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 : Foreword

Much work has been done in recent years to ensure that children 
in our schools are being taught by the highest calibre of teachers. 
This is to be applauded and further encouraged. Our own research 
shows that high quality teaching depends as much on who the 
teachers are as it does on what they do.1

Learners in vocational settings deserve no less from their teachers. 
Indeed, many of the Further Education colleges who are members 
of the 157 Group have been actively working for a long time to 
develop recruitment processes in conjunction with local employers 
which ensure that new teachers can deliver outstanding teaching 
and learning.

A lot has been written about the ‘dual professional’ nature of the 
vocational teacher, who must not only be an expert in pedagogy 
but also have an up to date knowledge of their own vocational 
area’s practices and mores. Significant student respect is gleaned if 
a teacher is also a current practitioner in their vocational field.2 So, 
in some ways, recruiting the best for vocational settings is an even 
harder job.

The report of the Commission on Adult Vocational Teaching and 
Learning, ‘It’s About Work…’,3 published earlier this year, included 
among its recommendations the development of a national scheme 
to ensure that the best industry experts might also be encouraged 
to take a foray into teaching. For some, this may mean a permanent 
change of career.

But for others, the opportunity to share their knowledge and skills in 
a more short term manner may be more attractive. That is why I am 
pleased to support this excellent piece from CentreForum. Based, 

1 See www.157group.co.uk/files/great_teaching_and_learning.pdf
2 See, for instance, the example of Tracy Benton at www.157group.co.uk/files/leading_

partnerships_with_employers.pdf
3 Available at www.excellencegateway.org.uk/node/26611
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as it is, on many very intelligent conversations with both providers 
of vocational education and employers, it sets out the case for an 
organised scheme of teaching secondments for the best in industry, 
and details a set of values which must be at the heart of any such 
programme.

The idea of secondments is not especially revolutionary, but at a 
time when we are at last beginning to acknowledge the need for 
our vocational education and training system to be world class, it is 
very apt to be now setting out a path whereby we might secure the 
best teaching for our learners, and for their futures.

I hope that this report provides not only food for thought, but also a 
trigger to action for like minded organisations to consider what the 
next steps on this journey might be.

Lynne Sedgmore CBE 
Executive Director, the 157 Group of Further Education Colleges
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 : Executive summary

High quality vocational education is vital to both economic success 
and a fair society, providing the opportunity for millions each year 
to train with the express desire of progressing into employment. It 
takes many forms, including apprenticeships, which the coalition 
government is rightly championing and which are delivered by 
employers working with Further Education (FE) colleges. For many, 
however, their vocational learning takes place exclusively in an FE 
college. It is important that they too have a highly employment-
relevant learning experience.

Effective working together by employers and colleges supports 
good vocation learning and produces employees who are more 
work-ready. The Commission on Adult Vocational Teaching and 
Learning’s [CAVTL] final report rightly identified the value of 
industry and vocational education providers occupying each other’s 
worlds, especially with occupational experts interacting more with 
providers. As part of developing this ‘two way street’, it called for 
the development of a new scheme to encourage working people 
to teach their occupation a few hours a week - a programme they 
termed ‘Teach Too’.

This report examines the case for FE teaching secondments by 
industry professionals based on a multiple engagement model 
involving learners, individual professionals (secondees), colleges 
and businesses (corporate partners). This is where our proposals 
differ from similar concepts around promoting dual professionalism: 
many efforts have been made to encourage permanent switches to 
full or part-time teaching – certainly laudable aims which should 
continue. However, in focusing specifically on the concept of 
secondments, it is argued that this will secure more buy in from 
FE colleges, individual professionals and significantly, employers.

The quality of the secondees is crucial to the success of any 
secondment model. Selected through a competitive recruitment 
process, they would bring the best industry expertise and exhibit 
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pedagogical potential.  A one-day-a-week secondment to a teaching 
vacancy in an FE college, lasting for between one term and one 
year, would enable industry professionals on secondment to teach 
specific industry and general employability skills to learners in 
FE colleges.  This approach would not only improve standards of 
teaching and learning, but also the quality of employer-college 
relationships.

Underlying the key concept of a national secondment scheme the 
report identifies six key design principles that should be at the heart 
of supporting effective working together by employers, employees 
and colleges:

 : A multiple engagement secondment model

 : Flexibility

 : Quality of secondees  

 : Strong ‘championing’

 : The strong business case for all key stakeholders

 : Pilot testing

The secondment concept has the potential to make a significant 
contribution to the broader policy agenda of: improving the 
life chances of learners in further education by increasing their 
employability and chances of getting the right job; raising the quality 
of vocational education; creating a better prepared workforce with 
the skills needed in the labour market, and consequently a stronger 
economy. It also offers a low-risk opportunity for FE colleges, 
individuals and businesses to test the appetite for the so-called 
dual-professional, a hybrid teacher/industry professional model, 
which many have identified as crucial to successful teaching and 
learning in colleges.

Key recommendations

1. FE colleges should be supported in their efforts to improve 
the quality of vocational education which continues to be 
one of the main ways to prepare the future workforce, 
despite the recent significant expansion in the number of 
apprenticeships.

2. While there are examples of excellent relationships between 
some employers and some FE colleges, more opportunities 
should be created for industry professionals to share their 
skills and expertise with the next generation of the workforce 
by teaching in FE alongside their own jobs. 
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3. A national secondment scheme should be established 
to enable industry professionals to teach in FE colleges 
based on the concept of a one day a week secondment for 
a minimum of one term or up to one academic year. This 
national scheme should sit alongside other initiatives to 
bring industry skills into FE, such as current FE/industry 
partnerships and the Institute for Learning’s proposed 
‘Teach Further’4 initiative to increase the number of 
industry career changers taking up FE teaching.

4. The key stakeholders to participate in a national scheme 
of FE teaching secondments by industry professionals 
should comprise: FE colleges, learners, individual 
professionals (secondees), and businesses (corporate 
partners), and the role, commitment, expectations of each 
need to be clearly established and communicated.

5. The national secondment scheme should be created 
around six design principles: a multiple engagement 
secondment model; flexibility; quality of secondees; 
strong ‘championing’; a strong business case for all key 
stakeholders; pilot testing.

6. The detailed model for the national secondment scheme 
should be developed through an iterative process of 
further primary research, piloting, review and refinement, 
prior to national roll-out.

4  Working title.



Train Too

9

 : 1 Introduction

‘The Commission is aware of interest from a range of 
organisations in the potential for what might be called a 
Teach Too scheme. We propose a feasibility study and pilots 
to explore the potential to encourage occupational experts 
from industry to become involved in vocational teaching and 
learning.’

Final report of the ‘Commission on Adult Vocational 
Teaching and Learning’

The recession, high – particularly youth – unemployment and the 
challenges of globalisation have focused attention on how well 
the workforce is being prepared for employment. In responding 
to this, the government has massively increased the number 
of apprenticeships. This has meant a positive increase in the 
collaboration between employers and colleges, the latter often 
given responsibility to recruit and provide training for apprentices 
before they work with the employer.  However this is not an option 
for everyone in further education (FE) and many people undertake 
their vocational education exclusively in a FE college. More effective 
working relationships between employers and colleges can 
ensure that they too have a highly employment-relevant learning 
experience.

Much of the debate on how to achieve this has centred around how 
to encourage industry professionals to make a permanent switch to 
either full time teaching, or to a hybrid dual professional status as a 
teacher/industry professional.5 This report considers an alternative 
approach and examines the case for FE teaching secondments 
by industry professionals based on a multiple engagement 
model involving learners, individual professionals, colleges and 
businesses.

It draws on the recent Commission on Adult Vocational Teaching 
and Learning [CAVTL], examples of excellent collaboration between 

5  See ‘It’s all about Work... Excellent adult vocational teaching and learning’, CAVTL, 2013, p.20-22.
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some employers and some FE colleges, and the experience of Teach 
First, among others.

CAVTL’s final report rightly identified the value of occupational 
experts from industry becoming involved in vocational teaching 
and learning. As part of developing this ‘two-way street’, it called 
for the development of a new scheme to encourage working people 
to teach their occupation a few hours a week – a programme they 
termed ‘Teach Too’.6

The second influence has been a number of excellent – if isolated 
– examples of collaborative relationships between employers and 
FE colleges supported by dual-professionals. Industry working 
together with FE colleges is not a new thing and is an important 
way of helping to ensure that people are well prepared for work 
and have the skills that employers require.  Though valuable in 
themselves, these individual examples have not shown the capacity 
to grow into a national offer available more widely to learners, 
colleges and employers. 

The significant success of Teach First has demonstrated that you 
can have a major impact on learning by tapping into people’s desire 
to make a difference to the lives of others. What Teach First has 
achieved and the way it went about it is the third major influence 
on this report. Whilst in the past our most challenging schools have 
struggled to recruit top graduates, Teach First is now the fourth 
highest graduate employer in 20127, having placed nearly 4,000 
teachers in challenging schools8 across the country. It has also 
created a movement of ‘leaders’ (current participants and alumni), 
many of whom, even if they have left teaching, have remained 
committed to tackling educational disadvantage.9

Inspired by these examples, this report identifies six elements 
which are crucial to the design a secondment scheme:

 : Requirement of multiple engagement

 : Flexibility

 : Quality of secondees  

 : Strong ‘championing’

6 CAVTL propose the programme is established and run by the new Education and Training 
Foundation for the learning and skills sector. See www.feguild.info/index.htm for more info.

7 The Times Top 100 Graduate Employers 2012-2013.
8 Primary and secondary schools where more than half of pupils come from the poorest 30% of 

families in the UK, according to the IDACI (Income Deprivation Affecting Children Index).
9 For example, Director of Projects for the Sutton Trust James Turner has commented, ‘It is clear 

that Teach First alumni are having an important impact in developing new and innovative 
programmes in the Third Sector.’ in Teach First: Ten Years of Impact, Robert Hill, 2012, p.49.
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 : The strong business case for all key stakeholders

 : The importance of pilot testing.

While we do not suggest a clear blueprint for a secondment 
programme, we do explore steps which will need to be taken in 
order to establish proof of concept for such a scheme in the form of 
pre-pilot and pilot stages.

We believe a secondment scheme also has the potential make a 
significant contribution beyond individual classroom interactions to 
impact the broader policy agenda of:

 : improving the life chances for learners in further education 
by increasing their employability and their chances of 
getting the right job for them;

 : raising the quality and status of vocational education;

 : creating a better prepared workforce with the skills 
needed in the labour market, and consequently a stronger 
economy.10

Methodology and structure of the report

Research for this report was conducted primarily through interviews 
with key stakeholders and desktop research. The net was cast widely 
to include international as well as national evidence and examples 
beyond further education.

