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Introduction

The professional services sector has always 
invested heavily in their people. Graduate and 
school leaver programmes are used far more than 
in other industries but often lack structure and 
are focused purely on academic development. 
The Apprenticeship Levy has changed this. Over 
the past year many employers have redefined 
the way they invest in talent. They understand 
both the financial and non-financial benefits of 
integrating apprenticeship programmes into their 
recruitment and development strategies and a 
large proportion are on-course to spend their 
entire levy pots. 

One of the most notable developments in 
the past 12 months is the large increase in 
the number of companies that are using 
apprenticeships to recruit top talent. 
Accountancy firms have realised that in order 
to recruit the best individuals they need to offer 
dedicated school-leaver programmes. Students 
understand that university is no longer the only 
available option and instead apprenticeships offer 
a route to qualify quicker, without debt, whilst 
earning a competitive salary and, at the same 
time, gaining valuable work experience. 

Alongside school-leaver programmes, 
professional services employers are 
converting their existing graduate schemes 
to apprenticeships far quicker than any other 
sector. Employers frequently feedback that whilst 
graduates are academically ready they lack the 
professional skills required in the workplace. 
Apprenticeships support a student’s academic 
studies with a structured programme of skills and 
behaviour training aimed to integrate them into 
the professional world from day one.

Of course, there are frustrations. Employers in 
the sector share the concerns of those elsewhere 
over the levy’s perceived inflexibility and the 
20% off-the-job requirement. What is notable, 
however, is that their frustrations are relatively 
muted – fewer of them are as concerned as 
employers in other sectors.

Nevertheless, however prepared the sector has 
been for apprenticeships, it’s undeniable that 
programmes will have to develop to meet the 
changing needs of business. Technology, for 
instance, is fundamentally changing the entire 
accountancy industry and firms need to ensure 
that their development programmes cover the 
key skills required to address this.

Adam Temple is Managing Director, Professional 
Qualifications, BPP Professional Education.
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Context and 
overview

Last month we published our second annual 
survey of top employers’ attitudes to the 
Apprenticeship Levy*. On the whole, it found 
that although employers had concerns over the 
levy’s implementation they were aware of the 
opportunities it offered and were determined to 
align it to their long-term business needs.

Since then, we have been asked by recruiters to 
provide a breakdown of company responses by 
sector. This survey is an analysis of professional 
services employers and their response to the levy 
since it was introduced a year ago. 

It does not claim to be a weighted survey of 
the entire industry, which for the purposes of 
this report includes accountancy and tax and 
consultancy as well as professional services. 
But it is a snapshot of how some of the biggest 
businesses are exploiting the opportunities made 
possible by the levy as well as how they are 
dealing with any lingering frustrations. 

Professional services firms have tended to 
be ahead of the curve when it comes to the 
Apprenticeship Levy. And it appears that most 
businesses have taken advantage of that legacy to 
implement apprenticeships far more rapidly than 
employers in other sectors. They foresee spending 
almost all of their levy funds by year two, whereas 
other employers envisage doing the same three or 
four years hence.

Of course, that doesn’t mean professional services 
employers won’t continue to adapt and develop 
their apprenticeship programmes – particularly as 
they roll them out to areas of the business beyond 
their core offering. The levy is in its infancy, talent 
and recruitment strategies will necessarily evolve. 
We hope that these findings will provide an insight 
into what some of the leading businesses in the 
sector are doing now and what opportunities they 
hope to exploit in the future.

