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Centre for Work and Learning 2008-2012


1.1 The Board at its meeting on the 13th February agreed to take forward proposals to establish a pan Sussex Centre for Work and Learning. 

This paper reports on the outcome of the consultation process and the issues it raised before going on to give detailed plans for the Centre and what it would achieve over a four year period.

As a result of the consultation a clear picture of the Centre has emerged. 

· It will have eight partners, four universities and four colleges

· It will have a four year lifespan with the first being about development and years 2 to 4 focusing on delivery.

· Together the partners have the potential to deliver between 172 and 220 FTE’s per annum in years 2 to 4.

· The level of employer contribution to course costs is unlikely to exceed 20%.

· The Centre can only be launched if funding is acquired from HEFCE and there are sufficient identifiable contributions in kind.

· The cost of funding staff, accommodating the core team and providing for all Centre activity, including the Sussex Vocational Progression and Credit Service, through a single bid is £2.9 or £2.5 million over four years.

2.0 Consultation on the Centre for Work and Learning

2.1 In the period since the last Board meeting extensive discussions have been held with the four universities and seven colleges who are potential contributors to the Centre. This has resulted in the four universities and four colleges coming forward with proposals to become partners in the new Centre. These are outlined in some detail in section. 
The consultation process raised specific questions about the Centre and how it would operate but also more general concerns about the policy of employer engagement per se. 

2.2 Employer engagement

Addressing the educational needs of the current workforce, as outlined in the government response to Leitch, is clearly a preoccupation for both universities and colleges. Of itself this isn’t particularly novel. What underpins it is new. The idea that employers will contribute directly to the costs of course provision as well as the student fee is unproven and therefore an area of high risk for institutions. Particularly given that numerous public funded programmes both now and in the past have been predicated on offering employers inducements to train their workforce. The presumption here is that this is more likely to be achievable if linked to a range of new bespoke programmes that may or may not lead to qualifications. Government sees higher and further education sectors as needing to capture a more substantial share of the £38.6 billion currently being spent by employers on training (see The National Employer Skills Survey 2007 May 2008). The agenda therefore is about competing with the private sector for a greater share of the market. It is not surprising therefore that for some universities, like Derby and Wolverhampton, are setting up quasi independent business organisations to deliver employer engagement. 

The implications for Sussex providers:-

· Given that this policy was new to all providers none of them could identify quick wins in this arena.

· This led to a shared concern that the initial year should be a development and not delivery phase.

· There was greater support for a four year rather than three year project.

2.3 Building institutional capacity

The rationale for Centre for Work and Learning has four underpinning themes.

· That it can help individual institutions build their capacity to deliver work related learning and devise models that are sustainable.

· That there are a series of shared activities that can strengthen the capacity of universities and colleges to deliver by working together in areas like progression, credit transfer, shared core curriculum, staff development and research.

· The Centre also provides a basis for sharing the risks by enabling providers to take fewer co-funded numbers individually.

· The assumption that higher level skills cross both further and higher education and neither sector can deliver on this in isolation. 

There is however a real tension emerging in how this ambition can be met within the employer engagement strategy of HEFCE. Unlike the partnership model that was a prerequisite for the creation of Lifelong Learning Networks this policy strand is about institutional change and transformation. Furthermore it is a growth area and one where institutions who want to expand will feel obliged to play into to a greater or lesser extent. The universities within the Centre are all considering employer engagement bids of their own. This poses a serious question about much of this activity can be undertaken simultaneously particularly in what might an uncertain economic climate. For colleges the issues are somewhat different. Here the debate was much more about funding, relationships with their partner university and how this development fits with the new standard and existing business facing activity.

2.4 Additional Student Numbers

The introduction of co-funded additional student numbers are new and have been the most difficult issue to address in planning for the Centre. This has led to following approach in all the partners:-

· A reluctance to commit to taking more than the minimum number.

· A lack of conviction that more than 20% additional employer funding will be possible over the entire period. 

· A concern from colleges that the partner university would need to treat these differently to franchised numbers if they were to be viable. 

· For Northbrook College, who are directly funded, the restriction on offering shorter types of stand alone provision was a real barrier to delivering student numbers. 

