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Foreword  
 

We launched the Future Ready Skills Commission 
because we know the current national skills system is 
not working for everyone. Our ambition at the end of this 
Commission is to have created a workable blueprint for a 
devolved skills system so that it better meets the needs 
of individuals, businesses and the economy. 
 
As the Future-Ready Skills Commission gathers pace, 
we want to hear from other organisations to focus our 
thinking on the issues that are commonly faced within 
the current skills system.  
 
This document summarises the responses received as 

part of our formal Call for Evidence. These responses are being taken forward to inform 
the work of the Commission as we progress towards our final report in 2020. 
 
The Commission is specifically looking at three key areas:  

1. Improving technical education and training,  
2. Enhancing workforce skills and  
3. Guaranteeing access to quality careers information and inspiration.  

 
The results from our Call for Evidence have supported the Commission with its first phase 
of work to explore the current strengths, as well as what could be improved nationally and 
through regional devolution to deliver a truly future-ready system. 
 
I am grateful to everyone who replied to the Call for Evidence, which received over twenty 
detailed responses from a range of national and regional stakeholders including education 
and employer representative organisations, educational institutions, employers, local 
authorities and think tanks.  
 
Undertaking this piece of work is invaluable in building our understanding and gives us a 
huge advantage in ensuring we get the design and operation right for everyone. 
 
 

 
 
 

 
Councillor Susan Hinchliffe  
Chair of the Future-Ready Skills Commission 
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Technical education and training  
 
Good quality technical education and training gives people the economically valuable skills 
they need to progress, stay relevant and fulfil their career potential. For employers, 
technical education can provide individuals with the right skills needed to meet evolving 
business requirements.  
 
There have been many reports documenting the sharp decline in adults undertaking 
learning in recent years. Public investment is also reported as falling and whilst employersô 
investment exceeds that from the public purse, its training is largely delivered either as 
non-accredited or in-house and may not always have portability. Increasingly, there is a 
perception that apprenticeships are being seen and used as the solution for everyoneôs 
training requirements; creating a demand that is simply not sustainable through the 
apprenticeship levy; and as a qualification may not be the best or most efficient route for a 
training need. 
 
Responses to the questions relating to technical education and training were amongst the 
most mixed with divergent opinions, perhaps representative of the scale of the challenge 
and reflective of a policy area with frequent changes that have not yet achieved harmony 
or parity between technical and academic routes.  
 

Current performance of the system 
 
Two-fifths consider the technical education and training system to be fairly effective in 
meeting the needs of individuals, with a quarter rating it as slightly effective and a further 
quarter considering it to be not effective at all. Ratings were least positive in respect of its 
performance in addressing the needs of employers. Two-fifths classed the system as not 
effective, with a further third indicating that it was slightly effective. Similarly, three-quarters 
of respondents classed the system as either not effective or slightly effective in meeting 
the needs of the wider economy. 
 

Figure 1: How effective do you believe the current technical education and training 
system is in delivering the skills needed by individuals, employers and the wider 
economy?  

 
Respondents described well-intentioned reforms having been undermined by poor 
implementation, leading to failure to deliver required outcomes; current apprenticeship 
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reforms being a key example of this. Some also highlighted other key barriers to accessing 
technical education, describing the policy of mandatory resits of English and Maths 
GCSEs as being ineffective and failing many young people. Another consequence of the 
frequent reforms has led to a lack of awareness /understanding of course requirements by 
individuals and employers. Some respondents described a lack of support for adults and 
employers to navigate the skills system. 
 

Figure 2: Thinking about the major reforms to the skills system that have recently 
been introduced or are in the pipeline, how likely is it that they will contribute to the 
major improvement to the skills system that we need in the medium to longer term?  

 
Respondentsô views about the current technical education and apprenticeship reforms are 
positive, with 90% of those responding indicating that the reforms are at least fairly likely to 
deliver the changes needed. 
 