Note: Percentages have been rounded to the nearest 
whole number and therefore may not in all cases add 
up to 100. BPP’s Apprenticeship Levy Study II, 2018, 
to which this report makes reference, is available at 
employers.bpp.com

Methodology

Research: conducted jointly by  
trendence UK and BPP

Period: October 2017 to January 2018

Sample: 83 employers from the  
Guardian UK 300

Method: online questionnaire using 
trendence’s surveying tool TARGETfeedback

Author: Emma O’Dell, BPP 

Researchers: David Palmer and Andreea 
Galin, trendence UK

Main findings

• All professional services employers 
surveyed plan to use the levy 

• Most envisage spending their levy 
funds at a faster rate than general 
employers and far more rapidly than 
employers in financial services

• Diversity initiatives are the main reason 
why employers in the sector use the levy

• The proportion of employers indicating 
that diversity initiatives are a priority 
has more than doubled in a year

• Most employers in the sector will 
prioritise hiring external rather than 
internal apprentices 

• Professional services recruiters are 
not as frustrated at the inflexibility 
of current apprenticeship rules as 
employers are elsewhere

• Most have concerns about the 
20% off-the-job requirement but 
dissatisfaction appears to be lower than 
in other sectors
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• Just under half of professional services 
employers (46%) pay an annual 
Apprenticeship Levy of more than £1 million, 
with just over a third (36%) paying over  
£3 million

• This is a slightly smaller proportion than 
general employers, 51% of the total number 
of employers pay more than £1 million 
annually, and just under a fifth of whom 
(18%) pay more than £8 million

• All respondents in the sector, which included 
all the professional services employers in the 
Guardian UK 300, (100%) intend to use the 
levy, unchanged from last year 

Analysis: Recruiters in the professional services 
sector were among those most likely to be in favour 
of the levy in last year’s survey. Businesses in the 
sector have historically spent a lot on professional 
qualification training and were in a position to adapt 
those programmes to apprenticeships when the 
levy was introduced. So, it isn’t a surprise that all 
respondents in this year’s survey continue to plan to 
recoup levy costs.

Employer profile 

Total sample Professional services

Approximately how much will the Apprenticeship Levy cost your organisation?

£8 million+

£5 - 8 million

£3 - 5 million

£1 - 3 million

£500k - 1 million

£250 - 500k

Less than £250k

35.4%

11.0%

4.9%

9.8%

9.1%

0.0%

9.1%

9.1%

27.3%

12.2%

8.5%

36.4%

9.1%

Will you use at least some of it or lose it?

Use it
Lose it

100%

0%

Total sample: 
Use it: 96%

18.3%
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• Professional services employers are far more 
likely to spend their levy pot rapidly, more than 
two-fifths (44%) will spend most of their funds 
in year one and all (100%) will by year two

• This compares to barely one in twenty (6%) 
financial services employers who plan to do 
the same in year one and just under a fifth of 
general employers (18%) 

• Employers in the professional services sector 
appear to have accelerated their plans since 
last year, when 60% envisaged spending most 
of the levy in year one and 80% by year two 

Analysis: Of all the businesses in our survey, those 
in professional services have been the quickest to 
develop plans for the levy and to deploy them rapidly. 
The contrast with financial services is particularly 
stark, where employers appear to have scaled 
back plans for quickly spending the levy once they 
realised they couldn’t fulfil their long-term talent and 
business needs. 

Accountancy firms, on the other hand, were 
able to adapt existing professional and graduate 
programmes relatively rapidly to meet the 
requirements of Apprenticeship Standards. 

When do employers 
plan to use the levy? 

Percentage of employers that plan to spend 50% or more of their levy 
(Year-on-year analysis: Professional services)

2016-2017 survey 2017-2018 survey

80%

90%

100%

70%

60%

50%

40%

30%

20%

10%

0%
First Year Second Year Third Year Fourth Year

What percentage of your levy do you intend to use each year? 
(% of employers that plan to use 50% or more of their levy) 

2017-2018 survey

Total Professional services

Year 1 Year 2 Year 3 Year 4

44.4%

18.4%

54.3%

65.9%

100.0%100.0%100.0%

75.0%

Percentage of employers that plan to spend 50% or more of their levy 
(Year-on-year analysis: Financial services)

