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Introduction

 Data was collected in November 2024. A
total of 1255 employers completed the
survey from 32 countries.

 The three largest groups, making up 35% of
the response are drawn from manufacturing,
finance and insurance, and information and
communication.

 The largest group, 16%, employ between 501
and 1,000 staff, while 51% employ fewer
respondents.

o 34% are from mid-level management, while
64% are in more senior positions.

 56% can decide which programs staff in their
organisation attend and which providers they
use




Executive Summary

 Change is perhaps the theme that runs through the findings from the
employer survey. Employers are looking for change management skills,
changing the way they develop their staff and changing the providers they
use to deliver learning and development.

« Employers want flexible solutions to drive productivity and help introduce
new technology, faced with skill shortages in many fields. Flexibility means
finding ways for staff to learn but keep working, often with shorter courses
that are delivered at least in part online. Degrees are still a focus for a
quarter of employers but perhaps delivered in short bursts.

 Flexibility also extends to where providers are based, with employers
prepared to send staff virtually and physically to international learning
providers; brand reputation will be key.

« Universities are considered as learning providers but are not the first
choice, coming behind private training partners and professional bodies.
Building partnerships to deliver the breadth of courses that are important
to employers may be part of the future. Where universities are chosen
their reputation for developing knowledge is key.

* Increasingly challenge will come from private online providers, offering
metrics on learner progress and data on learning impact for an organisation.
Where online is chosen, in part it's because it suits a new pattern of
working with fewer people in one place at the same time.

« Asever, value for money is an important consideration for employers,
further highlighting a perceived benefit of online learning. However,
employers want providers who understand them and their challenges, who
can be an effective learning partner.




DRIVERS, BUDGETS AND ACTIVITIES



The why, how and what of L&D

 Employers have many reasons for developing their staff but
top of the list is productivity growth, new technology and
maintaining professional standards.

« Employers expect to do more learning and development,
with budgets increasing across 51% of employers in the next
two years compared with 38% in the previous two years.

 Thereis a focus on short programmes, industry certification
and coaching. However, a quarter of employers are
interested in postgraduate degrees.

« Employers are open to a mix of credit and non-credit bearing
programs (36%), although substantial percentages use only
credit-bearing programs (30%) or only non-credit bearing
programs (26%).




ANTICIPATE DRIVERS OF To improve productivity and efficiency
LEARNING AND PROFESSIONAL To introduce new technology
DEVELOPMENT IN YOUR To develop high potential staff
ORGANISATION OVER THE To maintain professional standards/competencies
NEXT TWO YEARS To build a workforce fit for future business needs
To help our staff reskill
To specifically deal with the implications of Al
To help retain key staff in our organisation
To build a more sustainable operation
To support the personal development of staff beyond
work
To introduce new working practices
To enhance equality and diversity among our staff
To meet statutory/regulatory requirements
To enter new markets
To transform our environmental impact
To support staff recruitment in local markets
Not sure




HOW HAVE BUDGETS FOR LEARNING AND DEVELOPMENT IN YOUR
ORGANISATION CHANGED OVER THE LAST TWO YEARS AND HOW DO YOU
EXPECT THEM TO CHANGE OVER THE NEXT TWO YEARS?

Remained / will
Have decreased / remain about the Have increased /
Will decrease same Will increase Not sure

In the last two years

In the next two years




LEARNING AND PROFESSIONAL DEVELOPMENT ACTIVITIES LIKELY TO MAKE
USE OF IN THE NEXT TWO YEARS

Industry certification, e.g. Microsoft/Cisco IT certification, Project Management, etc.

Short non-degree university programs studied across a week to a month

Coaching for individual staff

Short non-degree university programs studied across as little as one day and up to a week

Short non-degree university programs studied across a month to three months

Postgraduate degree e.g. Masters, MA, MSc, MBA, MPhil, PhD, etc

Mentoring for individual staff

Digital badge

Undergraduate degree e.g. Bachelors, BA, BSc, etc

Custom designed programs

Apprenticeships

CPD programs

Micro-credentials

Self-badged programs

Not sure yet




USE MADE OF CREDIT AND NON-CREDIT BEARING PROGRAMS

We only use credit bearing programs, i.e. those that recognise the learning that has been
undertaken

We only use non-credit bearing programes, i.e. those that receive only a 'certificate of
completion' (or similar)

We use a mix of credit-bearing and non-credit-bearing programs

Not applicable / Not sure




LEARNING PROVIDERS



Work and learn with private providers,
professional bodies and universities

 Employers prioritise good value courses, learning for their staff that
allows them to continue working at the same time, and providers

with a wide range of courses.