· The figures for Sussex University and the Open University are not confirmed as they need approval which may not be forthcoming. 

· A further issue is that if providers can get standard ASNs to deliver some of their plans, particularly where this relates to undergraduate provision, then why should they bother complicating matters? 

In short getting employers to contribute is only part of the challenge of co-funding. The implications it has for university /college systems, procedures and relationships may be even more significant and these costs are difficult to estimate. It could well be that it would only operate effectively  if the Centre held the student numbers rather than distributed them as is the current practice in the SLN.

2.5 Funding the Centre

It quickly became apparent that colleges had no resource to contribute to the Centre. Their preoccupation was ensuring that their proposals would at least cover costs. They were also keen to see how this development linked to the

work of FE Sussex. Similarly, the universities have not offered contributions upfront. Given the funding requirements of the SVPA and the model being adopted for the Learning at Work Information Service the only feasible way of funding the new Centre is though a bid to HEFCE that is supported by significant and identifiable contributions in kind. 

3.0 The outcome of the consultation

3.1 Despite the understandable reservations, referred to above, there was considerable enthusiasm for the proposal and a willingness of providers to identify with the aims and aspirations of the Centre. The consultation process itself also created a whole new series of relationships. For example, the dialogue with Sussex University was promoted by the Regional Development Centre. Three of the four colleges have not taken a lead role in the SLN and most of the curriculum areas are new or have new leads. Only three of the existing strands and providers in the current SLN are specifically linked to the new Centre. These are Sport at Chichester, Service Management at Brighton and Creative Arts at Northbrook.

One interesting distinction emerged between the universities and colleges. In the case of the latter all four colleges are keen to see how it can build a flexible HE offer that can support their existing business engagement

Obviously, the three colleges who are not party to development and delivery will still benefit from the general activities promoted by the Centre. 

4.0 The Centre for Work and Learning as a joint venture

Part of the rationale for creating a centre, outlined previously, is the added value to be gained from institutions working together in areas where they have a common purpose. These stem from the activity undertaken in five areas by the Sussex Learning Network over the past two years. This infrastructure will be used to support the workforce development activities of the new centre as well as supporting all employer engagement taking place in Sussex and the south east. 

4.1 Sussex Vocational and Progression Service

The SVPA has been signed for three years until 2010 and the first batch of progression agreements have been approved and are being promoted to learners and institutions. The next phase of development is designed to build on the SVPA whilst linking its work more closely to progression from the workplace.

It will undertake the following tasks:-

· Extend existing progression agreements and develop new ones in other areas of the curriculum.

· Maintain and support the further activity of the SVPA Management Group.

· Develop with the Centre for Work and Learning a credit framework designed to support progression into higher education from the workplace.

· Work with the Centre to ensure all curriculum development offers progression opportunities for learners. 

· Establish a pan Sussex repository for learning modules that are can be used by all partner institutions engaged in workplace learning. 

· Work with partner institutions to create a shared approach to validating curriculum produced by the Centre for Work and Learning.

4.2 Learning at Work Information Service

In addition to providing a direct source of information to employees and potential learners, the Learning at Work Information Service will provide a resource to: 

· support those responsible for training and development at work.

· support Train to Gain brokers, advisers in the emerging adult guidance service and business facing staff in universities and colleges.

· provide an up to date picture of higher level skills that can be directly linked to the work of other agencies, enabling them to add this to the service they provide for clients.

The audience for the ‘Learning at Work Information Service’ will include those in work who are looking to progress or change direction within their career; those who are returning to work or about to enter the workforce; those currently studying at level 3, and all those who advise them. It will also build on the innovative work done by the Student Network to promote the learner voice as a way of encouraging participation by those in work. 