We have used case studies throughout the report to bring practical 
on-the-ground experience as evidence to support the concepts 
discussed and we have outlined areas where more research needs 
to be conducted to refine a working model.

Mark Wilkinson Furniture and Wiltshire College (p.15): 
shows how some employers have taken the initiative in response 
to fear that learners are not developing the right skills and (at 
short-term cost) collaborated with colleges to improve vocational 
training, ultimately benefitting the business long term.

Wirral Metropolitan College (p.25): illustrates the pockets 
of existing excellent local practice regarding employer-college 
engagement, and the impact that industry professionals teaching 
part-time can have. 

10 Excluding apprenticeships, around 62 % of 16 and 17 year olds in educational institutions are 
partaking in some form of vocational education which amounts to 54 % of all 16 and 17 year 
olds - Wolf Review of Vocational Education –The Wolf Report, Wolf, 2011, p.51.
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Catalyst and Pass on Your Skills (p.29): explores a 
similar but not identical initiative which ran between 2008-10. It 
shows the appetite for schemes which encourage a form of dual-
professionalism, but also the dangers of not piloting properly and 
not engaging effectively with key stakeholders.

Business Connectors (p.38): demonstrates the importance of 
a ‘broker’ model where a central organisation facilitates secondment 
collaborations. Also: the importance of piloting, working with local 
groups for prior context, and the mutual value of secondment 
schemes.

Derby College and Rolls Royce (p.43): as with Mark Wilkinson 
Furniture, this example shows the value for business in thinking 
long-term and investing in the future of its employee supply chain. 
It also acts as a prime example of sustainable, employer-college 
relationships, which a secondment scheme should seek to set in 
motion.

Teach First (p.49): shows the importance of testing theory in 
reality and the important process of moving from an initial concept 
idea to a functioning programme.

Figure 1 - The effect of a secondment scheme

Secondee chosen 
for the programme
Employer

FE College

Vocational learner

Sec
ondee

After the programme

Employer FE College

Vocational learner

Sec
ondee

Having outlined the scope of the report above, Chapter 2 looks at 
the evidence that the workforce is not being properly prepared for 
employment and in particular that people are leaving education 
without the skills the economy requires; there is a dangerous 
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perception gap between industry, FE and learners over the 
employment market; and FE has a shortage of specialist teaching 
staff.  Chapter 3 examines the case for involving employers more in 
vocational education.

Chapters 4 to 6 consider the six key design principles for a 
secondment scheme established by our research.  Chapter 4 looks 
at the requirement for multiple engagement, flexibility, quality of 
secondees and strong championing. Chapter 5 sets out a strong 
business case for each of the key stakeholders.  Chapter 6 explores 
how a pilot programme could be implemented to establish proof of 
concept, leading to a national scheme being set up. Chapter 7 sets 
out the report’s conclusions.
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 : 2 A workforce that is not being properly 
prepared for employment

‘Among those firms that need employees with STEM skills 
and knowledge, two in five (42%) currently have difficulties 
recruiting staff, rising to nearly half of employers (45%) 
expecting difficulty in the next three years’

Learning to grow: what employers need from education  
and skills, CBI Education and skills survey 2012

This chapter looks at the evidence that the workforce is not being 
properly prepared for employment. It identifies three significant 
challenges: people are leaving education without the skills the 
economy requires; there is a dangerous perception gap between 
industry, FE and learners over the employment market; and FE has 
a shortage of and needs more specialist teaching staff.  These are 
serious issues for employers and for those seeking work and are 
challenges to those preparing people for employment through 
vocational education courses in FE colleges.

A – People are leaving education without the skills 
the economy requires

The lack of work readiness of people entering or seeking to enter 
employment is well documented. Much of the current discussion 
on preparing people more effectively for work centres on expanding 
the number of apprenticeships.  These are an effective way11 12 to 
expose learners in FE to the workplace, and successive governments 
have recognised this, driving an increase from under 100,000 
apprenticeship starts in 1996-97 to over 500,000 in 2011-12.13

11 According to the National Apprenticeship Service, for example 57% of employers report a ‘high 
proportion’ of their apprentices going on to management positions within the company - www.
apprenticeships.org.uk/Employers/The-Benefits.aspx

12 For example: apprenticeships ‘matter because many jobs are best prepared for whilst on the job. 
They matter because no single means of learning will ever suit everyone. They matter because 
many of the best run companies include apprentices, and they matter because the success of 
our society is, in part, measured on its capacity to shepherd our young people from childhood to 
meaningful employment.’ The Richard Review of Apprenticeships, 2012.

13 Apprenticeship statistics, House of Commons Library, SN/EP6113, Jack Evans, 8 February 2013, p.4.
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However, not every vocational learner can look forward to a high 
quality apprenticeship. According to the Wolf Review of vocational 
education, some of the best apprenticeships are, ‘over-subscribed 
to a far higher degree than any Oxbridge or Russell Group university 
course’.14 The reality is that while people on apprenticeships rely on 
FE colleges to provide elements of their course alongside learning 
on the job, a substantial numbers of learners depend entirely on 
them for relevant work-related vocational education with little, if 
any, direct input from employers.

While the business community has reserved praise for parts of 
further education, industry often laments that people are leaving 
education without the skills the economy requires.  In 2008 the CBI 
reported that ‘over half (53%) of firms are concerned that they may 
not be able to find sufficient skilled individuals to meet their future 
recruitment needs.’15 In 2012, of all firms needing skilled workers 
in the STEM (science, technology, engineering, and mathematics) 
field, two in five (42%) had difficulty recruiting staff and nearly half 
of employers (45%) expected difficulty in recruitment in the next 
three years.16

Many employers have realised the danger of the lack of skills to 
their business. However, although it has prompted many into action 
which has remedied the situation (for example, Mark Wilkinson 
Furniture – see below), our research suggests this appears to be the 
exception rather than the rule.

                        Case Study: Mark Wilkinson Furniture and 
Wiltshire College
In 2003, Mark Wilkinson Furniture recognised that the 
Modern Apprenticeship in Bench Joinery offered by Wiltshire 
College was not fulfilling their needs as an employer. Having 
raised this directly with the college, a new Apprenticeship 
in Furniture, Furnishings and Interiors with a pathway in 
Furniture Making was implemented by Wiltshire College, 
working in partnership with Mark Wilkinson. Detailed 
discussions between the parties ensured the apprenticeship 
would meet the need of all.

This partnership is very successful with many students 
completing Apprenticeships and Advanced Apprenticeships 
with Mark Wilkinson.  Selecting the appropriate courses 

14 Wolf Review of Vocational Education –The Wolf Report, Wolf, 2011, p21.
15 Taking Stock, CBI education and skills survey 2008, CBI, 2008, p.6.
16 Learning to Grow: what employers need from education and skills, Education and Skills Survey 

2012, CBI, 2012.
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and relevant qualifications has enabled Wiltshire College 
and Mark Wilkinson to provide future staff with skills and 
knowledge that directly transfer from college workshop 
to shop floor.17 This is also a good example of a business 
committing time and effort and taking a longer-term view. 
It is certainly possible that the arrangement could assist 
competitors – but Mark Wilkinson Furniture judged this to 
be less risky than not investing in their own business needs.

According to the latest CBI skills survey, 1 in 4 employers said ‘high-
quality’ vocational options should be prioritised in 14-19 year old 
education, and there was a clear call (71% of respondents) for the 
further generation  of general ‘employability skills’:

Figure 2 – Business priorities for 14-19 year-old 
education

Other

Science skills

Enterprise and entrepreneurship

Provision of a range of high-quality vocational options

Quality of careers advice

Technology skills

Numeracy skills

Literacy skills

Development of employability skills

0 10 20 30 40 50 60 70 80

Percentage of employers listing this factor as a priority

Source: Learning to Grow: what employers need from education and skills, Education and 
Skills Survey 2012, CBI, 2012, p.25

17 Information provided by Mark Ashton of ‘Wiltshire enterprise’.
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B – There is a dangerous perception gap between 
industry, FE and learners over the employment 
market

One of the reasons for poor work readiness is the dangerous 
perception gap between industry, FE and learners over the 
employment market – according to McKinsey, it is a global 
phenomenon that ‘Employers, education providers, and youth live 
in parallel universes.’18 There is compelling evidence to conclude 
that this perceptual disparity is equally evident in the UK – 61% 
of education or training providers believe graduates from their 
institution were ‘adequately prepared’ for work, whilst for learners 
the figure was a third less – 40% – and for employers was even 
lower at just 36%.19 This finding is supported by the University and 
College Union (UCU) survey, submitted as evidence to CAVTL, where 
over two thirds of respondents thought that current qualifications 
prepared their students for employment.20

Young people appear to have insufficient information about the 
job market and what they know is not motivating them effectively. 
The average ‘attractiveness’ rate of many standard occupations 
for young people in the UK has been reported at just 31%,21 the 
second lowest of the nine countries in the study, just in front of 
Saudi Arabia.22 On top of this, only 6% of businesses are confident 
that careers advice is currently good enough.23

18 ‘Education to employment: designing a system that works’, Mourshead, Farrell, Barton, 
McKinsey Center for Government, 2012, p.18.

19 McKinsey & Company, ‘Education to employment: designing a system that works’, United 
Kingdom findings, December 2012, p.22.

20 UCU submission to the Commission on Adult Vocational Teaching and Learning, 2012, p.26
21 Percentage of youth who find 22 different standard occupations ‘attractive’.
22 McKinsey & Company, ‘Education to employment: designing a system that works, United 

Kingdom findings’, December 2012, p.14.
23 ‘Building for growth: business priorities for education and skills’, Education and Skills Survey, 

2011, CBI, 2011, p.31.
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Figure 3 – Youth perception of jobs by country
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Source: Education to employment: designing a system that works, Mourshead, Farrell and 
Barton, McKinsey Center for Government, 2012, p.39.

International evidence also backs the importance of relevant, 
contemporary, practical experience in the delivery of teaching in 
the FE context. 

McKinsey’s analysis of UK-specific data also identifies a worrying 
discrepancy between education providers and youth regarding 
young people’s difficulty in finding jobs. As the graph below shows, 
while only 19% of education providers disagree with the statement 
‘there are enough entry-level jobs’, the figure for young people was 
57%.
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Figure 4 – ‘There are enough entry-level jobs’
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Source: McKinsey & Company, Education to Employment: Designing a system that works, 
United Kingdom findings, December 2012, p.2824

Further, given this gap in perception, it is hardly surprising that 
while 86% of employers interact with education providers, ‘at least 
sometimes’, much of this engagement is ineffective.  Only 39% of 
employers and 25% of education providers rate the quality of the 
engagement ‘effective’ or ‘very effective.’ 