Overall, respondents feel that apprenticeship reforms represent a major step in addressing 
the academic / vocational divide, although there are divergent opinions on the reasons. 
Some argue that employers are developing the apprenticeships that their businesses need 
and there has been a clear shift away from low level, provider developed apprenticeships 
of questionable quality. For example, the levy was described as being used positively in 
the public sector to upskill police constables, social workers and healthcare occupations.  
 
The development of apprenticeships at levels 6 and 7 is seen as positive as these 
qualifications provide work-based progression routes into and within technical, 
professional and managerial careers. However, others propose that level 6 and 7 
apprenticeships, where wage premiums are higher, should not be eligible for Government 
funding and should be funded solely by the employer and / or individual.  
 
The suggestion for the latter is through the extension of the learner loan criteria. The 
converse view also presented is that level 2 apprenticeships in certain subjects can 
contribute to a sustainable career and social mobility, although those without a direct line 
of sight to a job would be better delivered in a college without subsidy to employers.  
 
Whilst not in the primary scope of the Commission, a number of respondents have 
highlighted the impact that technical education reforms will have on young people, 
including the fall in the take-up of apprenticeships. They argue for early investment in 
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developing skills needed in the workplace; underlining the need to increase the proportion 
of young people achieving higher level and digital skills that are required for the workplace. 
 
There is also a degree of optimism about technical education reforms, with only one in ten 
indicating that they are not likely to deliver the required change and two-thirds believing 
that they are fairly likely to do so. T-levels were described by some as presenting a major 
challenge for the system.  
 
Concerns were raised firstly regarding employersô understanding of what T-Levels are and 
secondly, around the financial support that will be needed if they are to offer the required 
quantity and quality of work placements. Additionally, the purpose and target audience of 
T-levels is not clear. Some felt that T-levels have the potential to offer a good alternative 
for level 2 apprenticeships in subjects and could provide progression to apprenticeships in 
economically valuable areas. 
 
Other major reforms fared less well with around three in ten believing that the Office for 
Students is not likely to achieve the necessary changes, with the remainder indicating that 
it is at least fairly likely to deliver. Although focus on fair access is to be welcomed, 
particularly for disadvantaged areas with low entry rates into Higher Education, some 
respondents felt that the overlapping remit Office for Students shares with other funding 
agencies and regulators such as Ofsted, DfE and Institute for Apprenticeships is not 
helpful or efficient. 
 
Around four in 10 believe that learner loans are not likely to bring about needed change, 
with the remainder rating loans as fairly likely to deliver change. One concern expressed 
about learner loans is that individuals are not taking them up in sufficient numbers. The 
catalogue of qualifications that can be funded through loans is felt to be limited, whilst 
access to a loans facility for new providers is very restricted.  
 
A limited number of respondents felt able to comment on the Governmentôs review of post-
18 education and funding but among those who did, all felt that it was fairly likely to deliver 
the changes needed.  
 
Institutes of Technology were flagged by one respondent as an additional intervention and 
classed it as fairly likely to deliver on its remit. 
 
The vast majority of respondents disagreed that placing greater purchasing power in the 
hands of the consumer would result in a significantly more responsive skills system, as it 
would not reflect the long-term strategic needs of the economy. For example, it would not 
allow for new, and expensive development of the curriculum, courses wouldnôt necessarily 
lead to better job outcomes for the learner, it would reduce the ability of learning providers 
to plan for the courses they provide to large numbers and may inflate the cost of learning. 
Generally speaking, most responders felt that this would provide less of the flexibility 
needed and drive the cost of learning up. 
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Figure 3: Do you agree or disagree with the view that placing greater purchasing 
power in the hands of ñconsumersò (both employers and individuals) through 
interventions like the apprenticeship levy and learner loans is the key to reforming 
the system? 