The ‘Learning at Work Information Service’ will enable learners and potential learners to:

· obtain personalised IAG relating to work-based and work related vocational higher education

· identify opportunities for local work-based and work related higher education

· search and use agreements that will support their progression into and through higher education

· feel confident about making a decision independently, and approaching an institution to apply for a course

The ‘Learning at Work Information Service’ will provide a tool for practitioners and employers which:

· brings cross-institutional, cross-organisational and supporting information together into a one-stop-shop

· raises awareness of the opportunities that exist in work-based and work related higher education locally

· provides access to a wide range of easily accessible generic and locally specific information to support them 

For all users, the ‘Learning at Work Information Service’ will be:

· reliable

· consistent

· accurate

· up-to-date

· easy to navigate

4.3 Developing a core curriculum for workforce development.

This brings together three related strands of work undertaken by the SLN:-

· The work based top-up project undertaken with the Centre for Collaborative Training at the University of Brighton.

· The pilot undertaken by the e-learning team from the Open University that has involved utilising the resources of the Openlearn project that is this largest UK experiment promoting open source material.

· The Foundation degree module project that Matt Herd, a student consultant, is undertaking. The results of this will be presented to the Board at its July meeting.

The aim here is to create a common framework of modules that can be used by  all partners in the Centre either as stand alone provision or accumulate into a Foundation Certificate, Diploma, Degree or honours top-up. The only way in which co-funding can be made to work is if existing curriculum can be re-used for a variety of purposes in different contexts. 

4.4 Developing our own workforce

The SLN has enabled staff across FE and HE to work together on a wide variety of projects and brought this together in a range of high profile events and conferences. Whilst this helps build and sustain new working relationships it doesn’t of itself develop the professional competency of individual practitioners to engage in work related learning. The Centre would move the focus away from large scale events to providing practitioners in FE/HE, training organisations, HR specialists and brokerage agencies with an accredited programme of professional development. For example, the Foundation degree symposium has held five seminars and two conferences in the last year. It would have been relatively straightforward to convert that programme into M level units where participants gained credit for undertaking further work in their own institution to apply some of the learning gleaned in the various sessions. The advent of the new 14-19 diplomas also offer an opportunity to extend this approach so that it brings teachers into contact with those running higher education. 

Such a programme could be jointly developed with the Centre for Teaching and Learning at Brighton University. 

4.5 Research Forum

The SLN has sponsored over twenty five small scale research projects that have been undertaken by practitioners working in vocational higher education  There is an increasing interest in using action research of this kind to improve the quality of curriculum development and delivery. The Centre can act as catalyst to continue this type of work but extend it to include employer based organisations and their staff so that the process can align more closely to organisational change and development. 

5.0 The Centre for Work and Learning and capacity building in institutions

The Centre will be judged by how well it equips individual partners to move forward with their longer term plans for workforce development. It is therefore a test bed for new approaches across a broad range of sectors and subject areas. The HEFCE funding strategy for this work recognises the need to support both development (capacity) and provision. The plan for the Centre combines both. The partners will draw down funding to support capacity building in return for agreeing to take a minimum level of co-funded ASNs. 

Each of the partners has identified areas of the curriculum or activity they wish to support over the four year period. It is likely that this will change and evolve as some initial opportunities fail to materialise while new ones present themselves. The partners need to assured that there is flexibility to adjust and respond to demand. 

The individual proposals from the partners reflect the diversity of approaches, target audiences and employers that would be addressed by their combined efforts. Moreover they are all linked to differing strategic objectives of the institutions concerned. A diagram showing the total offer is displayed as Appendix 1.

5.1 The Open University in the South East

In the present economic climate the OU is focussing on employer engagement and this bid will provide significant support to this endeavour and its mission to reach adult learners in the workplace. Work currently being developed includes:

Health and social care/Children’s workforce

This is an area undergoing large changes regarding vocational qualifications. 

Top-up provision for holders of Dip HE and Dip SW qualifications to BA/BSC (Hons) Health and Social Care and articulation from Certificate in Social Service (CSS) and the Certificate of Qualification in Social Work (CQSW) to Open Honours degrees. Our HSC team have been discussing this with Ofsted Social Care inspection team representatives.

Working with the Workforce Development Confederations the voluntary and private sectors for care provision will be a key area for engagement.

We are planning to work with the Prison Officers Association with a view to supporting the development of the association’s learning centre in Kent and to develop appropriate progression pathways from the NVQ level 3 in custodial care to level 4 study, the university currently offers a Foundation Degree in Youth Justice and also vocational pathways of possible interest to prison officers involved in health care – at least two of the prisons in the South east have large drug rehabilitation units and employ a number of care workers. Funding here would be invited from the POA and also the Prison Service. 