2016-2017 survey 2017-2018 survey

80%

70%

60%

50%

40%

30%

20%

10%

0%
First Year Second Year Third Year Fourth Year
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• Diversity and widening participation 
initiatives are the biggest priorities for 
professional services employers, with half 
(50%) citing that as reason to use the levy, 
more than double the proportion who said 
the same last year (19%)

• Two-fifths (40%) say they will use it to 
support workforce planning and the same 
number cite maximising L&D spend

• Employers’ priorities seem to have completely 
changed since last year, when they indicated 
that maximising L&D spend (81%), talent 
development (75%) and training existing staff 
(63%) were most important

• Only three in ten (30%) professional sector 
employers said training existing staff was 
a reason to use the levy, less than half the 
number of general employers (63%) 

Analysis: Diversity initiatives have become more 
important for all employers this year and professional 
services employers are no exceptions, who see it not 
only as a priority but as the number one reason to 
use the levy.

Unlike other employers, however, those in the 
professional services sector appear to have re-
assessed their priorities overall, with the numbers 
citing talent development, maximising L&D spend and 
training their existing workforce more than halving. 

What will employers 
spend the levy on? 

Total Professional services

Reasons to capitalise on the levy (2017-2018 survey)

Support workforce planning

Lateral recruitment initiative

Don’t want to lose the funds as a tax

CSR initiative - support local communities/
supply chain partners to develop talent

Professionalising and training 
existing workforce

Government youth unemployment initiative

Talent development initiative

Maximising L&D spend

Diversity initiative/widening participation

60.3%

34.2%

39.7%

34.2%

63.0%

24.7%

72.6%

54.8%

64.4%

10.0%

20.0%

40.0%

50.0%

40.0%

10.0%

30.0%

30.0%

30.0%

Diversity initiative

CSR initiative - support local communities/
supply chain partners to develop talent

Professionalising and training existing workforce

Maximising L&D spend

Support workforce planning

Talent development initiative

Government youth unemployment initiative

Lateral recruitment initiative

Social mobility initiative

19%

44%

13%

63%

81%

50%

75%

13%

25%

Reasons to capitalise on the levy (2016-2017 survey)
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• Over half of professional services employers 
(55%) want more flexibility in how they 
spend the levy, with over a third (36%) 
expressing no opinion

• Although a majority of employers would like 
to see change, far fewer in the sector appear 
dissatisfied compared to recruiters elsewhere

• In financial services, for instance, fully 
94% of employers would like to see more 
flexibility in how they are allowed to spend 
the levy 

• Just over a quarter of professional services 
employers (27%) aim to take advantage of 
government plans to allow them to transfer 
10% of their unspent levy funds to others, 
such as suppliers, partners or charities, 
with 37% saying they won’t and a similar 
proportion (36%) saying they have yet to 
reach a position

Analysis: Professional services employers, while not 
content with the status quo, aren’t as concerned as 
other businesses about the lack of flexibility in the 
system. This is most likely a reflection of the fact that 
accountancy firms have found it easier than many 
other employers to convert existing programmes 
to apprenticeships, and the fact that their training 
budgets have historically been high.

Would employers 
like the levy to be 
more flexible?

Would you like more flexibility in how you spend the levy?

Yes
No
Don’t know

36%

55%

9%
Total sample: 76% of employers  
would like more flexibility in how  

they spend their levy

Do you plan to use the opportunity to transfer 10%  
of your levy funds?

Yes
No
Don’t know

36%

27%

37%

Total sample: 32% of employers 
plan to use the opportunity to 

transfer 10% of their levy funds

Total sample: 76% of employers 
would like more flexibility in how 

they spend their levy

Would financial services employers like more 
flexibility in how they spend the levy?