« The most used providers are universities (32%),
professional/industry/trade bodies (37%), and private training
providers (40%).

«  When universities are used it’s likely to be because:

* Universities/colleges have a reputation for developing knowledge
* The qualifications are widely recognised by employers

* University/college research adds value to the learning provided

* Quality of faculty delivering courses

« Reasons given for not using universities tend to focus on:

* Universities/colleges are too theoretical and not sufficiently abreast of
the real-world business challenges we face
* Other providers offer programs which better meet our development

needs
* Universities/colleges don't have the specific expertise we are seeking




THE MOST IMPORTANT ELEMENTS WHEN CONSIDERING A FUTURE PROVIDER
FOR LEARNING AND PROFESSIONAL DEVELOPMENT FOR YOUR ORGANISATION

offers good value courses 22% is highly ranked for learner success/satisfaction 16%

enables staff to continue working while learning 22% has leading edge expertise 15%

has a wide range of courses relevant to our needs 20% challenges world views by combining innovative and 149
. . . critical thinking

has strong connections with my industry 19%

works in partnership with us to co-design programmes Bz

is recognised for the quality of its programs 19%

embraces digital delivery of learning 14%

provides good customer service 18%

partners with industry 13%

has a strong reputation for applied learning 18%

has a focus on social responsibility 12%

promotes equality, diversity and inclusivity 17%

is engaged with and supports my local community 11%

supports learners to get the most from their studies 17%

offers some free or very low cost programmes 10%

ensures that programme delivery approaches are
flexible and reflect our needs

17%

has a widely recognised name 10%

has recognised accreditation for its courses 17% provides job-referral services 8%

offers qualifications widely recognised by employers 16% Is near to our main work sites 7%

recognises, values and integrates work-based learning 16% awards microcredentials 7
(] [ ] 0
within programmes




PROVIDERS USED FOR LEARNING AND PROFESSIONAL DEVELOPMENT

Private training provider

Professional/industry/trade body

University/College or other regulated higher
education provider

Consulting firm

In-house service

Public training body

Freelance consultant

Non-university online learning provider

Chamber of commerce

Voluntary organisation

Further Education College

We don’t use any specific providers
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REASON FOR USING UNIVERSITIES TO PROVIDE LEARNING AND

PROFESSIONAL DEVELOPMENT

Universities/colleges have a reputation for developing knowledge

The qualifications are widely recognised by employers

University/college research adds value to the learning provided

Quality of faculty delivering courses

A wide range of relevant subjects offered

Flexibility of learning provision, offering different delivery modes

Existing relationships with universities/colleges

Good value for money

Solutions that fit various leadership levels in our talent pool

Flexibility of solutions offered

The self-accrediting status of universities allows them to award qualifications

Content backed by research and expertise

Long standing relationships with key universities/colleges

Proximity of universities/colleges to our business locations

Their involvement in the local community
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REASON FOR NOT USING UNIVERSITIES TO PROVIDE LEARNING AND
PROFESSIONAL DEVELOPMENT

Universities/colleges are too theoretical and not sufficiently abreast of the real-world business challenges we face

Other providers offer programs which better meet our development needs

Universities/colleges don't have the specific expertise we are seeking

Universities/colleges are too expensive

| wasn't aware that universities/colleges offered staff and management development programs

We have not seen any real impact back in the workplace after investing in a university/college program

Working with a university/college is too bureaucratic

Our organisation only uses in-house provision

University/college training is not appropriate to our level of staff

There are no good-quality universities/colleges near our facilities

Universities/colleges lack an online offer and are too far for our staff to travel

Universities/colleges are too slow to respond to our enquiries

Our organisation stopped using universities/colleges after a previous poor experience

Other (please specify)

RN
&)




The challenge of online

 Although only 18% of employers indicate they use a non-
university online learning provider, it would appear that some
are counting such providers in another category as 63%
indicate that they have used LinkedIn Learning, 46%
Coursera, 43% Udemy, 42% FuturelLearn, and 42% suggest
they use other online learning providers beyond those tested
in the survey.

 Employers would like universities to take a number of actions
for the future - all of the options listed were agreed with by
more than 70% of employers, including:
« continue to develop more flexible approaches to learning
« develop more inexpensive programs to deliver relevant

skills for those working
« be more innovative in their development of lifelong
learning

When searching for providers to use for learning and
development, employers are most likely to use an online
search, Linkedln, YouTube, university websites and
endorsements from other employers. Rankings are only used
by a quarter of employers.