We have an ongoing relationship with Pfizer Global Research and Development – one of the largest employers in the region – and additional funding would be used to formalise and support our current work in increasing the take up of undergraduate and post-graduate courses.

Post graduate study

The Open University Professional Graduate Certificate in Education offers flexible initial teacher education to undergraduates wishing to pursue a teaching career in seconday schools in six subject shortage areas. The Open University works with a broad network of partner secondary schools: 83 of these are in the South East Region. Both professional and support staff in these schools would benefit from courses within the Education portfolio ranging from Foundation Degree to Master’s in Education qualifications. 

Languages

OU courses and qualifications in languages include five modern languages (French, German, Spanish and Italian) as well as English for business communication. The strong emphasis on current social and cultural issues makes qualifications such as the Diploma in Law and French and the Certificate in Business and Spanish suitable for professionals in areas such as Travel and Tourism, Health and Social Care, Hospitality, Business and Management. While the BA (Hons) in Modern Language Studies currently attracts people who want to retrain as language teachers in secondary and primary schools.

Potential employers could include the following:

· Gatwick, Manston and Lydd airports

· Education sector (primary and secondary schools)

· HM Revenue and Customs

· Cross-channel ferry companies and also Eurostar and Eurotunnel

· Kent County Constabulary
 

In partnership with the employer and student we can design, develop and deliver customised learning with a range of methodologies, including blended and e-learning, to provide the workforce with transferable and, where appropriate, graduate skills. This learning will be based on existing OU courses localised by the addition of employer or sector specific online or face-to-face tutorial materials.

5.2 University of Sussex

School of Science and Technology

This venture would fit directly in to the University and School strategy which is to strengthen links with employers, to widen participation and to make a step change in intake.

The School has some existing routes for local employees to take degrees.  For example, American Express employees can take part-time Masters programmes in SciTech; and local media companies send their employees to take a part-time postgraduate certificate in Instructional Design.  However this side of our activity is not as developed as we would like, and the proposed scheme would be very helpful in terms of building up both volume and diversity.

At present we envisage working in four curricula areas, covering both undergraduate and postgraduate level activity in terms of both complete degree programmes and individual modules (that could be built up using credit accumulation).

Engineering  

Develop/deliver a part-time version of the UG BSc Engineering for Society, possibly for people employed in local charities and NGOs (say) who want to get a degree to develop their career.

At the PG level, all MSc programmes in Engineering & Design are now modular and the modules are thus taught in 10, 3 hour sessions, which might be relatively easily applicable to this scheme.  One group, Thermo-fluids, are already running three hour Evening courses aimed at CPD in various fluid/heat transfer topics later this year which might also be easily adapted and extended for this.

Informatics

Regarding UG programmes, the new ELQ policy restricts the possible intake. But we believe that there would be local interest in HCID and GAME (see below). The recent Informatics Periodic Subject Review Panel recommended that we start thinking about part-time / more flexible offerings at UG level, given the impending decrease in the number of 18 year olds in the population. 

Develop/deliver a part-time version of the BSc Human Computer Interaction Design (HCID) and the BSc Game degree, if there were people employed in local media/games companies (say) who want to get a degree to develop their career or take individual modules as needed.  There is a wealth of media and games companies around Brighton, and part-time versions of these degrees or suites of modules might be a popular option.  

At the PG level, because of American Express, the MSc programmes in Human Centred Computing Systems and Information Technology for E-Commerce are already set up for day release. We could do more to market this aspect of them locally. 

Also at the PG level, the existing Post Graduate Certificate in Instructional Design was designed to meet the needs of a consortium of local companies (BELA) and they provide (by day release) many of the students.  The topics of this programme could be extended.

Mathematics

Develop a part-time version of the MSc in Financial Mathematics that might be of interest to both local employers and those in London.