College-based data tells a similar story: although 92% of respondents 
to the UCU national survey claimed their college had links with 
local employers, some 57% of respondents described those links as 
either ‘very weak’, ‘somewhat weak’ or ‘neither weak nor strong’.25

24 Providers asked to respond to the statement: ‘There is enough demand from employers to 
provide most graduates of our programmes with jobs’. Youth asked to respond to the statement: 
‘There are enough jobs for young people entering the workforce’.

25 UCU submission to the Commission on Adult Vocational Teaching and Learning, 2012, p.35.
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Figure 5 – Effectiveness of employer-education 
provider interaction (where it happens)
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Source: McKinsey & Company, Education to Employment: Designing a system that works, 
United Kingdom findings, December 2012, p.20.26

C - FE has a shortage of specialist teaching staff 

Recent independent reports appear to highlight a growing concern 
with an apparent lack of suitably able specialist teaching staff 
actively teaching within the FE sector. Although much disputed 
by colleges and their representatives, the latest Ofsted report for 
colleges inspected in 2011-12 asserts that ‘overall, the quality of 
provision in the learning and skills sector is not improving. Almost 
1.5 million learners are being supported by providers who are not 
yet “good” and some colleges have now been “satisfactory” for 
over 10 years.’27

More specific to the concern of this research, the Ofsted report 
continues: ‘Key features of the weaker sessions remain the teacher/
trainers’ lack of updated expertise in the specialist vocational and 
subject areas’.28

26 UK Employers asked the question: ‘In your opinion, how effectively does your company 
coordinate with education providers when it comes to preparing trainees to be productive in 
your sector?’ UK Education Providers asked the question: ‘In your opinion, how effectively 
do employers and education providers coordinate when it comes to preparing students to be 
productive employees?’

27 The report of Her Majesty’s Chief Inspector of Education, Children’s Services and Skills, Learning 
and Skills, Ofsted, 2012, p.6.

28 Ibid, p.7.
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This is backed up by Education for Engineering29: ‘in our sectors, the 
supply of quality specialist teaching staff in the FE & Skills sector is 
of growing concern’.30

Data from the Association of Colleges shows that in 2012 77% of FE 
colleges had teaching vacancies, an increase of seven percentage 
points since 2010.  There were on average of 5.7 full-time equivalent 
teaching vacancies per college,31 equating to around 1,250 vacancies 
in English general further education colleges.32

The subject areas with highest proportion of vacancies in 2012 are 
exhibited in the box below:

Figure 6 – Proportion of vacant Teaching posts by 
subject area 2012

Subject Area Proportion of 
vacancies

Basic Skills 14.2%

Health, Social Care and Public Services 13.5%

Engineering 8.8%

Other Visual & Performing Arts and Media 8.5%

Construction 8.4%

Base: 118 colleges

29 Education for Engineering (hosted by the Royal Academy of Engineering) is the body through 
which the engineering profession offers coordinated advice on education and skills policy to UK 
Government and the devolved Assemblies. It deals with all aspects of learning that underpin 
engineering.

30 E4E submission to the Wolf Review of 14-19 Vocational Education, p.16 www.
educationforengineering.org.uk/policy/pdfs/E4E_submission_Wolf_review_of_voc_education.
pdf

31 Annual Survey of Recruitment and Turnover, AoC, 2012 – according to the AoC, these roles could 
be split into full or part-time depending on particular resource need.

32 Based on AoC college numbers - www.aoc.co.uk/en/about_colleges/index.cfm
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The two reasons given most frequently by colleges for recruitment 
difficulties in teaching were ‘lack of necessary specialist skills’ (66 
%, up from 57 % in 2011) and ‘insufficient experience’ (52 %, down 
slightly from 53 % in 2011) being exhibited by applicants.33

Finally, there is also a serious issue around teachers teaching 
subjects outside their specialism. One area of specific concern, for 
example, is mathematics as the Advisory Committee on Mathematics 
Education (ACME) has recently suggested: ‘Imperative: The lack 
of suitably qualified and experienced [post-GCSE mathematics] 
teachers needs addressing.’34

In summary, while not seeking to attempt a full analysis of the state 
of vocational education in England, this chapter has argued that 
there are certain key aspects of current provision which need to be 
addressed. These include skills not matching industry requirements, 
the perception gap between employers and FE, and the requirement 
of more specialist teaching staff. The expansion of apprenticeships 
in FE is rightly seen by some as a way to get round many of these 
challenges but the large numbers of learners who rely entirely on 
FE college based vocational education requires more to be done.

Recommendation 1: FE colleges should be supported in their 
efforts to improve the quality of vocational education which 
continues to be one of the main ways to prepare the future 
workforce, despite the recent significant expansion in the number 
of apprenticeships.

33 ‘Annual Survey of Recruitment and Turnover’, AoC, 2012.
34 ‘Post-16 Mathematics: Planning for success’, ACME, December 2012, p.5.
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 : 3 The case for involving employers more 
in vocational education

‘I support and applaud any initiative attempting to bring the 
wisdom of the workplace into the ‘classroom’. It will provide 
invaluable insight into what is required to fulfil one’s potential’

Mark Wilkinson of Mark Wilkinson Furniture

The case for industry professionals adding value to teaching 
and learning in FE is a strong one and consensus appears to be 
growing that both education and the workplace require two sets of 
expertise – teachers with current industrial experience and workers 
who can teach.35 It is common to hear calls for a closer relationship 
between employers and education, for example the Heseltine 
Report comments: ‘There are many reasons for fostering a greater 
involvement of business with schools.’36

CAVTL’s ‘Emerging themes’ publication argued that ‘teachers and 
trainers with both current vocational expertise and a wide pedagogic 
repertoire – a dual professionalism – are at the centre of strong 
vocational education and training programmes.  Their continuing 
links with their professional domain enables them both to work in 
partnership with employers (either through internal relationships 
between training and operational teams in workplaces, or between 
colleges/providers and employers) and to bring their teaching alive 
with the language and imperatives of real work.’37 It further noted, 
‘having up-to-date knowledge of what’s happening in workplaces 
is vital if vocational teachers are to have credibility with their 
students.’38

35 See ‘How to teach vocational education: a theory of vocational pedagogy’, Lucas, Spencer, 
Claxton, City and Guilds Centre for Skills Development and the Centre for Real-World Learning, 
2012, p.14.

36 ‘No Stone Unturned in Pursuit of Growth’, Rt Hon Lord Heseltine, 2012, p.162.
37 ‘Summary of emerging themes’, Commission on Adult Vocational Teaching and Learning, 2012, 

p.7.
38 Ibid, p.6.
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Backing this, Prof Richard Pring has called for closer relationship 
between employers and further education colleges. To make this 
happen he suggests that ‘Those working in big employers and 
responsible for training on the job would be highly skilled people 
themselves, but they would also be spending some of their time in 
the colleges teaching’.39

However something significant appears to be required to make 
this a reality. The challenge the sector faces in addressing this is 
illustrated by the fact that only 11 % of teaching staff are continuing 
to work in their industry/profession according to a recent UCU 
survey of its membership.40

Successive reports building upon the presence of this dichotomy go 
further in stating potential remedies. The Nuffield Review of 14-19 
Education (2009) suggests that those with practical and work-based 
knowledge should be given more opportunities to acquire Qualified 
Teacher Status,41 whilst Education for Engineering welcomed plans 
to ‘introduce a new programme called Teach Now42, which will 
operate along similar lines to Teach First but, rather than focusing 
on new graduates, will be aimed at attracting people mid-way 
through their career into teaching.’43

Pockets of excellence exist such as the Royal Academy of 
Engineering’s (RAE) Visiting Professor (VP) scheme44 which has run 
since 1989. Set up to broaden the horizons of engineering students 
in tertiary education and challenge teaching which tended to 
‘neglect some of the wider issues that surround the real application 
of engineering’, the VPs have ‘helped to raise the prominence of 
engineering design in many engineering courses, developed new 
design education strategies and integrated design across different 

39 Prof Richard Pring in ‘How to teach vocational education: a theory of vocational pedagogy’, 
Lucas, Spencer, Claxton, City and Guilds Centre for Skills Development and the Centre for Real-
World Learning, 2012, p.96 (italics added).

40 ‘UCU submission to the Commission on Adult Vocational Teaching and Learning’, 2012, p.9 
Based on over 400 respondents, 91% of whom were from general FE Colleges.

41 ‘Education for all: The Future of Education and Training for 14-19 Year olds, Summary, 
Implications and Recommendations’, Nuffield Review of 14-19 Education and Training, England 
and Wales, 2009, p.11.

42 A planned programme by Teach First to encourage graduates with experience in the workplace 
to change careers and become teachers. The name was eventually dropped as it simply became 
part of Teach First.

43 E4E briefing on education and training for engineering: www.educationforengineering.org.uk/
policy/pdfs/E4E_Report_Layout.pdf

44 The RAE VP scheme is where senior industrial engineers are appointed as Visiting Professors 
at specific universities to enrich the engineering undergraduate curriculum with the latest 
industrial technology and practices to enhance the quality and capabilities of UK engineering 
graduates.
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engineering disciplines.’45 It is also possible to point to other good 
but localised examples of effective working together by employers 
and colleges such as at Wirral Metropolitan College (see case study 
below) which illustrates the impact that industry professionals 
teaching part-time can have.

There are other relevant international examples. In Norway, trainer 
vacancies in educational institutions are often filled by professionals 
from companies on short-term contracts. In 2008 an OECD visiting 
team in Norway ‘saw many examples of such positive arrangements 
between schools and local industries’, and commented more widely 
that ‘Improvement of teaching and pedagogical skills in the trainer 
workforce would create a useful pool of trained people in industry 
who might also be able to contribute to school VET training either 
immediately or at some point in the future.’46

In Germany it is noted by the Federal Ministry of Education Research 
that ‘skilled workers from within [companies] are…deployed as 
part-time teachers for specialist initial vocational training content.’47

According to the OECD, ‘in the face of shortages, countries need 
imaginative measures to encourage the recruitment of teachers 
and trainers, and to ensure they have relevant up-to-date workplace 
skills. This means facilitating the recruitment of practitioners from 
industry into vocational teaching and training, and encouraging 
part-time working… Interchange and partnership between VET48 
institutions and industry should be encouraged.’49

Case Study: Wirral Metropolitan College
Wirral Metropolitan College (WMC) is a general further 
education college based in the North West of England.  The 
Wirral is a peninsula of contrasts – life expectancy in affluent 
West Wirral is significantly better than the East Wirral 
communities that continue to exhibit some of the highest 
levels of deprivation in the country.  WMC says it specialises 
in vocational education and training that pro-actively targets 
areas of greatest need and tackles three of the key barriers 
to success, namely:

45 Both quotes found in Educating Engineers in Design, Lessons Learnt from the Visiting Professors 
Scheme, The Royal Academy of Engineering, 2005, p.9.

