may want to do 
a quick briefing in a team meeting, or 
have a one-to-one with the apprentice’s 
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line manager and mentor. If your 
apprentice has any specific support needs 
(for example, a learning difficulty or 
experience of being in care), you could 
use some of the £1000 payment to pay 
a specialist organisation to deliver a short 
awareness raising session with your staff.


Portsmouth City Council: Training 
for manager and mentors
In the last year, Portsmouth City 
Council has begun to deliver mentoring 
training for apprentices’ line managers 
and mentors. The training course 
explores the type of support both 
line managers and mentors should 
provide to apprentices, as well as 
explaining the general structure of an 
apprenticeship and the ways in which 
managers should work with providers. 


Mentors and managers are taught 
that they may need to ‘read between 
the lines’, particularly with young 
apprentices. For example, if an 
apprentice who is usually punctual is 
late for work, there may be an issue in 
their personal life – rather than being 
accusatory, mentors and managers 
should ask questions to find out if the 
apprentice needs additional support. 


The course also provides managers 
with an overview of the structure of 
an apprenticeship and emphasises 
the manager’s role in communicating 
with the provider. Portsmouth City 
Council has found that apprenticeships 
are most successful when managers 
have direct communication with the 
provider, rather than communicating 
via their Apprenticeship Officer. 


Overall, the training has cost 
Portsmouth approximately £2,500 for 
four half-day workshops with 15 staff 
in each workshop. The cost is covered 
by the additional payment of £1,000 
for young apprentices, and additional 
costs covered by NI contribution 
savings. The Apprenticeship Officer 
emphasises that this cost is small 
compared to the number of manager 
and mentors reached and the high 
return on investment when young 
apprentices are properly managed and 
mentored. 


Portsmouth have added to that their 
own learning and development officers 
are working with the trainer to begin 
to deliver this in house - so in the 
future there will be no additional costs 
to training manager and mentors.


Work with the young person and 
their training provider to identify and 
address support needs 
You should work with the young 
apprentice and their training provider to 
identify their support needs and address 
these in your workplace. This will ensure 
that support is tailored and effective, and 
that you do not unintentionally force help 
onto a young person who does not want 
or need it. 


Prior to a young apprentice starting, you 
can speak to their training provider to 
find out if they have any specific support 
needs and how these can be addressed. 
The training provider should conduct 
a thorough assessment of each young 
person’s needs and skills, so they will be 
able to advise on the types of support 
that you can put in place before they 
start at your company.







You should also speak to the young 
person to find out what support they 
would (and would not) find helpful in 
the workplace. You can explore this in 
their induction initially, but it should 
also be part of an ongoing conversation 
through supervision, mentoring and line 
management meetings.


Fujitsu: Effective monitoring
Fujitsu is an information and 
communication technology company. 
They offer a range of apprenticeships, 
from Level 3 upwards, primarily in 
Manchester, Telford and Bracknell.
To monitor an apprentice’s progress, 
Fujitsu holds quarterly calls with their 
training providers and receives monthly 
reports highlighting the apprentice’s 
progress and any issues or concerns. 
This frequent communication ensures 
that any issues are flagged up early and 
that appropriate support is put in place 
for young apprentices.
Apprentices also work with the 
provider’s skills coaches to fill in 
monthly ‘temperature checks’ to 
demonstrate how well they believe 
they are doing.


Fujitsu is currently developing a mobile 
app which will enable apprentices 
to track their progress digitally. The 
application displays apprentices’ 
‘portfolio of evidence’. Tasks are 
given a RAG status, allowing them to 
track their progress towards their end 
assessment. 


Provide a thorough induction
While all staff will require a 
comprehensive induction, young 
apprentices may need some additional 
support to understand their role and the 
expectations of them in the workplace. 


In their induction, make sure you provide 
information and support for a young 
apprentice to: 


q Understand precisely what is expected 
of them as an employee in terms of 
dress code, time management and 
general work behaviours; 


q Understand their job description, their 
role and how to complete their work 
effectively; and 


q See how their work fits with their 
wider team and know where they can 
go to for support if they need it.


Rambutan: High quality and 
comprehensive induction
Rambutan is a small employment 
management consultancy, with 11 
staff members. To prepare successful 
apprenticeship candidates for their 
position, a Rambutan consultant stays 
in touch with apprentices before they 
start. They ensure that apprentices 
are aware of what will happen on 
their first day, what to wear and what 
to bring, as well as answering any 
questions they may have.  


Once in post, Rambutan staff carry out 
a thorough induction. On their first 
day, apprentices are given a ‘welcome 
handbook’ which provides information 
about the business, a set of tasks to 
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complete and a schedule for their first 
two weeks. To integrate them into the 
team, apprentices have time planned 
to shadow each team member within 
the two-week schedule. The handbook 
also includes a ‘glossary’ covering 
definitions of work jargon that young 
people may not know, including 
specialist consultancy terms and more 
common employment terms.