School of Social Work and Social Care

This development builds on the Every Child Matters policy/practice agenda, the Children’s Plan (2007) sets out the Department for Children, Schools and Family vision for 21st century children’s services, aiming to develop integrated services that improve outcomes for children. Regulatory bodies, professional associations, sector skills councils and employers strongly endorse this agenda. The proposed BA (Hons) Children and Youth Studies is designed to respond to this agenda locally and regionally by meeting the needs of the workforce, and nationally and internationally by attracting students who wish to join this workforce. 

The BA will enable the School of Social Work and Social Care to diversify and develop, building on long-established track record of employer engagement in social work qualifying education. It will expand student numbers and enable introduction of a degree with possibilities for shared learning with students in related fields, such as social work, sociology and psychology. Importantly, in synergy with national policy developments in workforce development for the integrated children’s services agenda, it will enable the development of shared learning with the School of Education and the long-standing Diploma in Professional Education. The development will enable the institution to demonstrate achievement in its strategic goal of enhancing Business and Community engagement and contribution.

The new award will provide skills and knowledge for the children’s workforce thus responding to government requirements to ‘qualify the unqualified’ workforce and meet the Every Child Matters agenda.  The Department has strong links with employers in the integrated children’s services sector – Brighton & Hove, East Sussex and West Sussex Councils, and a range of large and small voluntary organisations – arising originally from our role as a provider of qualifying and post-qualifying social work education, but more recently from engagement in broader workforce development strategies. We are members of the Board of Brighton & Hove Children’s Trust, and its workforce development group, and of the West Sussex Professional Learning Academy. West Sussex integrated children’s workforce development managers have recently expressed strong interest in and support for this proposal.

The degree will be modular and available as full-time or part-time. The modular framework will enable a combination of core and elective modules. Exit awards of CertHE and DipHE will enable learners to pace the scale and extent of their learning. Year 3 will enable students to select either a dissertation or a practice related project.  The links and progression routes to associated professional qualifications, at both undergraduate and postgraduate level, will be built into the programme.  The curriculum will dovetail with the new Integrated Qualifications Framework for the children’s workforce.

Potential students will include all those who form part of the Every Child Matters workforce:

· Teaching Assistants, Learning Mentors, Inclusion Officers, Home-School Liaison Officers, Child Minders, staff working in Children’s Centres, Connexions Workers, Foster Parents, Housing Workers;

· Those who wish to become part of the ECM workforce;

· Those in the ECM workforce who wish to progress to professional qualifications

5.3 University of Brighton

School of Service Management 

The School of Service Management has been actively involved in the SLN as curriculum leader for tourism, hospitality and retail subject areas. There has been considerable and ongoing development work with a number of awards validated and commencing in September 2008. The School is supportive of the continuation and consolidation of this activity, focused on the concept of a Centre for Work and Learning. Our industry sectors are demonstrating an early but gathering enthusiasm for improving staff qualifications through work based learning, and the Foundation Degree WBL model is beginning to be better understood. Co-funding of such programmes does not yet seem a realistic goal but there are signs that the larger companies might participate in due course. There is room for further investment in developing flexible learning products at FD, undergraduate and postgraduate level within our curriculum areas.

5.4 University of Chichester

The University of Chichester is currently developing a new Strategic Plan, to run from September 2008. This will considerably increase its presence in Coastal West Sussex, focusing particularly on an expansion of its existing Bognor Regis Campus (BRC). The curriculum offer on the BRC will include Sport, the Creative and Cultural Industries, Business. This project is seen as an exercise in ‘additionality’, seeking to raise aspirations in the coastal strip between Littlehampton and SE Hampshire by establishing clearer progression from schools and colleges to HE. All aspects of the new curriculum offer will be built around employer engagement, consisting largely of a series of Foundation Degrees with progression to Honours. Employer engagement will take in the public sector (including Health and Social Care) and the private sector (linking with incubator development beyond the Campus base. The new Strategic Plan will be designed around collaboration between schools, FE and HE and employer’s organisations (for example an  Fd in Graphic Design working with South Coast Design Forum, based in Chichester). 

Continuing and developing the work the Chichester has been able to undertake within the SLN will be a significant element of this project. The model for this development has been the work undertaken with the SLN as curriculum lead for Sport. This work must continue, to build on what has been achieved so far. Taking the model proposed for the new Centre , as a starting point, the University seeks to, as a minimum to continue with the current work supporting curriculum development and Sector Skills partnership work in Sport and the extend the work  into the Cultural and Creative Industries, and Business (to include Social and Health Care). 