HAS YOUR ORGANIZATION MADE USE OF ANY OF THE FOLLOWING
DIGITAL PROVIDERS OF LEARNING AND/OR WOULD YOU CONSIDER

USING THEM IN THE FUTURE?

Have not
used and
would not
use in the

Used, but Used and Used and
would not use may use would use
again again again

LinkedIn Learning

Coursera

FuturelLearn

edX/2U /GetSmarter

Udacity

ServiceSkills.com

OpenSesame

eduCBA

General Assembly

Udemy

Emeritus

Alison
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DO YOU CURRENTLY USE ANY OTHER DIGITAL PROVIDERS TO

SUPPORT LEARNING AND PROFESSIONAL DEVELOPMENT FOR
YOUR STAFEF?

Yes

No

Don't know / Unsure
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VIEWS ON THE FUTURE OF UNIVERSITIES

UNIVERSITIES SHOULD

Definitely
disagree

Continue to develop more flexible approaches to learning

Provide clearer routes to enable and support lifelong learners

Develop more inexpensive programs to deliver relevant skills
for those working

Develop a wider range of short courses

Be clearer about how their offer positively impacts wider
society not just business and industry

Be more responsive to employer needs

Be more innovative in their development of lifelong learning

Mostly
disagree

6%
5%

4%
5%

6%
6%
5%

Neither
agree nor
disagree

Definitely
agree
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SOURCES LIKELY TO BE USED WHEN SEARCHING FOR PROVIDERS TO USE
FOR LEARNING AND PROFESSIONAL DEVELOPMENT

Online search

LinkedIn

YouTube

University website

Employer partner endorsements

Recommendation from a colleague/friend

Quality benchmarks

Membership body in the HR/L&D fields

Previous provider

University rankings

Organisation | have previously worked at

Instagram

Institution where | have previously studied

Twitter/X

None of these
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SKILL DEMAND



Skill shortages everywhere

 Employers were asked about non-technology and
technology skills that they assess as key but not
readily available when recruiting to determine where
their content needs might be for learning and
development.

* |n the non-technology field, 23 different topics were
separated by only nine percentage points,
suggesting a myriad of different needs across
employers and reflecting a desire to work with
providers with a good range of courses. Top of the
list of skill shortages are agility, change management
and decision making in uncertain and complex times.

 Among technology skills, digital transformation is
most important followed by artificial intelligence.
Again, a long list of topics are closely grouped, with
the 10 skills listed separated by only eight
percentage points.




Agility

Change management

Decision making in uncertain and complex times

Responsible management

Crisis management

Innovation

Leadership

Productivity and operational efficiency

Risk management

Strategy

Business development

Collaboration across virtual teams, alliances and partners

Managing across cultures

Negotiation

Managing a multi-generational, diverse workforce

Creativity

Ethics and ethical behaviours

Social impact

Sustainability

Marketing

Communications

Diversity, equality & inclusion

Entrepreneurship

Key skill, widely available Key skill, not widely
when recruiting

34%
31%
36%
37%
34%
38%
40%
43%
36%
38%
39%
36%
33%
33%
35%
38%
38%
33%
35%
37%
48%
37%
32%

available when recruiting
39%
39%
39%
38%
37%
37%
37%
37%
37%
37%
36%
36%
36%
36%
35%
34%
34%
34%
34%
33%
32%
31%
30%

THINKING ABOUT
NON-TECHNOLOGY
SKILLS FOR YOUR
ORGANISATION TO
SUCCEED OVER THE
NEXT 3-5 YEARS,
HOW WOULD YOU
CATEGORISE THOSE
LISTED HERE?
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THINKING ABOUT TECHNOLOGY SKILLS FOR YOUR ORGANISATION TO
SUCCEED OVER THE NEXT 3-5 YEARS, HOW WOULD YOU CATEGORISE
THOSE LISTED HERE?

Key skill, widely available Key skill, not widely

when recruiting available when recruiting
Digital transformation 36% 37%
Artificial intelligence 38% 36%
Data analytics and data-driven decision making 42% 34%
Digital literacy 40% 34%
Augmented/visual reality 27% 34%
Cybersecurity 44% 33%
Digital marketing 39% 32%

Blockchain 27% 31%

Metaverse 26% 31%

E-commerce 36% 29%




HOW AND WHERE TO LEARN



A global search for solutions

For employers as with individual learners
finding the best fit provider means an
openness to looking across the world. Just
under half (49%) would have their staff take a
course online with a university in a country
where they are not primarily based for work
with a further 39% indicating they may
consider such an option. A third of employers
would consider sending an employee to study
face-to-face in another country.