Rambutan believes that the additional 
support young apprentices need is 
outweighed by their benefits to the 
business. Their young apprentices have 
brought new skills, perspectives and 
enthusiasm into the business, balanced 
the age profile of their staff and are an 
integral part of Rambutan team.


“The benefits are massive; we’ve got 
a real opportunity to get a younger 
perspective. At Rambutan, we’re 
really open to different ways of doing 
things, so we get them involved in our 
thinking sessions. I’m constantly saying 
to them, ‘If you see something that 
we do and you think there’s a better 
way to do it, tell us’.” (Rambutan 
Consultant)


Offer additional support to develop 
work-appropriate behaviour and  
life skills
A young apprentice may need some 
additional support to understand work-
appropriate behaviour and develop their 
general employability skills. This could be 
done through mentoring or one-to-one 
support from their line manager as an 
extended induction process. Or you could 
use some of the additional funding to 


purchase general employability training 
from the apprentice’s training provider, 
or another organisation. Some employers 
have chosen to run residential weekends. 
This would give apprentices a thorough 
introduction to the behaviours and 
attitudes that will be expected of them in 
the workplace.


Portsmouth City Council: 
Employability training and social 
enrichment
Portsmouth City Council believes that 
an apprenticeship programme for 
young people should go beyond the 
specific job duties and facilitate an 
introduction to workplace behaviours 
and competencies.  


This year, Portsmouth City Council 
hosted a residential personal 
development programme for their 
apprentices, run by Kingswood, an 
experienced provider of outdoor 
education. The programme included 
team building, confidence boosting, 
problem solving and leadership 
activities. The activity is open to 
all apprentices, but the majority of 
Portsmouth City Council’s apprentices 
are young, and they have found that 
the programme can help to address 
issues with confidence for these 
apprentices, as well as enabling them 
to gain more general employability 
skills like communication and team 
working. Additionally, the residential 
trip provides social enrichment for 
apprentices, allowing apprentices from 
across the council to meet for the first 
time.
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“For this organisation, it was important 
that the apprentice experience went 
beyond their specific job role and 
allowed the apprentice to gain more 
general and transferable employment 
skills. If they are working in an office 
then let them sit with all of the 
different parts of that team so they get 
a rounded understanding of the team.” 
(Portsmouth City Council)


“ At work I’m required to communicate 
in many different ways to solve 
problems and to work as a team of 
people from different backgrounds and 
ages. The activities I did enabled me 
to use and expand on these specific 
skills to improve the way I work.” 
(Apprentice)


“ Before the trip, I did not know 
anyone in the group, but I am so glad I 
went on the development programme 
as I really enjoyed getting to know a 
whole new group of people; it was 
nice to learn about other people’s role 
in the council.” (Apprentice)


Provide a mentor or coach as well  
as a line manager
Regular one-to-one meetings with their 
line manager or mentor can give a young 
apprentice plenty of opportunities to 
discuss their progress, any difficulties they 
may be experiencing and for managers 
to identify any additional support needs. 
Some employers prefer line managers 
and mentors to be distinct, and young 
apprentices may find it helpful to have 
a ‘mentor’ who is responsible for their 
personal development.
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“[It helps] having at least one person 
allocated to you, and not just your line 
manager. Somebody who’s there for 
your personal development and things 
like that, not just how you’re doing in 
your job.” (Apprentice)


Some employers have offered mentoring 
opportunities to a team member other 
than the line manager, others have used 
a ‘buddy’ system, with older apprentices 
taking on a peer-mentor role for young 
apprentices. 


Fujitsu: Wide support network 
Fujitsu works to ensure young 
apprentices have access to a wide 
support network in the workplace. As 
well as their line manager, they will 
have a buddy who works in the same 
location and who is also an apprentice 
but has been with the company for at 
least a year. A few months into their 
programme, apprentices get a mentor 
from Fujitsu’s graduate programme. 
Apprentices also receive support 
from their provider’s skills coaches 
who regularly check on apprentices’ 
progress. 


Apprentices are also encouraged 
to interact with each other. When 
new apprentices first arrive, they are 
given a welcome call by one of the 
‘Apprenticeship Ambassadors’ who are 
part of the Fujitsu Apprentice Academy 
Board. In addition to this, Fujitsu are 
developing an online networking portal 
which will allow for virtual interaction 
among UK based apprentices and will 
facilitate peer support. 


Fujitsu also have a range of peer-led 
support networks, which are open 
to all staff including apprentices. For 
example, the disability network group 
provides space for staff members to 
share their experiences, as well as 
advise the organisation on its disability 
policy and practice.
 


Social enrichment activities
Young apprentices may feel lonely in the 
workplace, particularly if they are the only 
young person among an older workforce. 
Additionally, some apprentices worry 
that taking a vocational education route 
will mean they miss out on the social 
experience of going to university. Some 
employers have found that providing 
opportunities for social enrichment 
– both for apprentices to bond with 
each other and the wider workforce – 
can help apprentices to settle into the 
workplace and enjoy their apprenticeship 
experience.