 

Key Issues  
 

¶ There is a requirement to prioritise funding to where the need is greatest, both in 
terms of the labour market and to support individuals to fulfil their personal 
ambitions. This requires local planning. Examples include devolved areas that are 
using levy transfer arrangements to facilitate a pooling approach in order to address 
local skills priorities. Training providers with links to large levy-paying employers 
could help to facilitate this 

¶ Linked to this there is an urgent requirement to re-balance funding to ensure all 
parts of the skills system are fairly and sufficiently funded, with FE being highlighted 
as chronically under-funded 

¶ It is clear from respondents that more should be done to address the fragmented 
system to make it more navigable for employers, individuals and educational 
institutions. This includes raising awareness of choice and changes to technical 
education amongst consumers (employers and individuals) and promoting demand 

¶ There is a strong consensus amongst respondents that more needs to be 
addressed through both policy change and public funding to achieve parity of 
esteem between technical and academic routes. The majority of respondents 
agree, with a further third strongly agreeing that issues surrounding parity of esteem 
are having a negative impact on the skill system 

 

Suggestions for change 

 

¶ Locally controlled funding is needed to help influence and shape change 

¶ Combined Authorities should undertake an assessment of needs for disadvantaged 
groups in their areas and evaluate the support that is required to address those 
needs 

¶ Increased and fairer funding is required to address the specific needs of 
disadvantaged and disengaged groups. Such schemes could offer incentives such 
as subsidies for travel, wages, access to internships 
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¶ Preferential funding for provision which addresses local skills needs would promote 
more flexible delivery approaches 

¶ Flexible approaches to the commissioning of technical education to address local 
skill requirements are needed to re-balance regional disparities. This should include 
local flexibility for design, delivery and co-commissioning of training in the National 
Retraining Scheme to meet local skills demand  

¶ Adult careers information should be tailored to the opportunities available in local 
economic areas 

¶ Improved brokerage of developing workforce skills through a coordinated approach 
and a single conversation with employers about apprenticeships, traineeships and 
the new T-level placements  

¶ Management and governance of skills funding locally such as the apprenticeship 
levy and Adult Education Budget is required to meet the growing skill needs of 
business. This will enable individuals to fulfil their potential and will contribute to 
productivity so that skills deficits can be better supported by providing a pool of 
funding to address needs at a local level  

¶ Identify ways, through control of local budgets, to create incentives and improve 
coordination of the local higher and further education offer to open up new, simpler, 
progression pathways, including routes to professional and managerial roles for 
under-represented groups  

 

ñEducation is driven by elitist attitude which sees higher education as the 
conventional route with FE acting as an option for óother peopleôs childrenô. This 
is in spite of evidence relating to the benefits of study in the FE sector for the 
individual.ò 

Association for Employment and Learning Providers (AELP) 

 

  



  

12  

 

Careers information and inspiration 
 
Careers support is important because it contributes to individual motivation, career 
readiness and resilience, employability and social capital. At an aggregate level, these 
improvements in individual capability lead to the improved operation of the labour market, 
a more efficient education and training system and greater social mobility and inclusion. 
There is then a direct link to productivity growth, higher pay and increased employment 
participation. 
 
The evidence suggests that an optimal careers system would have a lifelong focus, 
empower people by developing their career management skills, offer personalised support 
to reflect individual aspirations, promote engagement with the world of work and would be 
delivered by qualified practitioners with services suitably quality assured. 
 
The available evidence suggests that the quality of careers provision available to young 
people in England is improving, although this is primarily based on self-assessment by 
stakeholders rather than data relating to hard outcomes or feedback from young people. 
The critique of existing careers support focuses on its lack of perceived value among 
young people and adults. Additionally, there are concerns relating to a lack of resources 
that are needed to deliver high quality support alongside the fragmented and competing 
nature of the support landscape. Also notable is its failure to sufficiently target those 
groups most in need of support, and a lack of local relevance and accountability within the 
system.  
 
Proposals for change set out in our call for evidence and the wider literature include an 
increase in resources to raise capacity within the system; a shift to local commissioning of 
careers guidance services, a greater emphasis on quality assurance within the system and 
enhanced safeguards for impartiality and accountability. 
 

Current performance of careers system 
 
There was a broad consensus among respondents that the careers system is 
underperforming and requires radical reform. All respondents agreed that more must be 
done to build the career readiness and employability of young people before they enter the 
world of work. 
 