46 Learning for Jobs, OECD Review of Vocational Education and Training, Norway, OECD, 2008, 
p.32.

47 Getting Ahead through Advanced Vocational Training, German Background Report on the OECD 
Study “Skills beyond school”, Federal Ministry of Education Research, 2012, p.50

48 Vocational Education and Training.
49 Learning for Jobs, OECD, 2010, p.91.
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 : Poverty of aspiration.

 : Closing the performance gap.

 : Skills as a route to sustainable employment.

According to the Principal Sue Higginson, the most effective 
way to tackle these issues is to inspire learners through a 
series of practical and personal interventions by experienced 
peers, designed explicitly to enable the students to witness 
and acquire the practical aspirational skills that they perceive 
will make a difference to their forward career aspirations.

This includes a programme of highly practical master 
classes designed to inspire those who wish to pursue a 
career in fine dining, lead by a teaching expert with 22 years 
experience as Head Chef at the Savoy. Students are asked to 
‘learn-by-doing’ and are supported in their work by the peer 
mentor to inspire their thinking and delivery and to then act 
as a customer – providing detailed, practical feedback to the 
students.

Similarly, for those students wishing to pursue their career 
as a chef within the merchant navy,  students are offered the 
opportunity to prepare and serve a meal for VIPs on board 
HMS Liverpool, delivering real-time, practical experience 
of the demands of the role and skills to be utilised working 
alongside highly skilled practitioners to achieve real, 
tangible outcomes. 

One key way WMC inspires learners is through the explicit 
targeting and inclusion of part-time working professionals 
within the teaching faculty. In so doing, the college has 
worked hard to develop a distinctive programme style 
initiative.

According to Ms Higginson, ‘In business related disciplines 
such as Accountancy, staff who teach for part of their 
time and work in business for the other part inspire future 
accountants. In many cases we have worked with them to 
develop their teaching skills as they explore their second 
profession, namely teaching. This part-time teaching model 
has been very successful with regard to student success 
rates and business engagement.’50

50 Sue Higginson, Principal, Wirral Metropolitan College, March 2013
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This chapter has set out the case for involving employers more 
in vocational education.  But research undertaken for this report 
indicates that while innovative and productive practice does 
occur, it is only in isolated pockets. This makes replication and 
proliferation of best practice more difficult to achieve on a wider, 
more sustainable scale. In the following chapters of this report we 
go on to describe how a secondment scheme can help address this 
issue.

Recommendation 2: While there are examples of excellent 
relationships between some employers and some FE colleges, 
more opportunities should be created for industry professionals 
to share their skills and expertise with the next generation of the 
workforce by teaching in FE alongside their own jobs.
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 : 4 Four key design principles for 
a secondment scheme: multiple 
engagement, flexibility, quality and 
strong championing

‘Keeping to a strict standard of excellence was too important 
to our success…to allow anyone onto Teach First who didn’t 
meet our competency bar.’

Brett Wigdortz, Teach First Founder and CEO

As we outlined in Chapter 1, there are six key principles for the 
success of any such secondment scheme’s establishment and 
delivery. This chapter deals with the first four of these:

 : Multiple engagement

 : Flexibility

 : Quality

 : Strong Championing.

Chapter 5 considers in detail the strong business case for 
participation for each of the key stakeholders, and Chapter 6 sets 
out the importance of pilot testing.

A – Multiple engagement

Involving employers more in vocational education can best be 
delivered through a model built upon multiple engagement. The 
strength of the proposal in this report is its ability to achieve 
buy-in from three key stakeholders – individual professionals or 
‘secondees’, colleges and businesses – without any one of whom a 
secondment scheme would not succeed in meeting the needs of the 
fourth stakeholder, the learner: working together, with secondees 
as a ‘linchpin’ between colleges and employers, the opportunity 
arises not only to improve standards of teaching and learning and 
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quantity of business-college relationships, but the quality of such 
relationships.

Secondees can share their deep expertise and experience in a way 
that can only be achieved week in week out in a classroom. The 
engagement of employers is essential for building longer term 
relationships between business and FE and for releasing staff from 
regular jobs to go on secondment.  Secondments should not be 
supernumerary or about delivering master-classes or other one-off 
interventions.  They should principally be triggered by a college 
having a teaching commitment they need to fill, or agreeing to 
create a role suggested by an employer. A more detailed business 
case for winning the backing of each of these key stakeholders is 
considered in more detail in Chapter 5 below.

Secondments will work best, however, not only when each of the 
stakeholders has individually bought into the idea as isolated pieces 
in a puzzle, but when they are working together to provide the best 
outcome for all.

The analysis that an effective secondment model should be 
developed within an environment of multiple engagement and 
strong collaboration is backed by the admittedly limited literature 
on professional secondments51 and a review of the reasons behind 
the failure of the Catalyst and ‘Pass on your Skills’ (see the case 
study below).

Case study: Catalyst and Pass on Your Skills
Funded by the then Department for Innovation Universities 
and Skills and delivered by Lifelong Learning UK, Catalyst 
was conceived as a means of developing improved 
leadership across the lifelong learning sector and closer 
links with business.52

Started in 2008 and discontinued in 2010, the programme 
consisted of four sub-programmes; the most relevant to 
this report was ‘Pass on Your Skills’, designed to give 
technical and vocational specialists opportunities to teach 
in colleges and enable providers to fill key vacancies and 
to prepare the next generation for their sector. It received 
14,000 expressions of interest and 7,000 applications, until 

51 Relatively little has been published in this area but see: Secondments: A Review of Current 
Research, A Background Paper for IES Research Network Members, Rob Barkworth, 2004; 
and Secondments – A Missed Opportunity?, Renshaw and Holland, Centre for Progressive 
Leadership, March 2013.

52 Final evaluation of the Catalyst Programme, Lifelong Learning UK, Consulting Inplace, 2010, p.1.
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poor management of the overall Catalyst programme forced 
its closure.

While critical of aspects of the management of the Catalyst 
programme, the official evaluation praised certain aspects 
of ‘Pass on Your Skills’, not least in raising professionals’ 
awareness of the possibility of teaching their skill. However, 
it noted that future such initiatives should take seriously a 
key lesson from Catalyst and in large part why it failed: ‘the 
importance of sector engagement and buy in’.53

Education providers in particular were often unaware 
the programme even existed or were confused what 
the programme was offering them.54 This is particularly 
unfortunate as many of those who did engage fed back 
positively.55

This concept of multiple engagement is underpinned by basing 
any secondment scheme around the idea of a network of corporate 
partners who have signed up to support the scheme and give the 
‘green light’ to employees’ participation.56

The CAVTL endorsement of ‘Teach Too’ actually came from a small 
business suggestion of being able to offer time as opposed to 
money in improving skills.57 The evidence we gathered, however, 
pointed to targeting medium and larger businesses as corporate 
partners for a secondment scheme. This does not mean that 
employees at micro and small businesses should be excluded 
from the scheme but reflects that fact that, compared to larger 
companies, micro and small businesses will generally find it more 
difficult to release an employee even for a day a week. The exact 
details of the requirements of corporate partnership will need to be 
tested and analysed further in the pre-pilot and pilot stages.

The multiple engagement approach can also help address the thorny 
issue of how secondees are paid. It is right that secondees are paid 
for the one day a week they teach. This is the largest single cost 
element of implementing such a secondment scheme. It is difficult 
to take a view at this stage on the salary levels of secondees coming 

53 Ibid, p.2.
54 Ibid, p.34.
55 Ibid, p.37.
56 As it is a competitive process, this will also bring prestige to companies with numerous 

participants on the programme, showing the calibre of their employees in a positive light.
57 ‘It’s an idea that came from small employers who said: we don’t necessarily have much cash but 

we can potentially give you some time, coming in and sharing our experience.’ F McLoughlin 
(Chair of CAVTL) in TES article Industry experts are told that they can Teach Too, TES, 29 March 
2013, p.18.
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as they will be from a wide range of different industries and with 
different levels of experience and responsibility. But it would not 
seem reasonable to expect colleges to match any level of existing 
salaries from their current budgets.

A compromise position could be that in this national scheme all 
secondees are paid a salary at the average pro-rata rate paid to 
teachers at the host college.58 Colleges would be fully responsible 
for meeting this cost.59 In many cases the salary difference for one 
day a week for a 10 week term would not be hugely significant. 
In the spirit of multiple engagement, some employers might be 
prepared make a contribution by offering where necessary to 
top up the salary to its previous level, or may even be willing to 
continue paying employees who volunteer or take secondments.  
Alternatively while a small reduction in salary may be a barrier 
for some potential secondees, it is hoped that the personal and 
professional benefits offered by a secondment, as well as the moral 
purpose of the commitment, will counterbalance this.

Finally, attempts must be made to ensure a national secondment 
scheme fits in the broader FE context alongside existing and soon 
to exist programmes. One example of potential collaboration is 
with the Institute for Learning’s [IfL] ‘Teach Further’60 initiative (but 
not via secondments):

‘IfL have been developing a route combining initial teacher 
training with a range of opportunities to enhance leadership 
skills.  This new route is designed to attract industry and 
vocational specialists and will be piloted in partnership with 
Wolverhampton University in the West Midlands region 
during the academic year of 2013/14.  This route ‘Teach 
Further’ will be complementary to the ‘Train Too’ model.’ 61

B – Flexibility

Flexibility is key to any attempt to involve employers more in 
vocational education, especially when individual businesses and 
local contexts can differ so significantly. 

CAVTL’s final report highlights dual-professionalism – by which 

58 The average annual pay for teaching staff in FE is £29,733 (Further Education College Workforce 
Data For England An analysis of the Staff Individualised Record (SIR) 2010-11, LSIS, p.26)

59 Potentially transferring the money to secondees’ employers directly who can simply continue 
paying the employee through their payroll, deducting the appropriate amount from secondees’ 
salaries for the length of the secondment.

60 Working title.
61 Quotation provided by the IfL who will be releasing more information over the coming months.
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professionals take time to develop expertise in both fields of industry 
expertise and pedagogy – as key to successful vocational teaching 
and learning.62 Much of the evidence we collected suggested that 
employers and their staff would see advantages in delivering this 
through a flexible national secondment scheme where they were 
able to ‘loan out’ an employee on a one-day-a-week secondment 
for up to one year.

This would be an alternative to and would not seek to replace 
people switching onto dual-professionalism model where they 
both work and teach permanently, or practitioners changing career 
entirely to become teachers. These approaches certainly have 
their merits, including a more in-depth approach to pedagogy and 
they would be right for some people, though in the latter model, 
industry experience can quickly become out-of-date, especially in 
fast moving industries such as STEM.