94%

6%

Yes
No
Don’t know
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• Well over half of professional services 
employers (57%) say they will use 80-100% 
of the levy on external apprentices with more 
than two-fifths (43%) saying they will spend 
all of it on them

• A small minority (14%) plan to reverse 
the split and spend all of the levy on  
internal apprenticeships 

• External apprenticeships are equally split 
almost 2:1 between graduates (60%) and 
school-leavers (33%)

• Three-fifths of employers (60%) do not 
envisage changing the split between internal 
and external recruits next year, compared to 
37% of general employers

Analysis: The focus amongst professional sector 
employers is clearly on hiring external rather than 
internal apprentices and most do not envisage 
that changing. However, the fact that three in ten 
(30%) think that balance could alter might indicate 
that businesses anticipate a more diverse spend as 
apprenticeships are offered across more roles and at 
different levels. 

Who are employers 
targeting? 

What is/will be the split between your external apprentice hires and internal 
apprentice hires on programme by the end of April 2018?

Total sample Professional services

Don’t know

100% internal - 0% external

60% internal - 40% external

50% internal - 50% external

40% internal - 60% external

20% internal - 80% external

0% internal - 100% external

80% internal - 20% external

0.0%

34.0% 42.9%

23.4% 14.3%

0.0%

0.0%

0.0%

6.4% 14.3%

10.6% 28.6%

What’s the split of your external apprentice hires between: 
% of employers that plan to hire 50% or more of apprentices in each category

School leavers 
(between 16-18)

Graduates  
(up to 24 years old)

Experienced hires 
(25+)

51.7%

33.4%

44.4%

60.0%

4.3%
0.0%

Total sample Professional services

Total sample: 37% of employers foresee 
the same split between external and 

internal hires in the 2nd year of the levy

Do you anticipate the split between external hires, internal hires, and 
hires of different ages will be the same in 2018/19 as it was in 2017/18?

60%30%

10%

Yes
No
Don’t know
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Graham Burnett 
Talent Acquisition and Development, 
Mazars

What types of apprenticeships do you offer?

We had already taken advantage of the 
Trailblazer programmes (the level four 
programmes for non-graduates) available prior 
to the introduction of the Apprenticeship Levy. 
Those have continued but, since the Levy came 
into force, we have introduced apprenticeships 
for graduates too.

How do you calculate return on investment of 
your apprenticeship programme?

In broad terms we look at it from an engagement 
level – performance and from the perspective 
of the development of our team members. 
Apprenticeships help develop a broader skill 
set so we believe individuals are better placed 
for future roles, whether this be in their current 
line of business, elsewhere in Mazars or indeed 
outside the Firm’

Since the levy was introduced are you rethinking 
the types of apprenticeships you offer?

I think we will – we haven’t had the chance to 
do that yet, because we have taken some time 
to assess what we need and what is available. 
We initially focused on where we had existing 
programmes, and utilised levy funds accordingly. 
But, in future, we will revisit what we how we use 
those funds. I think there are likely to be some 
great opportunities for existing team members at 
all levels to develop their skill sets.

Have you made changes to your talent 
management as a consequence of the levy?

Apprenticeships help greatly with our wider 
strategy when it comes to talent development. 
We find they help with succession planning 
and they allow team members to play to their 
strengths in non-technical aspects of their roles 
sooner rather than later. These skills include 
client handling and project management, for 
instance. The approach of pursuing stand-
alone professional qualifications is great from a 
technical point of view, and will continue to be an 
important element of our development strategy. 
At the same time, we are keen to develop a broad 
range of skills in our apprentices. 

Will the number of apprenticeships you are 
planning to take on change significantly?

The levy hasn’t necessarily driven a change in 
overall recruitment levels – that is driven by 
business need. However, we will certainly have 
more apprenticeships with the Level 7 standards 
now available – so they will apply to our graduate 
as well as school-leaver populations. 

Are your plans for apprenticeships being 
delayed or frustrated by any additional 
external factors?

Certainly not frustrated: there are delays in 
the approval of standards necessary for the 
apprenticeship programmes, but we understand 
why that’s the case. I would rather those 
standards were robust and fit for purpose – and 
I wouldn’t like them to be rushed, this should be 
a policy which is sustainable in the long term, so 
it’s worth getting it right at implementation.