Creating a community of young 
apprentices in the workplace also enables 
them to support each other by talking 
about their shared experiences and 
finding solutions to common challenges. 
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Further information and  
resources 


Below are brief descriptions and links to other useful 
information and resources about recruiting and supporting 
young apprentices, as well as organisations which can offer 
specialist advice and support.


Amazing Apprenticeships
This organisation offers information, 
resources and opportunities to 
network for employers, providers, 
careers professionals and potential, 
current and past apprentices. 
amazingapprenticeships.com


Apprenticeship funding in England
This publication offers further details 
on apprenticeship funding in England, 
including the additional £1000 payment 
for employers, National Insurance 
contribution exemptions and National 
Minimum Wage rates for apprentices. 
Search for ‘apprenticeship funding’ 
on gov.uk to find out more.


Apprenticeship off-the-job training
This guide on gov.uk provides more 
information about the off-the-job 
training requirements involved in 
an apprenticeship. https://assets.
publishing.service.gov.uk/
government/uploads/system/
uploads/attachment_data/
file/621565/OTJ_training_guidance.
pdf 


Careers and Enterprise Company
The CEC can help you promote 
opportunities for young people in 
your business through its network of 
Enterprise Advisers.  
www.careersandenterprise.co.uk


Find an Apprenticeship
This is the national service for employers 
to advertise and for young people to 
search and apply for apprenticeships. 
www.gov.uk/apply-apprenticeship
 
Get in Go far 
This is the government’s apprenticeships 
campaign website, promoting 
apprenticeships and providing 
information, advice and guidance. There 
is a dedicated employer section which 
provides information on employing 
apprentices, case studies of successful 
apprenticeship employers and access to 
training providers and specialist advisers. 
Find out more at hireanapprentice.
campaign.gov.uk 


National Apprenticeship Service 
This service has lots of information 
about apprenticeships and traineeships, 
including how to employ an apprentice, 
the funding available and the support 
employers can access. To find out more, 
search ‘apprenticeship’ on gov.uk or call 
08000 150 600.
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Remploy
Remploy is a leading provider of 
specialist employment and skills support 
for disabled people and those with 
health conditions. They offer dedicated 
apprenticeships for disabled people, can 
provide specialist advisors to support 
young apprentices with mental health 
problems, and run several supported 
internship programmes. To find out more, 
visit www.remploy.co.uk/employers 


Supported internships
Supported internships are a study 
programme based primarily with an 
employer. They enable young people 
aged 16-24 with a statement of special 
education needs (SEN), a learning 
difficulty assessment (LDA) or an 
education, health and care (EHC) plan 
to achieve sustainable paid employment 
by equipping them with the skills they 
need for work, through learning in the 
workplace. To find out more, visit www.
preparingforadulthood.org.uk/
downloads/supported-internships 


Traineeships 
Traineeships are an education and 
training programme with work 
experience. They last between six weeks 
and six months and are focused on 
helping young people aged 16 to 24 
to prepare for an apprenticeship or 
other employment. To find out more, 
visit www.gov.uk/government/
collections/traineeships-programme. 


For those organisations interested 
in delivering traineeships, L&W have 
produced some guidance, including 
‘top tips’ on delivering traineeships 
and maximising progression into 
apprenticeships. You can find these 
at www.learningandwork.org.uk/ 
traineeships


Young Apprenticeship  
Ambassador Network
The YAAN is a group of past and current 
apprentices who promote apprenticeships 
and inspire other young people by 
describing their direct experience. Your 
local YAAN could help promote your 
apprenticeship opportunities to young 
people. amazingapprenticeships.com/
yaan


Young Chamber
This programme from the British 
Chambers of Commerce connects 
businesses to local education providers. 
It can help you create links with schools 
and colleges to support recruitment to 
your apprenticeships. 
www.britishchambers.org.uk/page/
young-chamber 
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Maximise your 
apprenticeships
Designing training8

Standards or Frameworks?

There are currently two types of apprenticeship programme: standards  
and frameworks.  

Apprenticeship standards have been developed by employer groups. They are 
occupation focused. They provide an emphasis on competency over qualifications. 
The apprentice must pass an independent end-point assessment, to demonstrate 
they have the knowledge, skills and behaviours required to do the job. 

Apprenticeship frameworks have been around much longer and can be more 
prescriptive. They can still provide the structure you need to deliver an excellent 
apprenticeship programme, but it can be more difficult to include specific elements 
of training you may need.  

Frameworks are being replaced by standards. It is likely there will be no framework 
apprenticeships to choose from by January 2020.

What can be included in the 20% off-the-job training? 

Off-the-job training is learning which occurs outside day-to-day work and leads 
towards the achievement of an apprenticeship. This can include training that is 
delivered at the apprentice’s normal place of work but must not be delivered as part 
of their normal working duties. 