The University is also in discussion with Chichester College on ways of supporting the development, particularly of Foundation Degrees that will be a ‘joined up’ approach in this part of Coastal west Sussex.  

5.5 Chichester College

The proposal is in line with Chichester College’s mission to provide world class learning and training opportunities to the business and public sectors. It fits with the strategic objective to develop work related higher education in partnership with business and higher education partners.  If successful this proposal will allow the college to work with business partners in developing work related higher education.  

The proposal is to develop projects in several curriculum areas where employers have identified problems in recruiting or in providing training for existing employees.  The areas covered are: logistics management, management for team leaders, non-clinical staff, care, catering, estates, administration, customer service for medical emergencies, construction: site management, estimating and quantity surveying, training for those working with vulnerable young people.  These proposals are the results of discussions with Human Resources managers in the following organisations: West Sussex Drugs and Alcohol Action Team, Travel Places, CEGA, Royal West Sussex NHS Trust and Hyde Housing.  The discussions were focussed on hard to meet training needs and problems of delivery.  The project will develop higher education solutions that meet each partner’s unique needs.

The delivery of the courses will be mostly work based, with support available on-line.  There will be short blocks of study (typically two days) to provide theoretical underpinning knowledge.  The programme is designed to offer opportunities for progression from apprenticeships to professional qualifications.

The workforce will be able to take units from a bank of modules that can be combined to create a Higher Education qualification such as Diploma of Higher Education or a Foundation Degree.  The units will be industry specific.  The project will enable the college to extend its ladder of learning from pre-entry to NQF levels 4 and 5 in vocational subjects for which progression to higher education is traditionally poor, partly because progression routes are underdeveloped.

Chichester College has a successful track record in delivering work based learning.  It has good and developing links with neighbouring HEIs that will enable successful accreditation and delivery of new types of work related higher education.  The college was the first in the South East and one of the first in the country to achieve the Action for Business College standard.  It has also recently achieved the new Training Quality Standard.

5.6 City College – Brighton and Hove

Within the scope of the courses and subjects delivered at the college, the Centre would offer opportunities for the employers we currently work with to up-skill or re-skill their workforce within the framework of Foundation Degree modules.

Two examples of recent curriculum development:

· We have developed a Modern Apprenticeship with NCSoft a major international games development company. Within the sector of computer games design across the city of Brighton and Hove, there are opportunities to provide level 4/5 training for a workforce that tends to learn on the job having trained in other areas.

· The recently opened Jury’s Inn at Brighton Train station has worked with the college in training their hospitality and catering staff and there are opportunities across the travel and tourism sector in the city to offer level 4/5 training to this particular workforce.

In Games Design, the evidence base for the NVQ work has been gathered through on-line portfolio and this could be built on.

In most cases, this approach would enable employers to validate parts their CPD training programmes through the use of an FdA credit framework. The value for the learner is in giving a structured approach and context to targeted training needs within the workplace and a way of valuing and crediting their work-based learning. In the longer term, it should increase the learner’s employability by enabling them to demonstrate a more detailed and extensive skill-set.

The current HE enrolments within the college are around 350 of which very few are made up of part-time learners. There are sound opportunities to develop part-time FdA routes over the period identified which could link into these numbers.

From September 2008, the University of Brighton is transferring its FdA in Business provision over to the college and this, alongside our existing professional qualification in business, finance and administration will bring in additional student numbers which have potential for strong links with employers. 

The nature and makeup of subject areas offered within the college at the moment [Digital Media; Business, Food and Culinary Arts, Hospitality and Event Management, Travel & Tourism, Biological Sciences, Computing, Electrical/Electronic and Manufacturing Engineering] lends themselves to a work-based learning approach as could any planned developments over the next 2-3 years.

5.7 Northbrook College Sussex

Development funding through the proposed CWL would be used during first year to research and establish an HE framework for delivering

co-funded ASN related to the employer engagement agenda within the following areas.  During the developmental phase 2008/09 the College will:

· Build on the work of the College’s established Business Solutions department and its engagement with employers, Train to Gain and Apprenticeships to identify training needs and demands in conjunction with the SSC and SEEDA.  These could extend throughout all existing areas of College activity and potentially include new areas.