Case study: 
Mazars

Is the requirement to allow apprentices 20% 
off-the-job training an issue?

Not for existing apprenticeship programmes. Our 
business model already allows team members to 
have time ‘off-the-job’ while they were studying 
for their professional qualifications – so we 
haven’t had as big a challenge as organisations 
that are introducing this kind of development for 
the first time. 

Is the requirement that employers must give 
a genuine job guarantee to people completing 
the new standards an issue for you?

No, we take on apprentices in the expectation that 
they will remain in their role once they complete 
their qualifications and training contract.

Has procurement been an issue for you?

One thing we’ve learnt is that you have to look at all 
the options out there – big and small providers and 
their experience of apprenticeships. Some suppliers 
offer more support than others when it comes 
to on-boarding and the support the apprentices 
receive, and that will be key for some organisations.

What advice would you give to other 
companies still pulling their apprenticeship and 
levy plans together?

1. Do a thorough development needs analysis 
for your workforce so that you can optimise 
your return on the opportunities the levy 
offers – both from a business perspective  
and from those enrolled on apprenticeships. 
You want people who are hungry and want  
to learn but who will also benefit  
the organisation. 

2. Do your maths – financial modelling is one of 
the most important things to get right, and 
there is an element of financial management 
to ensure that you are utilising all available 
levy funds on a monthly basis. 

3. Get your communication right – both to 
recruits and existing team members. The 
term ‘apprentice’ has connotations for some 
existing staff and graduate appointees – who 
think it’s a more junior role. We have had to 
explain that it’s an official, generic label for all 
types of training and it can apply to all levels 
regardless of seniority. 
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• Over seven in ten professional services 
employers (71%) plan to convert their 
existing school-leaver programmes into 
apprenticeships, which is a significantly 
higher proportion than general employers 
(50%) or financial services employers (36%)

• Well over a half (57%) are also planning to 
do the same with graduate programmes, 
three in ten (29%) are planning to 
convert existing professional qualification 
programmes and a few (14%) are doing the 
same for internal L&D programmes 

• However, the appetite to convert courses 
appears to have abated somewhat. Last year 
81% of professional services employers said 
they planned to convert their school-leaver 
programmes and 88% said the same of their 
graduate programmes 

Analysis: The focus on school-leaver programmes 
dovetails with the sector’s renewed emphasis on using 
levy spend for widening participation and diversity 
initiatives. School-leavers by definition are drawn 
from a broader cross-section of the community than 
graduates, and professional services employers are 
increasingly eager to see their workforce reflect the 
communities their businesses serve.

What programmes 
do employers plan 
to convert into 
apprenticeships?

If you currently run any of the following programmes, which do you plan to 
convert/have you already converted to an apprenticeship?

Total sample Professional services

Existing professional qualification programme

Existing internal talent programme

Graduate programme

School leaver programme

Existing internal L&D programme

47.5% 28.6%

50.0% 71.4%

30.0%

52.5%

14.3%

57.1%

0.0%

If you currently run any of the following programmes, which do you plan to 
convert/have you already converted to an apprenticeship?

Total sample Financial services

Existing professional qualification programme

Existing internal talent programme

Graduate programme

School leaver programme

Existing internal L&D programme

47.5% 71.4%

50.0% 35.7%

30.0%

52.5%

50.0%

64.3%

35.0% 35.7%
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• Looking ahead to 2019, three-fifths of 
employers in the sector (60%) say they 
will run the same number of apprenticeship 
programmes as they have this year, 
significantly more than general employers 
(35%) and financial services employers (19%)

• A fifth of professional sector employers 
(20%) say they will cut the number of 
apprenticeship programmes, the only sector 
to indicate a decrease

• Only a fifth (20%) plan an increase, 
compared to three-fifths (60%) of general 
employers and fourth-fifths (81%) of 
financial services employers

Analysis: The sector is generally ahead of the curve 
when it comes to planning and implementing the 
Apprenticeship Levy. As they have a lot of their 
programmes in place, they have the numbers and 
they don’t need to expand in subsequent years as, 
say, financial services employers do.