When asked to rate the current arrangements for careers information advice and guidance 
for young people, a majority rated them as either ñslightly effectiveò or ñnot effectiveò. 
Respondents gave a similar rating to the effectiveness of current careers support available 
to adults. 
 

Key Issues  
 
The main focus of the respondents was on careers support for young people. There was 
relatively little focus on services for adults. This may be symptomatic of the lack of visibility 
of the adult offer for careers, increasingly digital first and supporting a small cohort of 
adults.  
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Figure 5: How effective are current arrangement for careers information advice and 
guidance, taking into account the support on offer both for young people and for 
adults? 

 

 
The general picture painted by responses was one of many young people lacking 
awareness of the world of work, with implications for career readiness and with many 
simply drifting into courses or career options at 16 rather than making decisions based on 
informed choices. 
 

The key issues raised 
 

¶ A lack of resources and capacity in schools and colleges to engage with the careers 
agenda properly 

¶ Inconsistent quality of support on offer to young people because it is too dependent 
on the approach of each school 

¶ A support landscape that is overly complex and needs better co-ordination and 
better strategic oversight to simplify access for schools and to ensure a quality offer 

¶ A lack of impartiality among schools, resulting in technical options not being 
presented to pupils, or to a limited range of pupils only 

¶ A growing reliance on online careers resources rather than face-to-face support, the 
latter often being more appropriate to the needs of the client. One respondent 
highlighted that the National Careers Service website is a useful resource for adults, 
but that not all adults are aware of it or how to access/utilise it to their benefit 

¶ Lack of local relevance of careers support, knowledge of local career opportunities 
and routes to accessing them 

 

Suggestions for change 
 

¶ There was a general feeling that resources need to be increased if young people 
and adults looking to re-train and upskill are to receive the support that they need. 
Dedicated resources are required to fund high quality, impartial, locally relevant 
careers guidance services 

¶ A greater commitment to quality assurance is required, which should be linked to 
recognised benchmarks such as Matrix and/or Quality in Careers Standard 
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¶ Pupils should be formally assessed on their career readiness in order to target 
support more effectively, while employers should play a greater role in setting 
standards for work-readiness behaviours 

¶ Interventions should be targeted on disadvantaged pupils from an early stage 
before they show signs of becoming not in employment, education or training 
(NEET) 

¶ There should be local commissioning of an all age careers services from providers 
to ensure impartiality in information, advice and guidance, local relevance, 
consistent quality of provision and better ease of access 

¶ There is a need for a greater emphasis on ongoing career support rather than the 
current focus on the transition point at age 16 

¶ An increased focus on raising the career awareness of parents is required, as they 
are often the defining influence on the perspectives of young people 

¶ Promote information and careers campaigns that support adultsô decision making to 
understand the value of different training courses, how to access funding and 
awareness of local skills deficits 

 

ñThe current public investment in career guidance is spread too thin to allow it to 
be effective and some of the investment is wasted in overlapping provision. Given 
this, the Commission needs to drive the efficiency and effectiveness in the career 
guidance system as an important area of focus. This can be achieved through the 
creation of an all age local careers service to provide a more coherent and 
efficient system and maximise both individual and economic benefits.ò  

City of Bradford Metropolitan District Council  
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Workforce skills  
 
This section considers the responses to a series of questions about workforce skills. 
Workforce skills were highlighted as important and contributing to firmsô productivity, with 
the vast majority of employers recognising the importance of investment in training, 
although less than half do invest1.  
 
Respondents stated that in order to be effective, learning needs to respond to changes in 
the labour market. It should be based on up to date, relevant content and delivered via 
flexible delivery modes in order to minimise barriers and maximise participation in the 
system by both employers and individuals. To support progression and flexibility of the 
workforce, employer in-house training programmes should be óportableô for employees.  
 
The use of incentives may also increase take-up where the need is greatest. Employers 
require core employability and basic skills as well as leadership and management. 
Significant change is required in many businesses to develop a learning culture.  
 