When staff do study online, the preference is
for a blended approach using a combination
of both synchronous and self-directed
learning, delivering the flexibility that allows
staff to continue working while learning.




WOULD YOU CONSIDER THE FOLLOWING OPTIONS FOR YOUR STAFEF?

Sending them to study face-to-face with a
provider in a country where they are not
primarily based for work

Have them take a course online with a
university in a country where they are not
primarily based for work
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IF YOUR STAFF WERE TO LEARN ALL OR PART ONLINE,
WHAT FORMAT WOULD YOU PREFER?

Self-directed learning that allows individuals to study at their own pace rather than in fixed
sessions with other learners

Synchronous learning that requires all learners engage in learning at the same time

A combination of both synchronous and self-directed learning

No preference
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THE FUTURE OF WORK AND LEARNING



A new way of work means a
new way of learning

« 74% of employers expect to embed flexible working as part of
their future operations, and 70% to embed remote working as part
of future strategy.

« Just over half (55%) believe staff will work longer beyond current
retirement ages in the future and 61% that they will change career
direction at least once during their working life.

« Given expectations about remote and flexible working, it’s not
surprising that 62% of employers believe location of a learning
provider will become less important as online provision becomes
more sophisticated.

 The growth of online learning is driving an increase among
employers for measurement of the success of learning and
development.

 72% believe their organisation will seek to build long term
relationships with learning providers to build understanding of
their business and maximise impact from learning.




THINKING ABOUT THE FUTURE OF WORK, WHAT ARE YOUR VIEWS
ON THE FOLLOWING STATEMENTS?

Neither
Definitely Mostly agree nor
disagree disagree  disagree

Definitely Not
agree | applicable

44% 1%

| expect our organization to embed flexible working as
part of its future operations

| expect our organization to embed remote working as
part of its future strategy

%
%

37%
26%

2
| expect senior staff to work full-time in an office 2

| expect staff to work longer beyond current retirement

ages in the future 25% 2%

| expect staff to change career direction at least once

during their working life 27% 2%




THINKING ABOUT LIFELONG LEARNING, WHAT ARE YOUR VIEWS ON
THE FOLLOWING STATEMENTS?

Neither
Definitely Mostly agree nor Definitely
disagree disagree disagree agree
Location of a learning provider will become less important
as online provision becomes more sophisticated 4% 12% 23%
Measuring impact of learning and development will

become key in selecting providers 3% 6% 21%

Our organisation will seek to build long term relationships
with learning providers to build understanding of our
business and maximise impact from learning 7% 19%




A flexible future

 Employers want customised programs tailored to their
organisation reflecting the need for partners who know them well.
Employers are also keen on learning solutions that enable their
staff to continue working while studying.

 Although 64% of employers indicate that most of their training
now involves blended learning, involving a mix of face-to-face and
online delivery, 64% also agree that online learning will become
the standard approach to developing people in their organisation.
62% describe Interactive online learning materials that track and
confirm progress as very or extremely valuable.

« Employers are certainly looking for innovation in the learning and
development that they commission. More than half describe the

following as very or extremely valuable:

» Subscription models allowing individual staff to personalise their
learning

 On-demand video to supplement and extend learning

* Free learning updates that can be taken in an hour or less

» Articles on topics covered in previous learning




WHAT ARE YOUR THOUGHTS ABSOUT THE FOLLOWING STATEMENTS
FOR YOUR ORGANISATION?

Neither
Definitely Mostly agree nor Definitely Not
disagree disagree disagree agree | applicable

Most of our training now involves blended learning,

involving a mix of face-to-face and online delivery 31% 1%
Short bursts of learning, delivered flexibly, are valuable in

meeting our development needs 29% 2%
Customised programs tailored to my organisation are key

to meeting our development needs 34% 2%
Online learning will become the standard approach to

developing people in our organisation 32% 2%
Programs with a mix of custom and open learning provide

a valuable option to maximise impact for individual staff 31% 2%

Learning that enables our staff to continue working while
studying is a priority 35% 2%
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HOW VALUABLE ARE THE FOLLOWING LEARNING APPROACHES
FOR YOUR STAFF?