The training provider is responsible for the apprenticeship programme meeting the 
20% rule, not you. They will decipher what activities you and your colleagues can 
provide to the apprentice that can be included in this 20% and what they will deliver 
as the bulk of the training.  

Types of training provided by training providers 

Most training providers will develop a ‘blended learning’ programme. This means 
they will teach the apprentices face-to-face and use online tools. This works for 
lots of employers as it means the online work can be done in quiet periods and 
counts towards the 20%. 

The face-to-face learning takes place as:  

1 Day release – e.g. attending college or private training provider premises   
 every Wednesday. 
2 Block release – e.g. attending university for a fortnight every term. 
3 At your premises – e.g. visiting your apprentices in person at fixed times.

Which methods are used will depend on the training provider you select and the 
type of apprenticeship training your business needs. For example, construction 
apprenticeships are often taught away from the workplace due to the health and 
safety risk associated with the profession.  

e
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Example:

Hertfordshire Care Providers Association helps members to employ apprentices. 
A typical story is that of Emily, who works at Grace Muriel House, and is on Level 
2 Apprenticeship as a Care Worker. Her managers have supported her with work 
shadowing opportunities. This activity counts as off-the-job training, even though 
it is not delivered by a training-provider, as it forms part of the knowledge, skills 
and behaviours she needs to achieve the apprenticeship.

www.hcpa.info/case_studies/emily/ 

EMPLOYERS’ APPRENTICESHIP TOOLKIT 

Apprenticeships deliver 
for ambitious businesses1

Apprenticeship facts3

Get up and go7

The Apprenticeship Levy4

Action plan9
Signposting10

Maximise your  
apprenticeships8 a b c d e f

How can apprenticeship 
training support my 
business plan?2

The role of the training 
provider5
Local, challenges  
employers face6

g h

http://www.hertfordshirelep.com
https://www.hcpa.info/case_studies/emily/


MENU

Maximise your 
apprenticeships

Designing training  (continued)8
Curriculum design 

When you meet with the training provider discuss in detail what you are looking to 
achieve from the training. Explain the job role, what training your colleagues could 
support and how you see the knowledge, skills and behaviours being obtained 
throughout the apprenticeship period. Mention all qualifications you’d like your  
staff to obtain too. 

This will allow the training provider to produce a structure for the training,  
with details of dates and objectives. An apprentice must then have an  
initial assessment.

This assessment is a crucial step in the design of the apprenticeship programme.  
It helps uncover if the apprentice: 

• Has prior learning in the vocation that can reduce the length of the programme 
• Has additional learning needs, which might affect how the training is delivered 
• Needs to take maths or English qualifications (if they don’t have grade 9-4   
 GCSE or equivalent in those subjects). Click here for more information about  
 the current GCSE grading system

Individual learning plan 

Once the assessment is complete, the training provider produces an Individual 
Learning Plan (ILP). This is the document that outlines the design of the individual 
apprenticeship programme. 

English and maths

If your apprentice hasn’t got a grade 9-4 in GCSE English or Maths (or equivalent) 
they will have to study these subjects alongside their apprenticeship. This is 
completely free to you and the apprentice and should support their learning. This 
training is in addition to the 20% off-the-job learning time though, so be sure to ask 
about these arrangements if it’s possible your apprentice will require this training.

e
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Example: 

The University of Hertfordshire in collaboration with University Campus St Albans 
(UCSA) offer a fast track Chartered Manager Degree Apprenticeship leading to a BA 
(Hons) in Business and Management for managers and supervisors. Herts County 
Council have offered this to their staff whose existing management experience 
counts by Accreditation of Prior Learning (APL) as evidence of prior learning which 
means they do not need to ‘relearn’ knowledge already obtained. This reduces the 
length of study on the Degree Apprenticeship from four to two years.

Tools and links:  

 Live apprenticeship standards and those in development

 Apprenticeship off-the-job training rules and examples

 TOOL 8e.1 Off-the-Job Training Slides
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With practical examples.
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Off-the-job training is…


Learning undertaken outside the 


normal day-to-day working 


environment


That contributes to the 


achievement of an apprenticeship


delivered at the apprentice’s 


normal place of work


It can include training…


It must not…


be delivered as part of their 


normal working duties







Off-the-job training…


never includes training towards 


English and maths. This is in 


addition to the 20% rule


never includes training which takes 


place outside of paid working 


hours


delivered by the employer or time 


allocated to complete work on 


assignments


towards end-point assessment 


activities outside of the normal 


training role


It can include training…







Off-the-job training…


must take place during the agreed 


employment time


working hours need to be specified 


to ensure this can be effectively 


tracked


undertaken outside of normal 


work hours as long as time off in 


lieu is formally taken


in the same workplace. It is activity 


and not location that is the 


determining factor


It can include training…







Traditional 


day-release


Attending external 


training however 


funded


Training for specialist 


equipment


Training in wider 


workplaces to meet 


the standard


Attending trade 


shows


Work shadowing 


(supernumerary)


Distance learning 


course


Apprentice meetings 


(fora)


Skills Competitions


Types of off-the-job training







Off-the-job example 1
An apprentice is required to learn to use an item of 


specialist equipment as a required output of the 


apprenticeship programme. Ability to use this 


equipment is a mandatory knowledge and skills 


element of their apprenticeship. Training takes two 


hours per week for eight weeks.