Current performance of the system  
 
The wider evidence base tells us that many of the workers needed by 20302 have already 
left full time education. Alongside this, there are several well documented disruptors to the 
future workplace including: increased demand for digital skills, automation replacing mostly 
lower skilled jobs, and the impact of Brexit. These factors increase the importance of both 
planning and investment in workforce skills. This comes at a time when less than half of 
employers have a skills development plan and less than a third hold a budget for training.  
 
Respondents to the call for evidence are fairly unconvinced that the current skills system is 
sufficiently responsive to future requirements of the workforce, with a mixture of responses 
including three quarters saying itôs fairly or slightly responsive, but a quarter say that itôs 
not responsive. The responses suggest that more is needed to be done to achieve a 
flexible and dynamic labour market that is inclusive and supports fair opportunity for all to 
access quality work, which in turn will promote productivity growth. 
 
The majority of responses focussed on apprenticeships, which were largely considered 
successful, with many of the key points already covered in the technical education section 
of this report. The new levy arrangements were given as an example of how the system 
has become more responsive to the needs of adult learners with the removal of age bands 
alongside offering greater opportunities for adults to change career and retrain.  
 
There were diametrically opposed views about the public funding of level 6 and level 7 
apprenticeships with some calling for the end of funding higher levels arguing that 
employers or individuals should self-finance to preserve the finite funds for lower levels. 
Others argue that higher level apprenticeships offer progression in the workplace enable 
the skills needed by employers and in the economy, and training opportunities for public 
sector roles in teaching, nursing etc.  
 

                                                        
1 www.fsb.org.uk/docs/default-source/fsb-org-uk/leading-the-way-boostingleadership-and-management-in-
small-firms.pdf 
2 https://www.ippr.org/research/publications/skills-2030-another-lost-decade 

http://www.fsb.org.uk/docs/default-source/fsb-org-uk/leading-the-way-boostingleadership-and-management-in-small-firms.pdf
http://www.fsb.org.uk/docs/default-source/fsb-org-uk/leading-the-way-boostingleadership-and-management-in-small-firms.pdf
https://www.ippr.org/research/publications/skills-2030-another-lost-decade
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At levels 2 and 3 some respondents argued for core funding to be made available in order 
to support entry to the labour market, to support social mobility, and to create parity for 
younger learners with their peers who remain in school. Again, opposing views were also 
put forward suggesting that not all lower level apprenticeships achieve this, particularly 
where they are more generic and do not provide direct line of sight to a job.  
 

Figure 6: How responsive do you believe the skills system is to the needs of adult 
learners who are seeking to progress their careers? 

 

ñBy removing funding for the level 6 and level 7, this will reduce the growing 
pressure on the apprenticeship budget. Prior to the introduction of degree 
apprenticeships and funding from Government, employers and individuals 
directly funded this high-level provision.ò  

Association of Employment and Learning Providers (AELP) 

 

ñéApprenticeships that should not be prioritised. From a productivity perspective 
is there any justification for the state providing substantial subsidies for low level 
business administration, customer service or retail apprenticeships?ò 

University Vocational Awards Council (UVAC) 

 
Lack of funding was consistently raised, particularly in relation to independent training 
providers who have been impacted by reductions in the adult education budget. A further 
key concern was the flexibility of provision. This is seen as key to empowering adults who 
lead busy lives to re-train and upskill in a labour market where demand for new skills is 
changing rapidly, particularly regarding automation where many low skilled jobs will be 
placed at risk.  

 

ñThe challenges that will face skills providers and employees will change over 
time. Building an inflexible system based on existing challenges without the 
capacity to quickly re-focus as new challenges emerge, will not deliver long term 
solutions. Technology, demography, innovation and the economy are set to 
continue to be fast moving and volatile. The task is for a skills approach that 
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recognises this and can quickly move both capacity, focus and invest to meet 
issues as they emerge.ò 

Wakefield Metropolitan District Council 

 
Again, calls to support and embed good practice within companies and promote this more 
widely were made. This includes the need for adequately skilled professionals in employer 
engagement roles to enhance trust and confidence in the public system. Respondents 
thought that employers should have a greater involvement in learning. 
 