Extremely
valuable

A little Moderately
No value value valuable

Webinars to bring together remote learners to grow the
benefits of learning 3% 13% 30%

Subscription models allowing individual staff to personalise
their learning 4% 14% 32%

On-demand video to supplement and extend learning 3% 13% 29%
Free learning updates that can be taken in an hour or less 2% 11% 31%

Articles on topics covered in previous learning 3% 12% 35%

Interactive online learning materials that track and confirm
progress 2% 9% 26%




USING THE APPRENTICESHIP LEVY



Making the most of the
apprenticeship levy

« For UK employers, the future of the apprenticeship levy will be top of
mind as the new government has created Skills England with a remit to
pull together policy in this field. Just under half of the UK employers
(48%) indicate that they pay the apprenticeship levy. Of the
remainder, only 38% were aware that they could still seek support
form the levy.

« 45% have made significant or extensive use of the levy in the last two
years and 49% anticipate doing so in the next two years.

«  Employers anticipate using higher and degree apprenticeships funded

through the levy for a range of activities, notably:
* Developing the skills of the existing workforce

* Recruitment and training of young workers
 Development of leadership skills

For most levy funded activities, the largest group of employers expect
a 50:50 split between online and face-to-face learning. However, for
accessing learning information and interactive learning activities, there
is a slight emphasis on more online than face-to-face, while for
masterclasses / specialist workshops, the emphasis is more face-to-
face than online.

Thinking about how universities can best support workplace learning,
there is strong agreement with each of the six options tested in the
survey, all supported by 70% or more. In particular, employers expect
universities to monitor the development of the professional
competence of apprentices, support the integration of on and off the
job learning and work closely with employers to identify workplace
learning opportunities.




DOES YOUR ORGANISATION PAY THE APPRENTICESHIP LEVY?

Yes
No

Don't know / Unsure

We don’t have experience with this in my organisation

HAVE YOU BEEN PREVIOUSLY AWARE THAT IF YOU DON’'T PAY THE LEVY,
YOU CAN STILL ACCESS LEVY FUNDS TO SUPPORT LEARNING AND
DEVELOPMENT IN YOUR ORGANIZATION?

Yes 38%
No 62%
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TO WHAT EXTENT HAS YOUR ORGANISATION UTILISED THE APPRENTICESHIP
LEVY TO SUPPORT THE LEARNING AND PROFESSIONAL DEVELOPMENT OF
YOUR WORKFORCE OVER THE LAST TWO YEARS AND TO WHAT EXTENT OVER
THE NEXT TWO YEARS?

Not using the Minimal use of Significant use I EXtensive use
levy the levy of the levy of the levy Don’t know

In the last two years 17% 23% 28% 17% 14%

In the next two
years 14% 19% 30% 19% 18%




WHICH OF THE FOLLOWING WOULD YOU USE HIGHER AND DEGREE
APPRENTICESHIPS, FUNDED THROUGH THE APPRENTICESHIP LEVY,
TO SUPPORT?

Developing the skills of the existing workforce

Recruitment and training of young workers

Development of leadership skills

Development of digital skills

Attracting a diverse workforce

None of the above

Development of other specialist skills
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WHAT PERCENTAGE OF APPRENTICESHIP LEARNING
DELIVERY SHOULD BE ONLINE AND WHAT PERCENTAGE
SHOULD BE IN-PERSON?

More than 50% online, All N/A /

All online 50% online  50% in-person in-person Not sure

Accessing learning information 15% 27% 39%
Interactive learning activities 13% 22% 38%
Structured peer to peer learning 8% 18% 35% 14% 4%
Masterclasses / specialist workshops 7% 17% 30% 16% 4%

16% 2%
8% 3%

Lectures / presentations 13% 19% 29%
Discussion groups 11% 18% 33%




THINKING ABOUT HOW UNIVERSITIES CAN BEST SUPPORT
WORKPLACE LEARNING PLEASE INDICATE YOUR VIEWS ON THE

FOLLOWING STATEMENTS.

Neither
Definitely Mostly agree nor Definitely Not
disagree disagree disagree agree | applicable
| expect universities to support workplace learning in
partnership with employers 3% 7% 17% 42 % 1%
| expect universities to provide relevant training for line

managers who are supporting apprentices 2% 7% 16% 40% 2%

| expect universities to work closely with employers to

identify workplace learning opportunities 2% 6% 18% 42% 1%
| expect universities to support the integration of on and

off the job learning 0% 8% 16% 42% 1%
| expect universities to monitor the development of the

professional competence of apprentices 2% 6% 15% 45% 2%

| expect universities to structure learning to reflect
working patterns and practices 2% 4% 22% 41% 2%
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