For some employers and individuals though, the secondment model 
may provide a low risk opportunity to explore dual-professionalism. 
Just as Teach First offered the opportunity for top graduates to test 
teaching in challenging schools, if the experience is judged to be 
positive, then full dual-professionalism can be explored after the 
secondment has finished.63

But flexibility does not imply the absence of structure because it 
is important that all stakeholders understand and are prepared 
to consider the sort of commitment expected of them in 
participating in a national secondment scheme. While the one day 
a week commitment enables the secondee to make a substantial 
commitment to learners within the college there is an option to limit 
their absence from their workplace to between 10 (one term) and 30 
days (one year). We suggest secondments last at least a term (as 
opposed to say a solid block of two weeks) in order to build longer 
term relationships rather than a brief ‘in-and-out’ arrangement.

Another area where flexibility should be considered is in regard 
to prioritising secondments to college teaching vacancies which 
address local employment skills shortages.  LEPs could assist with 
identifying local labour market needs based on robust local data. 
They could also make an important contribution to building corporate 
partnerships with local businesses and links with FE colleges 

62 Outlined in Chapter 5 and the CAVTL final report It’s about work…Excellent adult vocational 
teaching and learning.

63 In the same way, Teach First broke down the barrier for many top graduates both of teaching 
more generally (which many felt was a 30 year commitment) and specifically teaching in 
challenging schools.
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This approach fits with the general direction of government 
devolution for skills funding articulated in Lord Heseltine’s report 
(2012) for example64, and reflects the regional focus adopted by 
Teach First.

C – Quality of secondees

There is a famous phrase which asserts that no education system 
can be better than the quality of its teachers. In the same way, the 
success of any secondment scheme will fundamentally rely on 
the quality of the secondees which should be assured by both a 
competitive selection process and pedagogical training.

It is important that secondees’ access to the scheme will be a 
competitive process. As founder and CEO of Teach First Brett 
Wigdortz explains, ‘There was no way I was going to allow anyone 
onto Teach First who didn’t meet our competency bar. Keeping to a 
strict standard of excellence was too important to our success. I was 
sure that if some of our participants looked around at a summer 
institute and felt there were people there who didn’t quite fit what 
they expected, or if some of our headteachers believed that we 
weren’t recruiting according to high enough standards, we would 
lose our credibility and their support…Most importantly the young 
people we wanted to help would not have the excellent leaders they 
deserved in front of them.’65

Balance must be found between ensuring the process is not too 
burdensome for employers and employees when applying, and 
gaining enough information to make an informed decision about 
the skills and competency of the applicant. 

Initial research for this report considered whether there were ideal 
age groups to undertake the scheme secondment.  For example, 
professionals in their late 20s or 30s would be closer in age to the 
people they were teaching and may see broadening their experience 
in this way as a career advantage but equally may be less able to 
take a pay-cut, especially if they have a young family. Professionals 
coming to the end of their career may have more ‘life wisdom’, as 
one of our business-leader interviewees suggested and also be 
keener to ‘do something different’, but may be more valuable to 

64 This report recommended that ‘the budget for vocational training for learners aged 19 and over, 
and all funding currently set aside for apprenticeships for those aged 16 and over, should be 
devolved to local areas through the single funding pot… Each LEP should incorporate skills 
needs within their local economic plans driven by the needs of local employers and the practical 
experience of FE colleges.’ - No Stone Unturned in Pursuit of Growth, Rt Hon Lord Heseltine, 
2012, p.171.

65 ‘Success against the odds’, Wigdortz, Short Books, 2012, p.152.
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their employers and harder to release.   They are also likely to be 
better paid.

However, the oral evidence we collected suggested that a better 
approach would be to focus selection on:

 : a minimum level of experience, as well as proof of 
substantial industrial expertise.  The qualifying level for 
both would be specified more precisely after further more 
detailed research in the pre-pilot stage;

 : a required list of competencies designed to test potential 
teacher effectiveness, as is the case in Teach First.

However our thinking is that as well as an online application form 
for individuals to apply (with the consent of their employer) for 
specific teaching vacancies that have been advertised, successful 
applicants would take part in a full assessment centre (which would 
include a representative from the college where the vacancy is) to 
test their subject knowledge and pedagogical competencies.

Those who pass this process could then be paired up with their 
college and a dialogue opened between the three key stakeholders 
including the exact length of the secondment and how best the 
employer/employee/FE college collaboration will work.

The eight competencies Teach First look for in a potential teacher 
are listed below. In our research, colleges were broadly receptive 
of these competencies as a potential list for a secondment scheme.

Figure 7 – Teach First selection competencies 

How We Work 
(Teach First Values)

What We Look For 
(Selection competencies)

Collaboration Interaction

Commitment Knowledge 
Resilience

Excellence Self Evaluation 
Planning & Organising

Integrity Humility, Respect & Empathy

Leadership Leadership 
Problem Solving
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It would be mistaken to assume that because someone has deep 
subject knowledge, they will necessarily make a good teacher.66 As 
well as recruiting quality individuals, effort must be made to ensure 
they are trained and prepared to teach, especially if they have little 
previous experience.  After successfully completing the formal 
recruitment process pedagogical training course will be required, 
as well as further college-based training. The level 3 course being 
developed by LSIS67 can be condensed into one week’s intensive 
training and can provide a useful introduction to pedagogy for the 
secondees. Furthermore secondees should have access to a mentor 
and other training as required throughout their secondment period.

A fairly complicated system of qualifications currently exists, 
including three primary levels of teaching preparation in vocational 
education (see appendix 1). However, as a result of Lord Lingfield’s 
‘Professionalism in Further Education’ report, steps are currently 
being taken to simplify the route into and content of teacher 
training in FE. In brief, it is proposed that current qualifications will 
be replaced by simpler level 3-5 qualifications.

As we understand the proposals, a level 3 qualification will be 
adequate under the rule for a secondment of the sort proposed in 
our secondment scheme as colleges will essentially have the power 
to appoint teaching as they please and will almost certainly be under 
no obligation to follow the qualification guidelines.68 As one college 
head put it to us: ‘Sometimes, when you see an inspirational chef 
[for example], you just know they’ll be a good teacher’. 

Many colleges have their own versions of qualifications to ensure 
new teachers are familiar with pedagogy and practice in their own 
institution (mostly in addition to national qualifications). These will 
provide further reassurance that secondees are properly prepared 
for the classroom. For example, City and Islington College in London 
‘requires new staff to undertake ICT induction, corporate induction 

66 For example, academics Lucas and Unwin suggest that there is an unhelpful perception long-
held by many FE teachers and managers that vocational expertise is in itself an adequate basis 
for teaching - Lucas, N. & Unwin, L. (2009). Developing Teacher Expertise at Work: In-service 
trainee teachers in colleges of further education in England. Journal of Further and Higher 
Education, 33(4), 423-433 in How to teach vocational education: a theory of vocational pedagogy, 
Lucas, Spencer, Claxton, City and Guilds Centre for Skills Development and the Centre for Real-
World Learning, 2012, p.25.

67 For more information, see Further Education and Skills in England: New Qualifications for 
Teachers and Trainers Phase Two - Findings Report, LSIS, 2013.

68 In BIS’ consultation on ‘Developing A Guild for Further Education’, July 2012, the former Minister 
of State for Further Education, Skills and Lifelong Learning, John Hayes MP, said that he did 
not plan to specify qualifications for FE staff: ‘I am inviting sector employers with employees to 
take ownership and put in place – over the coming year – an alternative approach [to the former 
qualifications requirements] based on consensus and a shared aspiration to promote the highest 
standards.’ p.3.
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and a local induction for their relevant Centre or Service. In addition 
those new to teaching are required to attend the Teachers Toolkit – 
two half day workshops designed to make new teaching staff familiar 
with the standards, the requirements of teaching and learning at the 
College and provide guidance on sources of support.’69

D – Strong championing

In Chapter 2 we looked at evidence that the workforce is not 
being properly prepared for employment and identified three 
significant challenges: people are leaving education without the 
skills the economy requires; there is a dangerous perception gap 
between industry, FE and learners over the employment market; 
and FE has a shortage of specialist teaching staff. We suggest that 
any secondment model based on the principles in this report will 
make an impact on these challenges for those stakeholders who 
participate and their learners/future employees.  However we 
believe that such a scheme should aim for a wider impact.

One of the key lessons from Teach First is that a targeted 
intervention can have a much wider systemic impact. One of its 
early taglines was ‘join the revolution that will take a generation’. 
As Brett Wigdortz explains, ‘we were not just asking people to teach 
for two years. We were asking them to transform Britain and ensure 
all children had access to the education they needed – a powerful 
call to arms.’70

We believe that a secondment model is more likely to be attractive 
to key stakeholders and taken up widely, if it is explicit about its 
intrinsic capacity to make a significant contribution to the broader 
policy agenda of:

 : improving the life chances for learners in further education 
by increasing their employability and their chances of 
getting the right job for them;

 : raising the quality and status of vocational education;

 : creating a better prepared workforce with the skills 
needed in the labour market, and consequently a stronger 
economy.

Strong ‘champions’ of the scheme are key for this, as shown by 
the ‘cohort’ feel that Teach First developed at both a national and 
regional level.  One way to do this would be through holding events 

69  archive.candi.ac.uk/working_for_the_college/staff_development.aspx
70  ‘Success against the odds’, Wigdortz, Short Books, 2012, p.241.
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and joint training sessions for secondees. A yearly national event 
for, say, plumbing secondees on the scheme could be a good 
opportunity for plumbers from across the country to meet and 
share experiences of teaching, sharing best practice and talk about 
the challenges facing vocational plumbing education in the UK and 
how to address them.

Another way would be to help former secondees to stay connected 
after they have completed their time on the scheme through an 
alumni network.  Both would provide opportunities to advocate for 
the scheme and raise awareness of the challenges of vocational 
education in the workplace, influence government policy, and 
access resources to improve their own learning or their business 
practice.

This chapter has explored four of the six design principles that 
should underpin a successful secondment scheme: multiple 
stakeholder engagement is crucial to delivering the secondment 
model; flexibility will support this and ensure that the scheme meets 
employers’ needs; an uncompromising commitment to quality is 
essential to the scheme’s appeal; and finally, strong championing 
will help to widen the scheme’s impact. The following chapters 
consider the other two design principles.

Recommendation 3: A national secondment scheme should 
be established to enable industry professionals to teach in FE 
colleges based on the concept of a one day a week secondment 
for minimum one term or up to one academic year. This national 
scheme should sit alongside other initiatives to bring industry skills 
into FE, such as current FE/industry partnerships and the Institute 
for Learning’s proposed ‘Teach Further71’ initiative to increase the 
number of industry career changers taking up FE teaching.