ñThe biggest frustration is that the public skills system too often focuses on 
engagement based on its own aims rather than trying to engage with employees 
on issues of benefit to them.ò 

Federation of Small Businesses 

 
The proposed National Retraining Scheme, with its careers guidance service and state of 
the art courses, was seen by some as a way of helping to improve the responsiveness of 
the system, as was the Flexible Learning Fund3, which will enable reskilling by allowing 
adults to learn in their own time alongside their current job. 
 
Promoting awareness, information and inspiration of careers opportunities, particularly 
regarding local labour market information, was outlined as central to increasing adult 
participation in learning. 
 

Key issues raised 
 

¶ Cuts to adult skills funding and a growing reliance on the self-funding of learning by 
adults, were frequently cited as key barriers by respondents and named as some of 
the reasons for the significant reduction in the number of adults choosing to take up 
education and training4 

¶ There is a lack of incentives for employers to invest in upskilling of staff 

¶ Flexibility and accessibility of training is needed to suit a range of differing individual 
and employer needs 

¶ Need to increase the number of small and medium-sized enterprises (SMEs) 
undertaking learning and development practices and increase their access to public 
funded workforce skills 

¶ Short-termism and instability of the skills system was also cited as alienating 
employers, with changing rules on the apprenticeship levy included as an example 

 

Suggestions for change 
 

¶ Increased access to flexible learning allowing people with busy lives to study at a 
rate that suits them, using new technologies and increasing part-time learning 
options where possible 

                                                        
3 https://www.gov.uk/government/publications/further-education-flexible-learning-fund 
4 A drastic drop in learning opportunities for adults (from 4.7million enrolments per year to 2.2 million) 
Association of Colleges response to call for evidence. 

https://www.gov.uk/government/publications/further-education-flexible-learning-fund
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¶ Flexibility from employers to allow staff time to study and upskill and contribute 
towards costs where possible 

¶ Use of incentives was considered a good way to increase participation in learning. 
Alignment to skills priorities should be factored into incentives. Incentives might 
include: 

o supporting individuals to undertake part-time study in further education (FE) 
and higher education (HE) 

o encouraging education institutions to provide óboot campsô short, intensive 
training 

o grants for SMEs to employ graduates 
o young apprenticeship premium uplift to offset funding reductions for young 

people 

¶ Include a curriculum / job coach focus on the development of individualsô softer 
skills to support their future career development, such as resilience, commercial 
awareness and communication 

¶ Promote awareness of the local skills deficit and offers of support to adults 

¶ Simplifying access to skills funding for SMEs, including apprenticeship levy transfer 

¶ Ensure the alignment of training and apprenticeships with demand 

¶ Increase apprenticeship funding either by reducing the current £3m payroll levy 
threshold or increasing the amount of levy payments from 0.5% 

¶ Guaranteed funding pot for non-levy paying employers 

¶ Incentives and campaigns to increase demand for skills by employers to address 
the decline in job related training 
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The local dimension 
 
There are several commissions, reviews and inquiries exploring various parts of the skills 
system at present. Few, if any, have paid regard to the local dimension, to consider which 
parts of the system are delivered more effectively at a national level, and which functions 
are better undertaken at a local level. This is a key question of the Future-Ready Skills 
Commission. It is our aim to contribute to this national debate at a time when Government 
is making a sustained commitment to devolution where, despite some powers and budgets 
being devolved, the skills system remains highly centralised. 
 
Part of the rationale for the devolution of powers, funding and responsibilities to local 
areas is to enable them to take account of the specific nature of local needs in the design 
of skills and other interventions. However, experience to date indicates that areas with a 
devolution deal have seen limited devolution of powers, responsibilities and funding 
around skills and have effectively become project managers for national programmes, 
rather than being given the powers to design and operate a strategic approach to local 
skills needs. Whilst differing local approaches will be required to address specific local 
challenges, with a degree of coordination for coherence at a national level, the question 
remains how best to distribute these responsibilities.  
 