Rationale:


This activity is permissible


Off-the-job verdict? 


Training to use the equipment is not part of the 


everyday work of the apprentice (they never 


actually use this equipment in their workplace 


context).


The apprentice can count 16 hours towards their 


off the job total.







Off-the-job example 2
An apprentice works in graphic design. They 


choose to become a super-user of a suite of design 


software used by their employer. The employer 


has given them the minimum training to use the 


equipment as part of their normal job. The 


employer is willing to give them access to the 


software and training webinars by the vendor. 


Rationale:


This activity is permissible


Off-the-job verdict? 


The job does not require them to have skills as a 


super-user. However, the employer values the 


training and it can have a positive benefit to the 


apprenticeship. It is not mandatory and if the 


training is not undertaken they can still achieve the 


apprenticeship.


The apprentice can count the hours towards their 


off the job total. The total should be reasonable 


and logged in their training plan.







Off-the-job example 3
An adult apprentice is on a degree-level 


apprenticeship and works weekdays between 8am 


and 4.30pm. As part of their training, they elect to 


attend a weekend workshop starting on Saturday 


morning and concluding on Sunday afternoon.


Rationale:


(2) This activity is permissible


Off-the-job verdict? 


(1)


The apprentice elects to do this voluntarily outside 


of their working week. The employer has no 


knowledge and would not agree to its validity.


(2)


The employer offers the apprentice two full days in 


lieu by allowing them not to work for the following 


two Mondays. The exact hours to be matched is 


not critical to the decision.
(1) This activity is not permissible







Off-the-job example 4
An apprentice is required to achieve Level 2 Maths 


and English for their apprenticeship programme. 


They achieved a Grade E in both at GCSE and have 


therefore not yet achieved the required minimum 


requirement. The employer has queried why this 


training is not counted as off-the-job as they do not 


use mathematics during their ordinary working 


day.


Rationale:


This activity is not permissible


Off-the-job verdict? 


The apprenticeship requirement includes maths 


and English at Level 2 by design and therefore it is 


mandatory for the apprenticeship and time must 


be made available for the support. 





Double click to download
TOOL 8e.1 – Off-the-job training slides.pdf
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1 Focus on the apprentice 
 Although good apprenticeship training should consider the needs of and   
 benefits for the business, the main focus should always be on the individual  
 employee. Both the employer and the training provider should make sure   
 they are providing the apprentice with the tools they need to pass their   
 apprenticeship and progress in their career.    

2 Mentoring and managing 
 Each apprentice should be assigned a mentor and line manager. This could be 
  the same person but doesn’t have to be. Essentially, you want someone at   
 work that the apprentice is comfortable confiding in or talking about their  
 off-the-job training with, and someone that can manage and motivate them  
 to keep learning and succeed in the workplace. 

3 Commitment statement 
 At the start of the apprenticeship, the training provider will produce a  
 commitment statement. This outlines your commitment as an employer,   
 what is expected of the apprentice and what is expected of the training   
 provider. You must all sign this document, so make sure you understand   
 what you are committing to. This is essentially ‘the plan’ and outlines how,   
 as a partnership, you can all work together to support the apprentice and   
 deliver improved business performance through training. 

4 Progress meetings and troubleshooting 
 The apprentice, training provider and line manager should meet regularly,   
 at least once a quarter to discuss the apprentice’s progress. This can be done  
 online or face-to-face but should enable all parties to check the apprentice is 
  on track, discuss the next stage of learning and amend the commitment   
 statement if needed.

 As an employer you should also be comfortable calling your training provider  
 if you have ideas to support learning or any concerns about the apprentice.   
 You are working in partnership with your training provider and together you  
 can troubleshoot your worries or talk through up-coming events and   
 opportunities to enhance the apprentice’s learning.

5 Get involved in apprenticeship competitions 
 Every year apprentices can take part in local skills competitions that feed into  
 WorldSkills – a skills competition that pits the most talented young people   
 from around the world against one another. 

 Competitions are great for apprentices as they help them benchmark their   
 progress against their peers and give them drive to become exceptional at   
 their trade. They are great for employers too as they fire up your workforce   
 and can be included in the 20% off-the-job time. 