71  Working title.
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 : 5 Winning the backing of key 
stakeholders

‘We are delighted to welcome a secondment initiative and 
are keen to be involved in piloting it. We believe it will add 
significant benefit for colleges, employers, professionals and 
learners.’

Sue Higginson, Principal, Wirral Metropolitan College

The successful implementation of a multiple engagement 
secondment model rests on securing buy-in from key stakeholders. 
It requires each of the stakeholders to be clear as to their role, 
purpose, commitment and obligations and that they are equally 
prepared to meet them. A good example of this model in operation 
is the ‘Business Connectors’ programme, described in the case 
study below.

Case Study: Business Connectors72

Business in the Community is a business–led charity focused 
on driving responsible business practice. It works with 
850 member companies to help them transform their 
businesses and integrate responsible practices into business 
operations and asks businesses to transform communities 
by tackling serious social issues where they can make a 
significant difference. 

In 2010, BITC consulted its members to identify practical 
opportunities to increase business engagement in local 
communities. The overwhelming message from businesses 
was that while 80 % of businesses wanted to do more to 
support local communities, the biggest barrier to this 
was a lack of dedicated individuals on the ground in local 
areas to cut-through red tape and bring together the 
interests and needs of business, the voluntary sector and 

72  Information provided by Bill Boler, Head of Operations, Business Connectors.
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local government. These ‘brokers’ would create strategic 
partnerships and connect business resources to needs in 
the most impactful way for the benefit of communities. 
Consequently Business Connectors was born as the solution 
to take to scale both the quantity and quality of business 
support in local areas. This broker model is vital for any 
organisation bringing a national secondment scheme to 
fruition (see Chapter 6).

Business Connectors is a network of secondees recruited 
from business and supported and trained by BITC to tackle 
social issues in local neighbourhood areas, also creating a 
powerful new development experience for talented business 
people. Major business including BT and Greggs signed up 
to the pilot which ran from September 2011 through June 
2012, funded with a grant from the Office of Civil Society.

Developing the model through piloting was important. A 
number of adjustments to the model were tested, for example 
job-sharing the secondee role and shared-payment models 
(the general model is that the employer continues to pay the 
secondee the full amount throughout the secondment).

As we suggest for any organisation running a national 
secondment scheme, the Connectors team works closely 
with businesses (e.g. to select appropriate secondees) and 
local communities to ensure the programme is a success. 
Five area-based Business Connector Co-ordinators work 
with local and regional groups and national partners to 
collect intelligence in communities so the secondees are 
given a suitable ‘landing pack’ when they start.

The length of secondment depends on business and 
individual preference, but generally secondments of a year 
or more are suggested to build trust and understanding in 
the community.

While the programme is still in its infancy, a strong start has 
been made with ambitious future targets of 670 Connectors, 
leveraging £39m worth of talent from businesses and £52m 
of impact in 200 disadvantaged areas in five years. Many 
positive comments have been received from businesses, 
employers and communities suggesting significant initial 
impact. As an example, Jonathan Dawson (Sainsbury’s 
Store Manager) commented on his community secondment 
in the north Midlands, illustrating a significant benefit for 
original employers of secondees: ‘The role is so rewarding 
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and has allowed me to use the skills and experience I have 
gained in Sainsbury’s to the benefit of the local community. 
It’s also given me lots of ideas to take back when I return to 
my day job!’73

In the case of FE teaching secondments by industry professionals 
based on a multiple engagement model, the key stakeholders to 
be considered are FE Colleges, learners, secondees and employers.  
The following four sub-sections address a number of the high level 
issues relating to each of these stakeholders in turn. 

General Further Education colleges

The colleges interviewed for this report indicated substantial 
support for a secondment scheme from the FE sector.

Teaching vacancies: the secondment model is built around filling 
actual vacancies with industry professionals. We noted in Chapter 2 
that FE has around 1,250 full-time or equivalent teaching vacancies 
currently. This approach could represent a significant strategic 
investment in addressing future workforce needs. If a scheme scales 
up quickly after an initial pilot stage, a constant flow of secondees 
entering colleges to teach would help to at least partly fill many of 
these gaps.

The workforce structure of FE would suit a secondment model: in 
2010-11, 35% of male staff and 65% of female staff worked part-
time.74 In the UCU survey, 24% of FE staff said they teach their 
vocational subject for 12 hours or less per week.75

Working with industry: vocational education providers are often 
under pressure to improve links with local industry as shown by 
recent policy documents such as ‘No stone unturned: in pursuit of 
growth’76 and the ‘Richard review of apprenticeships’.77 The Autumn 
Statement 2012 also called for further collaboration between 
colleges and LEPs, in line with our suggestion that LEPs are actively 

73 www.bitc.org.uk/programmes/business-connectors/case-studies/jonathan_dawson
74 Further Education College Workforce Data For England, ‘An analysis of the Staff Individualised 

Record (SIR) 2010-11’, LSIS, 2012, p.11.
75 UCU submission to the Commission on Adult Vocational Teaching and Learning, 2012, p.16
76 Eg ‘Business engagement should be incorporated far deeper into the school curriculum in order 

to develop young people’s understanding of business, increase their employability, and further 
their understanding of career and future training options and where they might lead.’ ‘No Stone 
Unturned in Pursuit of Growth’, Rt Hon Lord Heseltine, 2012, p.164.

77 Eg ‘The Government and others support employer links into schools, to raise awareness 
of apprenticeships and other work-based learning opportunities’, The Richard Review of 
Apprenticeships, 2012, p.123.
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engaged in a national secondment scheme. Finally, 16-19 study 
programmes and traineeships are also adding to pressure on FE 
colleges to establish (or re-establish) links with industry.

Strategic competitive advantage: offering teaching by 
professionals from industry would improve the learning offer and 
could prove advantageous in attracting students to participating 
colleges, as is the case, for example, with Derby College and its 
close relationship with Rolls Royce (see case study on p 43).

Teaching staff development: having industry professionals in 
FE college can have a wider impact in helping permanent teaching 
staff to stay up to date with current industry practice. And the link 
between the college and business may provide future opportunities 
for guest lectures to staff or even scope for teaching staff spend 
time in the industry.

Curriculum and assessment: alongside teaching, the secondment 
model provides scope to substantially increase the contribution 
businesses make to curriculum design and assessment. 71 % 
of respondents in the UCU survey said that they thought that 
professional associations and individual employers should be 
involved in the design of qualifications.78  Unlike more traditional 
academic subjects, vocational assessment often require practical 
demonstrations of learning and understanding. As Education for 
Engineering have suggested, ‘Harmonisation between training-
assessment and “industry-recognised competence assurance 
requirements” will speed the transition to productivity, enabling 
progression and supporting development.’79

Individual employers

This research has sought to recognise and respond to the issues 
impacting on the willingness and ability of industry professionals 
to seek a secondment, but ultimately the attitude and support of 
employers will always be a crucial factor.

Better trained future employees: according to CBI, businesses 
surveyed said that the most important aspect of raising school (or 
educational) standards was ‘To provide business with the skills 
required’, with 73% of businesses answering as such:

78 UCU submission to the Commission on Adult Vocational Teaching and Learning, 2012, p.29.
79 E4E consultation response form to BIS’ Skills for Sustainable Growth, 2010, p.10  

www.educationforengineering.org.uk/policy/pdfs/E4E_FE_skillsconsultationresponse.pdf
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Figure 8 – Employer views on the importance of 
raising school (or general educational) standards
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Source: First Steps: A New Approach to our Schools, CBI, 2012, p.13

As well as helping learners develop skills employers need, 
sending employees into colleges will help businesses gain a better 
understanding of the education providers they rely on.80 As we 
saw in Chapter 2, even when engagement between employers and 
education providers exists, the quality of engagement often does 
not meet expectations. The final CAVTL report commented: ‘in the 
best examples the Commission has seen, employers are not just 
customers of vocational teaching and learning, but are engaged 
at every level in helping to create and deliver excellent vocational 
programmes.’81

In identifying features of outstanding vocational programmes 
around the world McKinsey point to ‘education providers and 
employers [that] actively step into one another’s worlds. Employers 
might help to design curricula and offer their employees as faculty 
[members of teaching staff], for example’.82 A national secondment 
scheme underpinned with the principles in this report will provide 
businesses with a clear route to do this.

80 Eg E4E submission to the Wolf Review of 14-19 Vocational Education, p.13.
81 ‘It’s all about Work…Excellent adult vocational teaching and learning’, CAVTL, 2013, p.7-8.
82 ‘Education to employment: Designing a system that works’, Mourshead, Farrell, Barton, 

McKinsey Center for Government, 2012, p.20.
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Case study: Derby College and Rolls Royce
The relationship between Derby College and Rolls Royce 
is one of the best known and most successful business-
FE collaborations in the country.  It includes the college 
accrediting Rolls Royce’s in-house training courses, the 
college supporting Rolls Royce apprenticeships with 
delivery of the technical certificates and joint development 
of a foundation degree by the college, Rolls Royce and 
Sheffield Hallam University for those already working in 
industry.

This involves substantial investment by Rolls Royce in 
terms of time and expenditure, including the running of an 
apprenticeship programme, development of the foundation 
degree, and frequent meetings between senior staff and 
Derby College staff to foster the relationship and ensure it 
is productive. As Mr Schuhmacher asserts however, ‘Senior 
managers at both the employer and College recognise the 
strategic significance of partnership…Our relationship 
with Derby College is a true partnership established and 
maintained to ensure that our current and future skills 
needs are addressed. The College understands our business 
objectives and responds to our needs, providing us with real 
time training and education solutions.’83

The case studies of Rolls Royce and Mark Wilkinson Furniture 
(p 15)  show that individual businesses have much to benefit 
from taking a longer-term view. As McKinsey has outlined, the 
more businesses are involved in education, the more benefit 
they will receive: ‘in every success story discussed… the different 
stakeholders interacted intensively and frequently. They also 
went well beyond their traditional areas of activity: employers 
got involved in education, and educators played a bigger role in 
employment.’84

Ultimately, if businesses want greater skill outcomes from colleges, 
many will need to get more involved and improve their way of 
working with colleges.

Corporate social responsibility (CSR): there is a strong CSR 
case to be made for the scheme in terms of investing in the future of 

83 www.derby-college.ac.uk/index.php/our-partnership.html
84 ‘Education to employment: Designing a system that works’, Mourshead, Farrell, Barton, 

McKinsey Center for Government, 2012, p.85.
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industry and improving people’s life chances, especially of young 
people. This argument is likely to be more pertinent for larger 
employers.