· Work towards achieving the Training Quality Standard kite mark in autumn 2008, and using this process establish an employer focused ethos within the curriculum delivery departments, and transform approaches to curriculum design and delivery. 

· As an Affiliated College work in partnership with the University of Brighton to consider an approach that would allow the franchising of any additional co- funded ASN to enable the College to deliver credit based modularised HE.

· Map the existing HE programmes (especially at FHEQ Level 4 and 5) within the College to develop flexible part time routes for employees’ CPD, and use the existing SLN module mapping work to determine how Northbrook’s HE offer can be widened to provide a substantial and flexible curriculum offer to employers.

· Identify specific requirements related to the employment aspects of individual curriculum areas.  Currently Northbrook’s HE recruitment is predominantly (around 75%) in the area of creative industries.  As the current lead partner for the SLN for Arts and New Media curriculum links have begun to be developed with employers and the SSC.  As an industry dominated by SME and micro businesses a developmental period would allow work to take place in identifying methods of engaging employers (by nature of the industry difficult to reach) and employees in CPD activity.

In summary, the College is eager to enter the arena of innovative, work-focused HE, based on emerging funding models, and seeks to build organisational capacity and scope the market in parallel, with a view to developing take-up of modular, CDP-focused, credit-based HE.

5.8 Sussex Downs College

· Sussex Downs College is committed to the development of its higher education provision as it formulates plans to develop an HE learning brand with effect from 2009.

· This development is particularly in relation to courses designed to meet employer needs as well as student progression.

· Key areas of HE development include:  Automotive Engineering, Construction, Leadership & Management, Travel & Tourism, Creative & Cultural Industries.  These are all high achieving curriculum areas at FE level.  

· A whole college Employer Engagement strategy is managed through the Employer Training brand, with Skills Advisors who are currently working with employers in all levels of provision from level 1 to level 4.

· The Skills Directorate is currently engaged in development plans for Employer Training and an HE Learning Brand.

· Current curriculum development plans have also been formulated by student demand through the apprenticeship scheme

· Many employers in key sectors are micro businesses and a significant number of them are or have been our students

The key developmental areas for this work are:

· Public Sector
We have good employer engagement with East Sussex County Council, East Fire & Rescue Service , our local NHS Trusts, Eastbourne Borough Council, Lewes District Council, HMP Lewes
· Professional services
Local solicitors and accountancy firms throughout our area

We already are delivering provision at levels 2 & 3 and for financial services to level 4 (AAT). We believe that these sectors are most likely to have a requirement for further progression to HE for some of their staff and be willing to make an employer contribution.  

· Delivery models could include experience drawn from delivery of qualifications in the workplace at levels 2 and 3. 

· Innovative use of flexible attendance models 

· Develop level 4 qualifications which draw on cross curricula units.  The establishment of a county-wide directory of Foundation Degree modules should facilitate this

· Foundation Degrees wrapped round existing professional qualifications.  This has already been developed for the FdSc in Health & Social Care wrapped round the Registered Managers Award

· Existing workplace assessment models built on successful delivery of Train to Gain and apprenticeships

· Team of Skills Advisors liaising with local employers to assist in needs analysis and a whole organisation approach to a training plan

· Fit for purpose opportunities to develop post-level 3 knowledge skills and understanding in key employment sectors.

· Flexible delivery model

· Financial support and commitment to their own development from their employer

We anticipate concentrating our proposed development for co-funded ASNs to be in newly developed Foundation Degrees in Business and Management as employers in this sector being more likely to undertake significant contributions to their staff development, but our skills advisors could offer the opportunities in all sectors currently offering programmes at level 4 or above.   

At this stage we see this as a potential contribution to our overall HE and Employer Engagement strategy that would complement our existing level 4 and higher development plans.