Will employers 
expand their 
apprenticeship 
programmes? 

Do you expect to run the same number of apprenticeship 
programmes by the end of April 2019?

Total sample Professional services

No, we plan to decrease 
the number

No, we plan to increase 
the number

Yes 34.6% 60.0%

59.6%

5.8%

20.0%

20.0%

Financial servicesProfessional services

Do you expect to run the same number of apprenticeship 
programmes by the end of April 2019?

No, we plan to decrease 
the number

No, we plan to increase 
the number

Yes

20.0%

20.0%

60.0%

81.3%

18.8%

0.0%
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• When employers were asked what was 
stopping them expanding apprenticeship 
programmes, most (50%) said it was 
finding a solution to the 20% off-the-job 
requirement. However, this was less of a 
concern amongst professional services 
businesses than it was amongst other 
employers (62%) or financial services 
companies (88%)

• Three in ten (30%) said it was the 
resources available that was the issue, and 
a fifth (20%) cited the lack or failure of 
apprenticeship pilots 

• Two-thirds (67%) thought they had to 
do more to educate their organisation 
about the 20% requirement and half 
(50%) had to explain the differences 
between apprenticeships and professional 
qualification programmes

• Respondents reported that stakeholders  
in L&D, HR and senior management  
were generally engaged in apprenticeships, 
but finance, line managers and potential 
apprentices among existing staff were  
most sceptical 

Analysis: Recruiters in professional services, in 
common with those in other sectors, clearly find 
the 20% requirement an impediment to expanding 
apprenticeship programmes. However, the fact that 
relatively fewer of them see it – or indeed any of 
the usually cited obstacles – as an issue compared 
to employers elsewhere implies that the sector has 
found the levy easier to accommodate than others. 
That said, the relative lack of engagement of key 
stakeholders suggests apprenticeships continue to 
have a lingering perception problem internally.

What are the 
obstacles to 
expansion? 

Total sample Professional services

Which are the following factors are currently preventing your 
organisation from expanding your apprenticeship programme?

Lack of senior management buy-in

Need for wider business 
engagement and syndication

Challenges redesigning existing talent, L&D 
or professional qualification propositions

The need to onboard a new training 
provider in a timely fashion

Finding solutions for 20%  
off-the-job training requirement

Lack or failure of apprenticeship pilots

Institutional bias against apprenticeships

Size and resource available in your team

10.0%10.2%

46.9%

40.8%

24.5%

61.2%

12.2%

16.3%

46.9%

10.0%

20.0%

0.0%

30.0%

10.0%

10.0%

50.0%

Total sample Professional services

In which key areas do you think you still need to educate the organisation?

Eligibility criteria

Benefits of apprenticeships

Apprenticeship brand

What apprenticeships are

20% off-the-job training

Difference between apprenticeships and 
a professional qualification programme

50.0%

54.3%

52.2%

56.5%

80.4%

58.7%

33.3%

16.7%

50.0%

33.3%

16.7%

66.7%

How engaged are the following stakeholders in your organisation about apprenticeships?

Early Career L&D Talent Resourcing HR Finance Line managers Potential 
apprentices (where 

you may convert 
existing staff)

Senior 
management 

team

78%

33%

91%

50%

91%

40%

81%

40%

96%

60%

96%

17%

98%

17%

73%

20%

100%

50%

Total Professional services
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• Well over half of employers (57%) say the 
20% requirement remains a problem for 
their organisation, with only 14% saying it 
hasn’t been an issue

• However, that is a significantly lower 
percentage than financial services employers, 
86% of whom expressed dissatisfaction, or 
general employers (69%) 

• All recruiters in the sector (100%) are aware 
that ‘off-the-job’ training can actually be 
provided on-the-job