 Visit the WorldSkills UK website for details and contact your training provider  
 to find out about local competitions your apprentices can enter. 

f
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 Top tip: 

Where possible, try and employ two or more apprentices in your company at 
once, even if they are in different job roles. Apprentices often benefit from 
shared experiences with fellow apprentices e.g. discussions on building 
portfolios or completing assessments. If apprentices have someone else in 
the company that understands their work-training balance it can give them 
the extra support they need to stay on track. 

Tools and links:  

 TOOL 8f.1 Employer Obligations
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TOOL 8f.1 – Employer Obligations

A checklist to confirm you are doing all the things expected of you before, during and towards the end of an apprenticeship.

Before

		Obligation

		Explanation

		Done?

		Your comments



		Check your insurance

		You must have employers’ liability insurance before employing apprentices

		

		



		Health and Safety

		The training provider will check your premises meet the Health and Safety requirements of an apprenticeship

		

		



		Offer a genuine job

		With a contract that is at least the length of the apprenticeship

		

		



		Sign an apprenticeship agreement

		An agreement between you and the apprentice with reference to the Standard or Framework to be taken

		

		



		[bookmark: _GoBack]Sign a commitment statement

		This outlines your role, the training providers role and expectations of the apprentice

		

		





During

		Obligation

		Explanation

		Done?

		Your comments



		Pay the apprentices wages

		In line with how you pay your other staff

		

		



		Offer employee benefits

		Paid holidays, sick pay and other employee benefits should be the same for your apprentice as other employees

		

		



		Pay the training provider

		You will agree a payment schedule with the training provider or use your online apprenticeship service account to pay

		

		



		Assign a buddy or mentor 

		To support the apprentice at work

		

		



		Contact the training provider regularly

		To keep the apprentices on track. This should happen at least quarterly

		

		











Towards the end

		Obligation

		Explanation

		Done?

		Your comments



		End-Point Assessment Organisation

		For apprenticeship Standards, the employer chooses which organisation will assess your apprentice. This should be done in collaboration with your training provider.

		

		



		Sign-off the apprentice's readiness

		For apprenticeship Standards, the employer chooses when the apprentice is ready for their end-point assessment. This must be at least 12 months into the programme. Work with the apprentice and training provider to confirm readiness.
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Employers should rest assured that all training providers listed on the Register of 
Apprenticeship Training Providers have been approved by government to deliver 
apprenticeships. To be successfully included on this list, training providers have met 
strict criteria that demonstrates they have quality assurance procedures in place to 
consistently deliver high-quality apprenticeship training.

Alongside this initial check, training providers are also accountable to Ofsted or 
Advance HE. This means they are often inspected at short-notice, where their 
training is audited for quality. However, employers should also be checking that the 
off-the-job training is adding value to the apprenticeship programme. Below we 
explore how to do this:  

1 Is learning happening?  
 Firstly, check with the person on the apprenticeship that they are learning in 
  the off-the-job sessions. This can be done informally and during the  
 monitoring visits with the training provider. You want to be sure that the  
 off-the-job training is helping them improve at their role. Ask them if they   
 are being stretched and challenged to learn more or explore differing ways of  
 undertaking tasks.

2 What is the feedback like?  
 The training provider should not just be giving feedback on how far your   
 employee has come on their apprenticeship. The feedback should help them  
 understand how to keep improving. It should be forward looking. 

 On most apprenticeship standards there is grading criteria. Your employee   
 should understand if they are likely to pass or get a merit or distinction. During  
 their programme, they should be certain they understand what they need to  
 do if they are to obtain a higher grade.

3 Is the apprenticeship focused on competency?  
 It’s really important that your apprentice is becoming competent in their job  
 role, not just qualified or ready for their end-point assessment. 

 On apprenticeship frameworks check your apprentice is becoming more   
 able to carry out tasks that are relevant to their job role as the  
 apprenticeship progresses. On apprenticeship standards check that your  
 staff are gaining the knowledge, skills and behaviours that are written in  
 the apprenticeship standard. 

 Each apprenticeship standard also has an assessment plan that outlines   
 how the apprentice will be assessed at the end of their apprenticeship. Check  
 the training provider is preparing your staff member specifically for the types  
 of assessment they will receive, but again make sure that the apprentice is   
 not simply being prepared to pass the test and is truly gaining the attributes  
 they need to lead a successful career. 

g
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Tools and links:  

 TOOL 8g.1 What does good training look like

 Ofsted Inspection search

 Register of Apprenticeship Training Providers
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Good practice 


 Focused Initial Assessment 


 Trainers have excellent vocational knowledge 


 Off-the-job training is well planned 


 Trainers have high expectations of people on apprenticeships 


 Progress is monitored frequently and robustly 


 Good coaching and support given to people on apprenticeships 


 Feedback to apprentices is directed to future performance 


 Maths and English delivery are strong (where applicable) 


 The apprenticeship is designed to meet the employers needs 


 The training provider regularly communicates with the employer 


Bad practice 


 Lack of targets for apprentices 


 Training sessions are not planned well enough 


 The frequency of contact with the apprentice is too variable 


 On-going assessments are not rigorous enough 


 Feedback is limited 


 There is no opportunity to practice the likely assessment methods 


 Evidence is not being collected that demonstrates readiness 





Double click to download
TOOL 8g.1 – What does good training look like v2-0.pdf
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8
1 What’s an end-point assessment? 
 If your apprentice is on an apprenticeship standard, rather than an   
 apprenticeship framework, they will need to take an end-point assessment.  
 This is where the apprentice demonstrates to an independent organisation   
 that they have obtained all the knowledge, skills and behaviours outlined in   
 the apprenticeship standard. 