5.9 Additional Student Numbers 

The partners have all expressed reservations about meeting co-funded ASN targets in the first year and have been realistic about what can be achieved thereafter. A table showing the co-funded ASNs that the partners would deliver is shown as Appendix 2. It is probably an over estimate as two of the universities have yet to confirm whether such an undertaking is feasible and all providers are being asked to take a minimum of 15 ASNs over each of the four years. If only three years funding is available then the overall totals would need to be reduced accordingly. It should also be borne in mind that the headcount i.e. number of students will be far greater as much of the provision will entail smaller units of study. 

The published evidence from HEFCE shows that the twenty -six employer engagement projects funded thus far are committed to delivering 5839 co-funded ASNs supported by £48 million of SDF funding (HEFCE Board Paper B9/08 Agenda Item 11 Annex B).

5.10 Staffing for the Centre

The plans of the partners would mean bidding for 5.75 FTE staffing resource to support the capacity building and delivery with a core team of 4 (FTE) staff to direct and deliver the pan Centre activities. The core team would continue to be based at the Innovation Centre.

6.0 Evaluating the proposal

The Centre will only become a reality if a successful bid can be made to Employer Engagement Panel (HEFCE). This document tries to present a realistic assessment of how the vision for the Centre can be delivered but in so doing raises a number of questions about the policy context and the practicalities of a pan institutional approach to workforce development. 

HEFCE has set out a number of criteria against which proposals can be judged.  These are reproduced below. Members of the Board may wish to refer to these in reaching their views on the proposal.

Extract from Employer engagement projects: new arrangements for funding (January 2008)

“45.
Proposals will be assessed against a common set of criteria, including:

a. Evidence of the strategic significance of the project to their institution.

b. Evidence that the institution understands the nature of employer demand, including the levels of co-funding initially achievable.

c. Description of the nature of the provision that will respond to employer demand and evidence as to why the model is most appropriate.

d. Assurance that capacity to respond to employer needs will be increased.

e. Evidence that the infrastructure and capacity to generate co-funded employer engagement will be sustained beyond the period of the funding.

f. The intended added value for learners.

g. Evidence that risks are understood and are being managed appropriately.

h. Evidence that projects are either innovative or building on existing practice.

i. Evidence that the project complements other infrastructure supported by HEFCE.

j. Evidence that the provision is new rather than substituting for existing arrangements.

46.
A key requirement is that we test the scale of the potential employer market in which employers contribute fully in addition to the 50 per cent HEFCE rate of contribution. Our expectation is that all projects plan to operate sustainably at the 50 per cent HEFCE rate, and generate the necessary revenues from employers, before the end of the development funded project. This will be a clear requirement in the guidance we publish alongside the introduction of these funding arrangements. “

Chris Baker 
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	Institution
	Centre for Work and Learning – Additional Student Numbers 2008-2012


	Staffing resource

(FTE)

	
	2008-09


	2009-10
	2010-11
	2011-12
	

	
	Low


	High
	Low
	High
	Low
	High
	Low
	High
	

	University of Brighton


	0
	0
	15
	20
	15
	20
	15
	20
	0.5

	University of Chichester


	0
	0
	45
	50
	45
	50
	45
	50
	1.5

	The Open University


	15
	25
	15
	25
	15
	25
	15
	25
	0.5

	University of Sussex


	0
	0
	30
	35
	30
	35
	30
	35
	1.0

	City College Brighton & Hove
	0
	0
	15
	20
	15
	20
	15
	20
	0.5

	Chichester College


	20
	24
	22
	26
	24
	30
	24
	30
	0.75

	Northbrook College


	0
	0
	15
	20
	15
	20
	15
	20
	0.5

	Sussex Downs College


	0
	0
	15
	20
	15
	20
	15
	20
	0.5

	Totals


	35
	49
	172
	216
	174
	240
	174
	240
	5.75


The Board is asked to make decisions on the proposals for the development of the Sussex Learning Network from September 2008 (see paper SLN.B.08.02).

















� The Open University would require national approval if it were to take ASNs on a regional basis. This may not be forthcoming.





� The figures for University of Sussex are indicative and do not have formal approval.





� As directly funded FEC, Northbrook College is exploring whether they can bid for additional development funding based on recruiting 50 ASNs per annum.





SLN Board meeting 13 May 2008