• The most popular method of training 
delivery is online training (50%) and block 
release (also 50%), followed by face-to-face 
instruction, day release and weekly sessions 
(all at 33%) 

• Many professional services employers have 
deployed a number of solutions to meet the 
20% requirement, with four-fifths building 
in relevant internal training that is linked 
to the standard (80%) and three-fifths 
(60%) rebadging job development time and 
staggering study time 

Analysis: Professional services employers see the 
20% requirement as a problem – but far fewer of 
them than other employers see it as an issue. This is 
almost certainly because prior to the levy the sector 
was more accustomed to having staff train for long 
periods off-the-job. Of course, as apprenticeships 
become more common in different fields in the sector 
that picture could change.

Tackling the 
20% off-the-job 
requirement 

Has the 20% off-the-job development 
requirement been a problem for  
your organisation?

Yes
No
Don’t know

57%

29%

14%

Total sample: 69% of employers have had 
difficulties managing the 20% off-the-job 

training requirement

Are you aware that the 20% off-the-job training can 
be provided at the job place?

Yes
No

100%

0%

Total sample: 94% of employers are 
aware that the 20% off-the-job training 

can be provided at the job place

Total sample Professional services

What training delivery model will your organisation deploy to manage the government 
requirement that all apprentices must receive 20% off-the-job training?

Not sure

Online

F2F

Weekly sessions

Day release

Block release

18.2%

56.8%

47.7%

29.5%

43.2%

40.9%

33.3%

33.3%

33.3%

50.0%

33.3%

50.0%

Total sample Professional services

What solutions are you deploying to achieve the 20% off-the-job 
training internally?

Only deploying apprenticeship programmes 
where the 20% off-the-job requirement is 

covered by the training provider
Building in relevant internal training that 

is linked to the standard

Rebadging as 20% on-the-job 
development time

Top-down directive

Increasing contract hours to 
factor in off-the-job learning

Staggering study time so not all apprentices 
are off-the-job at the same time

Decreasing salary by 20% to account for 
the 20% drop in time on-the-job

63.9%

44.4%

33.3%

50.0%

20.0%

60.0%

60.0%

80.0%

0.0%

0.0%

0.0%
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Summary

A year after the levy, some things are 
becoming clearer:

• All professional services employers 
plan to use the levy 

• Most will spend their levy funds at a 
faster rate than general employers 

• Diversity initiatives are the main reason 
why employers in the sector use the levy

• Most employers will prioritise hiring 
external rather than internal apprentices 

• Recruiters are less frustrated at the 
inflexibility of apprenticeship rules than 
other employers

• There are concerns about the 20%  
off-the-job requirement but dissatisfaction 
is lower than in other sectors

Notes
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BPP Professional Education is one of Europe’s leading specialist 
providers of professional education and delivers a range of 
industry-leading professional qualifications, professional 
apprenticeships, professional development programmes and 
learning media.

We enjoy a trusted advisor status for many of our clients and 
institutes and offer professionals opportunities to progress 
through a variety of qualifications in actuarial, accountancy 
and tax, banking and finance, business, law, management and 
leadership, HR and technology.

If you have been tasked with considering your businesses’ 
strategy for apprenticeships, or advice is needed on the 
operationalisation of your programmes across the full 
apprenticeship lifecycle, then we can help. We can support you 
by reviewing your whole business talent strategy (graduates, 
apprentices and internal talent/development schemes) with a 
view to designing new, interconnected propositions.

04255

Contact us on: 

 03300 291 737

✉ corporate@bpp.com 

 employers.bpp.com

For more information about apprenticeships, follow us on  
Twitter @bppprofed or like us on Facebook:  
www.facebook.com/bpp

For more information about trendence UK Research, contact:
David Palmer, UK Research Manager trendence UK
Email: david.palmer@trendence.co.uk
Call: +44 (0)20 7654 7220 
Web: trendence.co.uk

©BPP University Limited 2018. ©BPP Professional Education Limited 2018.

http://employers.bpp.com/