Reputational benefits: the publicity attached to participation 
in such a secondment scheme will bring with it a reputation as 
a company which cares about the future of the wider industry. 
Furthermore, employees’ success in the rigorous selection 
procedures will also serve as an indicator of the quality staff that 
the company employs.

Offering the option of a secondment scheme is an attractive staff 
benefit for some which is likely to impact positively on wider 
recruitment and staff morale.

Commenting on their employee sabbaticals which McDonald’s 
has offered for around 40 years, their Executive Vice President of 
worldwide human resources noted the initiative ‘gives people the 
opportunity to brag about who they work for.’85

Business support and services from FE colleges: the evidence 
we collected from colleges suggested that there were opportunities 
to support business through generic offers such as: discounts on 
courses for other employees to boost their skills; HR, IT or business 
support; or a discount for training-needs analysis for the business.

At a more bespoke level, one business leader told us that it would 
benefit businesses if colleges could lead ‘reciprocal research-
based activity’ into the company, providing more data on how the 
company is performing and how it could improve services.

Business impact: in the current economic climate, a strong 
business case will be required to convince an employer to give 
up a valued employee for even a day-a-week for a ten week term.  
Equally there is evidence that some employers are keen to hold on 
to their best staff in anticipation of a recovery in their order book 
– a secondment scheme might form one further element in the 
packages that such employers might construct to retain key staff 
members  in the meantime.

Learners

The principal test for the secondment scheme is the extent to which 
it can help learners gain better qualifications and find appropriate 
work more easily.

85 www.stephenieoverman.com/2011/08/30/sabbaticals-benefit-companies-as-well-as-employees/ 
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Strong vocational education: earlier chapters made the case for 
the impact which professionals can bring to teaching and learning 
outcomes in colleges which will benefit learners. Substantial 
numbers of learners depend entirely on the FE sector for relevant 
work related vocational education.

More relevant curriculum: in Chapter 2 we demonstrated that 
there is a dangerous perception gap with regard to learner-readiness 
for work between employers, education providers and learners.

Part of this is because what is being taught is not as relevant for a fast-
changing labour market. Current practitioners teaching courses will 
enable learners to develop skills which industry currently requires. 
Secondees could also support FE colleges with the development 
and as well as the delivery of the curriculum proposed.

When applicants have been accepted onto the scheme, we suggest 
a period of preparation when the secondee works with college 
department staff to review the module and teaching materials.

Inspiration: too many learners do not feel sufficiently inspired 
by their courses. Teachers from industry will ‘bring their teaching 
alive with the language and imperatives of real work’86, and inspire 
learners by talking about what they are currently doing in their jobs 
when they are not in the classroom. To quote one student learner 
respondent to CAVTL’s research: ‘I could learn about veterinary 
somewhere else, but it wouldn’t come across as well as hearing it 
from a vet with his hand up the cow’s backside.’87

Informal careers advice: the quality of careers advice is a major 
concern. Hearing from industry professionals about what their jobs 
and their workplace cannot be underestimated and is an important 
way to spread informal careers information. 

Businesses can be hugely complex and employ many different 
professions. For example a telecommunications company offers 
many more professions than just technicians – e.g. web designers, 
business management, receptionists etc. Having an industry 
professional from this company to come and explain this, can help 
learners understand the nature of modern business and further 
refine the learners’ desire to pursue a specific vocation.

This input could be supplemented by formal sessions led by 
the secondee’s employer on industry careers, work trips and 

86 Summary of emerging themes, CAVTL, 2012, p.7.
87 Ibid, p.5.
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employment related activities.  Some secondees’ employers may 
even be able to provide real or practice interviews as part of the 
partnership with the college.

Industry professionals

Our research demonstrates a reservoir of support from industry 
professionals to share their skills and expertise with the next 
generation of the workforce.

Personal satisfaction: sharing enthusiasm for your profession 
and training the next generation of the workforce, giving them self-
belief that they are ready for work can be a rewarding enterprise can 
be a strong motivator.  In addition, the opportunity to give back to 
one’s specific industry or to support the future viability of the local 
or regional economy can also provide powerful incentives. The 
moral purpose which attracts high flying new graduates to Teach 
First is significant88, and would be a key part of any secondment 
scheme’s offer.

The advantages for individuals for taking time to teach in FE through 
‘Pass on Your Skills’ (see case study on p 29) were particularly 
notable. For example one professional electrician commented on 
his choice to teach Electronics, ‘It’s a great career being a spark...I 
want to give something back to the industry that’s been so good to 
me for the last 25 years.’89

Another engineer teacher commented: ‘The second ever lesson I 
was in I was watching a 16 year old making a woeful job of trying to 
cut a box chapter. I showed him how to do it and he picked it up and 
did it very well…by the time I left him he understood the principle 
well enough that he’d moved on to far more complex techniques. 
He was really proud of himself, and I got a lump in my throat. I 
thought ‘If I’ve got a 16 year old saying thank you I must be doing 
something right’.90

Career advancement and life-long learning: to be attractive, a 
part-time secondment would need to be constructed to be seen by 
both the employee and employer as beneficial to the employee’s 
career.  Teaching in a college and also acquiring a Level 3 

88 According to Teach First, the programme ‘shows that in a world that is all too often characterised 
by apathy or cynicism, a successful enterprise can be built on moral purpose’, ‘Teach First ten 
years of impact’, Robert Hill, 2012, p.53.

89 archive.excellencegateway.org.uk/media/Catalyst/Duncan_Brignell_-_Pass_on_Your_Skills.pdf  
italics added.

90 archive.excellencegateway.org.uk/media/Catalyst/Geoff_Hulston_-_Pass_on_Your_Skills.pdf 
italics added.
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teaching qualification provide valuable professional development 
opportunities and should support career advancement for 
individuals.  It could also open doors such as into in-house training 
at their business. The process of teaching can benefit the secondees’ 
subject knowledge and understanding too. As the RAE has asserted, 
‘the experience of the VPs [Visiting Professors] has confirmed that 
teaching enlightens the teacher at least as much as the student!’91

Salary impact: taking leave of absence from your day job one day a 
week will have an impact on salary. While it is suggested that industry 
professionals receive payment for their secondment, even at the 
suggested average pro-rata rate for college teaching staff, it is likely 
that many would experience a temporary small salary reduction.

Interestingly in the Royal Academy of Engineering’s VP scheme 
it is not untypical for VPs to receive only some £2,000 in salary 
for a whole year’s one-day-a-week secondment to teach in an 
educational institution (mainly universities). Some companies 
support the scheme by maintaining secondees’ previous salary 
levels but others experience a temporary reduction in salary. This 
has not deterred participation on the scheme as most VPs see their 
teaching primarily as contributing to the future of the industry and 
helping the next generation of engineers.

As a result, it would be beneficial to emphasise the non-monetary 
benefits to the individual. For example, the level 3 teaching 
qualification, chance to ‘give something back’ and diversifying 
one’s skill set.

This chapter has set out a high level business case for each of 
the key stakeholders engaging with a secondment scheme. The 
detailed marketing strategy for a national secondment scheme is 
beyond the scope of this report. However, it is clear that FE colleges, 
employers, learners and potential secondees must be able to see 
the tangible benefits for participating, though in considering this 
they may be required to consider the long-term effects as well as 
the short-term impacts.

Recommendation 4:    The key stakeholders to participate 
in a national scheme of FE teaching secondments by industry 
professionals should comprise: FE colleges, learners, individual 
professionals (secondees), and businesses (corporate partners), 
and the role, commitment, expectations of each need to be 
clearly established and communicated.

91 Educating Engineers in Design, ‘Lessons Learnt from the Visiting Professors Scheme’, Royal 
Academy of Engineering, 2005, p.9.
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 : 6 Next steps

‘Future initiatives need to take on board two important 
lessons– firstly the need for adequate pilot testing before 
launch and secondly the importance of sector engagement 
and buy in.’

Final Evaluation of the Catalyst Programme  
[including ‘Pass on Your Skills’], 2010

This paper establishes that there is value in developing a national 
part-time secondment scheme to encourage industry professionals 
to teach in FE colleges.  Our research has identified six key design 
principles that should shape this scheme. Multiple engagement, 
flexibility, quality of secondees and strong championing were 
considered in Chapter 4, and Chapter 5 set out a high level business 
case for the each of the key stakeholders to become engaged. The 
final key principle, the importance of pilot testing, is explored in this 
chapter.

In exploring the six key design principles, we have also established 
the following more specific components of a national secondment 
scheme:

 : Secondments: enable current industry practice to be 
brought into the classroom and build links between 
employers and FE and are a viable alternative to career-
changers leaving industry entirely to teach in FE, especially 
if employer buy-in is sought;

 : Linchpin: individual industry professionals play a key role 
as a ‘linchpin’ between colleges and businesses;

 : Commitment: one day a week for a minimum of one term 
and maximum of a year;

 : Corporate partners: (mainly) medium and large 
businesses committed to advocating the scheme to their 
employees and subcontractors.
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 : Recruitment: restricted to high quality candidates 
selected through a competitive process involving a 
rigorous assessment centre; 

 : Training: a mandatory Level 3 pedagogical training course 
(delivered over one week or evenings and weekends), 
followed by an induction course run by the host FE College;

 : Real teaching vacancies: secondees will cover (part of) 
real teaching vacancies identified by FE colleges and for 
which they have funding; 

 : LEPs: can help prioritising the secondment scheme to 
meet local labour demand;

 : Alumni network: a cohort feel for participants through 
holding events and running an alumni network would add 
value;

 : Curriculum development: contributing to curriculum 
design, new courses or modules (suggested by colleges or 
employers) and assessment is an additional contribution 
secondees could make.

The importance of the pilot phase of development

Beyond the key design principles we have identified, many more 
practical issues remain to be resolved. Consequently, having a 
piloting phase prior to the start of the national scheme is the final 
key design principle recommended in this report. In proposing this 
our thinking has been significantly influenced by the experience of 
Teach First which is described in the case study below.

Case study: Teach First
Teach First was the product of an initial feasibility study in 
2001 by Brett Wigdortz, then a consultant at McKinsey. After 
the initial study was made, Mr Wigdortz made the decision 
to leave McKinsey to develop the model further and gain 
buy-in. With a small team, three priorities were identified 
working from the foundation of the feasibility study:92

1)  Raising funding

2)   Gaining political support

3) Improving the business plan – ‘develop practical 
methods to deliver it, including graduate recruitment and 
selection, marketing, teacher training, school placement and 

92 ‘Success against the odds’, Wigdortz, Short Books, 2012, p.58.
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organisational development elements.’93

These priorities were addressed (with help from corporate 
partners) in the period of around nine months and the 
first year of the scheme was launched. This first year was 
effectively a pilot, as a number of issues arose that needed 
to be changed for the following years. For example the 
original business plan ‘drastically underestimated’ the 
funding required to pay staff, recruit graduates and run the 
scheme, creating significant issues.94

In the same way, any secondment scheme initiated must 
firstly build a more detailed delivery model in the pre-pilot 
stage and then test the model in a pilot, reviewing the 
findings before it is rolled out nationally.