Responses to questions relating to the local dimension received a lower response rate 
reflecting the challenges in designing an effective and balanced skills system. There is 
consensus amongst the respondents that change is needed to better serve and meet the 
needs of the local labour market, with support from employers and educational institutions 
to deliver this. Bold and innovative solutions, founded on evidence will be needed to 
restore balance to the system and ensure that it works for everyone.  
 

ñStrategic partnerships, such as Local Enterprise Partnerships (LEPs) provide 
fantastic support and investment and greater devolution mechanisms, such as 
devolution deals and Mayoral Combined Authorities, can offer further skills 
investment opportunities through unallocated capital funding for growth-related 
projects. However, any greater devolution would have to take into account the 
unique situation of the area in question and reach a bespoke deal with the 
Government.ò 

University of Leeds  

 
Greater devolution of powers and funding is considered by most but not all respondents as 
an effective way of ensuring that local areas can get the skills they need to improve 
productivity and drive inclusive growth. Each local area needs a bespoke devolution deal 
with Government which takes account of the specific circumstances faced by that area. 
 
There is a further need to determine what powers should be devolved to enable the skills 
system to operate more effectively at a local level. This will ensure that a devolved skills 
system avoids duplication and fragmentation, with a number of components needing to 
remain at the national level. These might include governance, regulation, quality 
assurance and performance measurement. 
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Figure 7: Do you agree or disagree that greater devolution of powers and funding is 
an effective way of ensuring that local areas can get the skills they need to improve 
productivity and drive inclusive growth? 

 

 

ñDevolution of adult education budget (AEB) only covers part of the country and 
part of the budget. There might be a case for a more extensive devolution in the 
long-term involving more programmes but, if so, this would involve schools and 
universities in the process. There would be many administrative problems if 
funding for 16-to-18 education (to take one example) was partly devolved.ò 

West Yorkshire Consortium of Colleges 

 
Whilst the Commissionôs main focus is on the devolution of post-16 technical education, 
some respondents thought we should have a much broader focus including schools and 
universities. 
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Conclusion and next steps 

 
The responses to the call for evidence have highlighted a range of issues and 
opportunities for the Future-Ready Skills Commission to consider in its work to design a 
blueprint for devolution of skills. The main ones include: 
 

¶ There are clear opportunities to improve skills utilisation through a locally designed 
and coordinated system that brings a great coherence for individuals and 
employers, as well as contributing to productivity, economic growth, social inclusion 
and mobility 

¶ Developing career pathways could encourage greater investment and participation 
of employers and individuals in learning, as well as employers making greater use 
of the public funded skills system 

¶ There is a need to build greater accessibility and flexibility to increase engagement 
in learning for individuals and employers 

¶ Careers information and opportunities for training should be linked more closely 
with local labour market demand 

 
It is clear that a huge amount of work is already underway to address local skills issues 
with a range of stakeholders. Building on these examples of best practice and what works 
locally will be a key area of work for the Commission to determine how limited resources 
can be better deployed locally to build a skills system that works for everyone and delivers 
inclusion, social mobility and meets the needs of employers for the local economy. 
 
In order to prioritise actions, further investigation is required to identify the indicators for 
measuring the performance of the skills system, both at a national and local level. Some 
suggestions that have been proposed via the call for evidence include learner progression, 
productivity and lifetime earning premiums.  
 
Building on the responses to the call for evidence and literature review, a programme of 
consultation and expert evidence interviews will now begin to consider lessons learnt 
across the system and proposals for improvement, to provide an informed analysis of a 
high-level vision of what a skills system should look like. The Future-Ready Skills 
Commission will continue its work towards publishing its recommendations in 2020. 
 
As the work of the Commission develops, we will be identifying more opportunities to 
consult with key stakeholders to inform our work and build lessons learnt and we look 
forward to sharing updates about our progress with you via 
www.futurereadyskillscommission.com 
  

http://www.futurereadyskillscommission.com/
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