 The important point to realise is apprentices can fail an end-point   
 assessment. This protects the quality and rigour of apprenticeship standards  
 and makes sure only competent apprentices pass.

2 Choosing an End-Point Assessment Organisation 
 The employer is responsible for choosing which organisation will oversee  
 the end-point assessment. This is in the same way you chose the training   
 provider. In some sectors, professional bodies are a preferred choice, in  
 others there are a range of awarding bodies, universities, colleges and public  
 sector partnerships.

 Although it is your choice, it is advisable to ask your training provider   
 their opinion. They will have good links with certain End-Point Assessment   
 Organisations. This means they are more likely to know what is expected of  
 your apprentice at the end-point and be more confident they are preparing   
 them adequately. 

3 Sanctioning End-Point Assessment  
 As the apprentice moves through their training programme, the training   
 provider will be gathering evidence that demonstrates they have learned the  
 knowledge, skills and behaviours needed to pass the end-point assessment.  

 However, it is you, the employer, who must sign-off their readiness to take  
 the end-point assessment. You should speak with your apprentice and   
 training provider to understand if they feel ready to move to end-point   
 assessment, but ultimately you must agree that the apprentice is competent  
 in their role and ready and able to prove it. 

h
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 Top tip: 

Think of an end-point assessment like a driving test… 

1 The employer and the training provider represent the driving instructor.  
 They teach the apprentice how to be a competent driver. 

2 The end-point assessment organisation is the test centre. You book   
 an assessment when you feel the apprentice is ready and able to pass  
 their test.

3 The end-point assessor is the driving examiner.

4 The end-point assessment is the driving test itself. You don’t know   
 what the apprentice will be asked to do (3-point turn, parallel parking),  
 but they should be able to carry out any activity asked of them.

5 If the apprentice passes the test then they are acknowledged to be   
 fully competent in their profession.

Maximise your 
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End-point assessment and progression
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End-point assessment and progression8

4 Recognising achievement and promoting 
 Apprenticeships are not easy. When your employee passes their end-point   
 assessment they will be proud of their achievements. Recognising their   
 hard work and commitment to their profession is an excellent way to show   
 your appreciation and continue to motivate your staff. You may hold an  
 internal presentation or get involved in apprenticeship graduations   
 around the country.  

 Once the apprentice has passed their apprenticeships they should be   
 taken out of ‘apprentice status’ and offered a job role, if one is available.  

h
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Tools and links: 

 End-Point Assessment Organisations register

 TOOL 8h.1 Is the apprentice EPA ready

(continued)
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Apprenticeship graduation: 

Consider getting involved with an Apprenticeship graduation ceremony. 
It’s a chance for you, your apprentices and their parents to celebrate their 
achievement in becoming fully competent at their role. Ask your training 
provider if they organise one of these events.

Local, challenges  
employers face6
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TOOL 8h.1 – Is the apprentice End-Point Assessment ready? 

As you reach the end of the programme of training, you will start to get a sense that the apprentice is ready for their end-point assessment. Before putting your apprentice forward for their assessment, work with the training provider to answer these four questions:

		Question

		Explanation

		Done?

		Your comments



		Is there sufficient EVIDENCE that the apprentice is ready? 

		Is there a body of work you can reference that shows that the apprentice has consistently been working towards the standard and is familiar and comfortable with the assessment methods used at the end-point?

		

		



		Does that evidence show ACHIEVEMENT of the ELEMENTS?

		Are you confident that there is evidence the apprentice has gained each knowledge, skill and behavioural element expected of them that could be assessed at the end-point?

		

		



		Is there a certainty that ACHIEVEMENT is at the LEVEL required?

		Do you and the training provider both feel that there isn’t just evidence the apprentice is ready, but that the apprentice can work in that occupation, at that level? (It’s important apprentices aren’t just being “trained to the test”).

		

		



		Do you consider the apprentice to be COMPETENT?

		Once you are certain the above questions have been met – you should feel confident that the apprentice is competent and able to undertake the various assessment methods used during the end-point assessment.