One of the main reasons the Catalyst and Pass on your Skills 
programmes (see case study on p 29) were unsuccessful was 
down to lack of pilot testing. Indeed, the official analysis of the 
programme’s second key lesson to learn was ‘the need for adequate 
pilot testing’.95

This proof of concept piloting stage should be divided into: a 
six month pre-pilot period to develop a detailed business plan, 
design the pilot and recruit participants; a pilot of a minimum of 
one term across a number of colleges and employers; and a final 
stage to review the pilot and undertake advance planning for the 
implementation of the national, secondment scheme, which should 
take up to six months. 

Variables in determining the size of a pilot will include:

 : How many areas, based around LEPs and the colleges in 
each, are chosen to work with;

 : Focus (if any) on particular industries, skills, roles and local 
factors;

 : Target number of employers to engage;

 : Target number of applications and secondees on the pilot;

 : Available funding and the size of staff team that can be 
mobilized to deliver the pilot.

93 Ibid, p.58.
94 Ibid p.98.
95 ‘Final Evaluation of the Catalyst Programme’, Lifelong Learning UK, Consulting Inplace, March 

2010, p.2.
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The advantages of a smaller pilot are ease of delivery and depth 
of analysis of the data collected. The advantages of a larger pilot 
would be greater breadth of data to draw from and more chance to 
test out various detailed approaches.

As an example of the potential size, a pilot could aim to include 
around 10 % of colleges in England (219 colleges, so 22 colleges), 
with two secondees per college – so 44 secondees. We recognise 
that precise choices will be influenced by the amount of buy-in by 
stakeholders and funding secured during the pre-pilot stage.

The proof of concept piloting process should be constructed to 
address the following issues:

 : The most appropriate organisation to run such a scheme: 
options include an independent charity, the new Education 
and Training Foundation96 or an existing organisation with 
vocational education expertise.

 : Scoping how that organisation (whether independent or 
operating as part of another body) will operate and drawing 
up a business plan, including governance, staffing model 
and legal issues.

 : Specific development of the model through further primary 
research, based on the design principles in this report.

 : Whether elements of existing or previous ideas can be 
included in the specific design of a secondment scheme 
(for example, see the proposals for the ‘Work and Teach’ 
programme).97

 : Scoping and testing the secondee recruitment process 
including advertising, proof of industrial expertise, content 
of assessment centres and assessment costs.

 : Identifying Level 3 training providers and evaluating 
whether individuals and colleges feel the level of training 
provided is sufficient to begin teaching part-time in 
colleges.

 : Establishing corporate partnerships with large businesses 
and identifying how best to work with other employers.

 : Identifying how best to work with LEPs and other local 
bodies in gaining regional/local information.

96 CAVTL propose any such programme is established and run by the new Education and Training 
Foundation (formerly named the FE Guild) for the learning and skills sector. See www.feguild.
info/index.htm

97  See www.workandteach.co.uk/
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 : Evaluation criteria for the scheme, including the impact 
on learner attainment, and the experience of secondees 
(broken down by length of secondment and subject area 
for example).

 : The effectiveness of individuals as ‘linchpins’ between 
colleges and businesses and the value they can add after 
the secondment as alumni.

 : Further detailed research on the likely gap (if any) between 
salary of potential secondees and levels offered by FE and 
using focus groups to test the willingness of employees 
and employers to bear this cost. 

 : Financial modelling and draft budget for both the pilot and 
national scheme.

 : The steps required to gain political and industry buy-in 
beyond the concept phase.

Finance and organisation

The average yearly salary for teachers in FE colleges is £29,733.98 
This means that under current proposals, colleges will be asked to 
pay around £2,000 per term for a secondee out of existing funding. 
Training costs for a level 3 pedagogical course are around £250 
each99 which will amount to a cost of £11,000 for a pilot with 44 
secondees.

The pre-pilot stage will be used to establish a full budget which will 
include additional costs such as:

 : Salary costs for running the pilot and national secondment 
scheme;

 : Running focus groups for key stakeholders;

 : Advertising costs;

 : Recruitment and assessment costs.

At this stage it is very difficult to estimate a cost for the first year of 
such a scheme, but as a point of reference, Teach First’s first year cost 
around £1 million to run.100 This was with 182 full-time participants, 
however, with 11 paid employees101 - it is unlikely a national part-time 
secondment scheme will begin to approach a figure this large.

98 Further Education College Workforce Data For England ‘An analysis of the Staff Individualised 
Record (SIR) 2010-11’, LSIS, p.26.

99 Efforts should be made to build a partnership with a provider to ensure the best deal for 
participants.

100 ‘Success against the odds’, Wigdortz, Short Books, 2012, p.58.
101 ‘Teach First: ten years of impact’, Robert Hill, 2012, p.27.
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The immediate next step will be to confirm an organisation to take 
this proposal forward to piloting stage.  One candidate is the new 
Education and Training Foundation which has both the locus to pilot 
a scheme such as this and funding to support it.102  This could be 
progressed within the Foundation or by commissioning an external 
delivery organisation.  Alternatively other existing organisations 
with vocational education expertise such as the 157 Group or the 
IfL could take the project on, incubate the model and run the pilot 
itself.  Finally there is the option adopted by Teach First of forming 
a dedicated independent charity right from the start.

A multiple engagement secondment model should operate (when 
fully developed) at two levels –

National: setting out the broad principles and the 
framework under which the scheme will operate;

Local: ensuring that local delivery is designed to reflect 
local needs in the economy, business and training and that 
it does so in a resonant and flexible manner.

In this way, it can be similar to Teach First and Business Connectors, 
having a central office which coordinates overall policy, and regional 
offices responsible for local delivery.

This section has explored why a pilot would be an important part 
of progressing the secondment model and looked at what needs to 
be done after the publication of this report towards implementing 
such a pilot. These can be summarised in the following ‘next steps’:

1)  Establish who should take ownership and responsibility 
for taking the national secondment idea forward and for 
securing funding for initial pre-pilot development work.

2) The chosen organisation and their delivery team should 
build on the key principles outlined in this report, and 
add ‘flesh to the bones’, developing a detailed workable 
model, backed by significant primary research among key 
stakeholders (in the form of focus groups for example).

3) A detailed budget needs to be developed and funding 
acquired for the pilot and the subsequent review and 
preparation for national roll out.

4) Exact details of a pilot scheme (based on the detailed 
model) should be scoped out depending on buy-in and 
funding.

102  feweek.co.uk/2013/04/18/fe-guild-go-ahead/
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5) A pilot should be rolled out in selected areas across 
the country, with the view to expanding the scheme the 
following year as a national scheme.

Recommendation 5: The national secondment scheme should 
be created around six design principles: a multiple engagement 
secondment model; flexibility; quality of secondees; strong 
‘championing’; a strong business case for all key stakeholders; pilot 
testing.

Recommendation 6:  The detailed model for the national 
secondment scheme should be developed through an iterative 
process of further primary research, piloting, review and refinement, 
prior to national roll-out.
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 : 7 Conclusion

A national secondment scheme to bring experienced industry 
professionals into FE classrooms is an idea whose time has 
come. The proposals outlined in his paper have the potential not 
only to improve learner outcomes, and meet immediate college 
and business needs, but also will help to initiate a ‘movement’ of 
individuals, businesses and colleges who are committed to ensuring 
the highest possible standards of business-FE relations and teaching 
and learning in colleges. In turn, this can improve life-chances of 
vocational learners, the professional and personal satisfaction of 
participating employees, the effectiveness and quality of outcomes 
delivered by FE, higher standards of regard for business and its role 
in the community and support a stronger future economy.

This report has not attempted to outline an exact blueprint for a 
scheme which can be taken off the shelf and given to a civil servant 
or organisation to implement. As with Teach First (which has acted 
as an inspiration for many of the concepts in the report), further 
primary research must be conducted to build on our key concepts in 
refining a programme model. Whether it be the new Education and 
Training Foundation, 157 Group, IfL or another organisation which 
brings this idea to fruition, we hope they will strongly consider the 
findings of this report, and the strong case for setting up a national 
secondment scheme.

Key stakeholders must buy into the model if it is to be successful to 
ultimately benefit a fourth, the learner: individual professionals, FE 
colleges and businesses.

This report has attempted to outline what the benefits for each of 
these might be in participation in a secondment scheme. Perhaps 
the most important of these should be the individuals who can act 
as ‘linchpins’ between the business and college, making the scheme 
unique from other programmes.
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There are six key elements to the scheme’s design, which have 
pervaded the report. All of these are underpinned by the insistence 
that a scheme must be driven by excellence and quality.  This is 
why within the proposed scheme the adoption of a competitive 
recruitment process is so important, with only those exhibiting 
strong core characteristics and good industry expertise making it 
on to the scheme. It is also why the strong commitment to good 
pedagogy is specified.

Through these processes the scheme will bring prestige to 
secondees, corporate partners/employers and colleges alike. In this 
respect the immediate example of the success of Teach First has 
been a strong inspiration.

Finally, we know the huge reservoir of support there is for the 
apprenticeship route from FE into employment.  Yet even with the 
massive expansion we have seen, it cannot be a practical option 
for everyone.  It is hoped that the success of a scheme may also 
contribute to the general debate on the importance of vocational 
education and raising standards of the sector as a whole.

The evidence base for this model improving industry-FE relationships, 
inspiring students and improving teaching and learning is strong.  
Looking to government, employers and the FE sector through the 
157 Group and the Education and Training Foundation, we hope to 
see the idea taken up, piloted and implemented with all speed.
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 :   Appendix 1  
Qualifications to teach in FE

Qualifications to teach in FE are currently:

 : PTLLS (Preparing to Teach in the Lifelong Learning Sector, 
a short initial award);

 : DTLLS (Diploma in Teaching in the Lifelong Learning 
Sector);

 : CTLLS (Certificate in Teaching in the Lifelong Learning 
Sector).

The PTLLS course is taken by any wishing to teach in vocational 
education and allowed people to teach as long as they were on 
the path to achieve CTLLS (which would make one an ‘associate 
teacher’), or DTLLS (making one a ‘full teacher’), join the IfL (Institute 
for Learning), work towards QTLS (Qualified Teacher Learning and 
Skills) and do 30 hours CPD a year – requirements inserted by the 
government in 2007 for any teaching staff in colleges without the 
qualifications already. A period of five years is given to achieve 
CTLLS or DTLLS which led many to question the seriousness with 
which they were taken, mainly because the regulation has rarely 
been enforced.