		

		





If you are satisfied your apprentice has met the requirements for gateway you will then be required to produce a letter that confirms you believe the apprentice is competent. The End-Point Assessment Organisation will then ensure the gateway requirements have been met, before opening the door to the end-point assessment.
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Before the apprenticeship 

	 Identify how apprenticeships can support new and existing staff 

	 Understand the costs and how to measure if training is adding value  
 to your business 

	 Identify training provider(s) that can become long-term partners 

	 Advertise using language and channels that will give you a diverse mix  
 of talent applying 

	 Select applicants that have the right attributes to succeed in a job 

	 Work with your training provider to make the training as bespoke  
 as possible 

	 Sign an apprenticeship agreement with your apprentice 

	 Let the training provider carry out a thorough initial assessment with  
 your apprentice

	 Agree additional time off-the-job for English and maths training  
 if required

	 Agree on a training schedule. All parties to sign a commitment   
 statement

	 Agree payment procedures with the training provider 

	 Appoint a workplace mentor for your apprentice

	 With your provider, plan a comprehensive induction process for  
 your apprentice

Your staff start learning the knowledge, skills and behaviours needed to  
be a real asset to your business.

During the apprenticeship 

	 Provide high-quality on-the-job learning

	 Support the apprentice with their off-the-job training

	 Troubleshoot questions and concerns with your provider as early  
 as possible

	 Meet regularly with your training provider and the apprentice to  
 discuss progress

	 Support the training provider if Ofsted or Advance HE needs to inspect  
 their organisation

	 Receive incentive payments where applicable

	 Explore opportunities to support your apprentice’s experience  
 e.g. skills competitions  

Towards the end of the apprenticeship 

	 Agree timing of the end-point assessment with the training provider

	 Support the end-point assessment process

	 Ensure settlement of final funding payments

	 Confirm certification of the apprenticeship and any qualifications

	 Recognise apprentice achievement through an internal or external  
 awards ceremony 

	 If suitable, and an opportunity arises, offer a permanent job and promote  
 your employee 

After the apprenticeship 

	 Reflect on apprenticeship performance, impact on the business and  
 adjust needs for next intake

Local, challenges  
employers face6
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Free, impartial advice 

 National Apprenticeship Service

 National support on phone or via online services.

 0800 015 0600

 www.gov.uk/take-on-an-apprentice 

 Hertfordshire Growth Hub: 

 Hertfordshire Growth Hub is the central point for business support in  
 the county, helping businesses to access the guidance that they need to  
 unlock their potential. The support you will receive is powerful, targeted,  
 impartial and completely FREE.  

 www.hertsgrowthhub.com  

 SupplyTrain CIC 

 SupplyTrain is a social enterprise that supplies impartial, training and  
 apprenticeship advice to small businesses that need a bespoke service.

 www.supplytrain.co.uk/employ-an-apprentice

Large business support

 Strategic Development Network 

 SDN supports employers design, deliver and maximise apprenticeship  
 training in their organisations. 

 www.strategicdevelopmentnetwork.co.uk/employers/

 hello@strategicdevelopmentnetwork.co.uk

Technical guidance

 Apprenticeship Funding Rules
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This toolkit is produced by Strategic Development Network (SDN).

SDN is a team of leading education and skills experts that has worked 
with over 5,000 apprenticeship practitioners and 600+ employers, LEPs, 
training providers and end-point assessment organisations. 

We help organisations launch, grow, adapt, improve and communicate 
their apprenticeship and skills provision. 

Contact us for details: 

Phone:  07495 345 591

Email:  hello@strategicdevelopmentnetwork.co.uk

Website:  www.strategicdevelopmentnetwork.co.uk 

Additional delivery partners

Delivered on behalf of:

Partners involved in producing this toolkit 

This toolkit is commissioned by Learning & Work Institute (L&WI)  
and funded by Education and Skills Funding Agency.

L&W is an independent policy, research and development organisation 
dedicated to lifelong learning, full employment and inclusion. We 
research what works, influence policy, develop new ways of thinking,  
and help implement new approaches.

We want everyone to have an opportunity to realise their ambitions 
and potential in learning, work and throughout life. We believe a better 
skilled workforce, in better paid jobs, is good for business, good for the 
economy, and good for society. We want learning and work to count.

Contact us for details: 

Phone:   0116 204 4200

Email: enquiries@learningandwork.org.uk 

Website:  www.learningandwork.org.uk
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Like what you’ve read? Love apprenticeships?  
Share the #apprenticeship message and #FireItUp

Visit:  www.apprenticeships.gov.uk
Twitter:  www.twitter.com/fireitup_apps
Facebook:  www.facebook.com/FireItUpApps #FireItUp 

http://www.hertfordshirelep.com
mailto:hello%40strategicdevelopmentnetwork.co.uk?subject=
http://www.strategicdevelopmentnetwork.co.uk
mailto:enquiries%40learningandwork.org.uk?subject=
http://www.learningandwork.org.uk
http://www.supplytrain.co.uk
http://www.thedesignpractice.co.uk
https://www.cogitodev.com/
http://www.apprenticeships.gov.uk
http://www.twitter.com/fireitup_apps
http://www.facebook.com/FireItUpApps
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