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Ask a dozen economists 
about the state of the 
global economy and 

you are likely to get 12 different 
answers. The same seems to 
be true of the Government’s 
campaign and incentive to 
create thousands of ‘new’ 
Apprenticeships nationwide. 
Some are talking up the scheme, 
especially those in the Tech sector 
who see the Apprenticeship 
Levy as addressing a critical 
skills shortage. Others are not so 
convinced.

In April, the Association 
of Employment and Learning 
Providers (AELP) put in a freedom 
of information request that 
discovered that £1.28 billion of 
the £1.39 billion paid by Levy 
paying employers is currently 
sitting unused. The AELP’s Chief 
Executive and Policy Director both 
expressed dismay at the calls from 
employment organisations such 
as the CBI that the Government 
should relax the levy and dilute it 
into more ‘general’ skills training.

The AELP is an unequivocal 
supporter of the levy and believes 
that for the foreseeable future 
the levy should be ring-fenced to 
fund only Apprenticeships. Its 
leaders are also exasperated by 
the misleading coverage given to 
the subject in the media and say 
that the levy could be a genuine 
‘game changer’ in improving 
productivity, social mobility, and 
quality. In this we are agreed.

Disappointing numbers
The start numbers, though, 
have been disappointing, both 
nationally and specifically 
within our own industry. The 
Government has a target of 
creating 600,000 Apprenticeships 
by 2020, and the reforms have 
been criticised by various business 
groups not only for the cost but 
also the delays in approving new 
courses. This, they argue, has 
meant that many have not been 
able to spend their levy funds. 
According to Government reports, 

there are 261,200 Apprenticeship 
starts between August 2017 and 
March 2018, compared with 
362,400 in the previous academic 
year – a decrease of more than a 
quarter (28 percent).

Our own experience also 
suggests that all is not quite right. 
Whilst we are having some great 
conversations with members, 
and some of these conversations 
are at last converting into real 
business, take up of our CSA 
Member Apprenticeship scheme 
has still been slow. It may be that 
the investment has been made 
with other providers, but even if 
that is the case then the numbers 
are still small. Given the size of 
our membership, and those who 
qualify for the levy, we estimate 
that more than £1 million is 
leaking from our industry.

Amidst all of this, however, 
is some positive news regarding 
what those outside of our industry 
are doing. Whereas CSA Member 
Apprenticeships may not have yet 
had the traction we anticipated 
within credit services, others 
have been quicker to recognise 
the value they can deliver. We 
now have more than 20 firms 
signed up to our Apprenticeships, 
coming from ‘big brand’ names 
across different industries such as 
insurance, food and beverage, and 
the public sector.

There was also more good 
news recently with the welcome 
announcement from the 
Department for Education that 
businesses are being allowed to 
share a proportion of their levy 
funding with another company.

Within the field of debt 
collection and consumer credit, a 
number of specific Apprenticeship 
standards have been created that 
are being offered and supported 
by the CSA. These range from the 
new standard in Credit Control 
through to the most advanced 
Senior Compliance/Risk Specialist 
Apprenticeship standard, and 
every point in between.

Levy sharing
Since May, all levy-paying firms 
have been able to share up to 
10% of their levy with one other 
company or organisation of 
their choosing. This could be in 
support of their supply chain 
(e.g in our case it could be a debt 
buyer supporting a member of 
their contingency collections 
‘panel’), or to support their wider 
Corporate Social Responsibility 
(CSR) agenda, enabling 
Apprenticeship opportunities for 
other businesses and individuals 
who might not otherwise be 
funded.

Whether you are a levy-paying 
business who is not able to spend 
all your levy, or a non-paying 
business who wishes to join a 
CSA Member Apprenticeship 
programme, we believe this is 
good news for our industry. What 
is particularly exciting is that 
any non-levy paying firms who 
access Apprenticeship funding 
this way will then not be required 
to pay a 10% contribution, which 
means a ‘win-win’ for all parties 
concerned. It will be interesting 
to see how this news is received, 
and whether it acts as a catalyst 
for those who have yet to embrace 
the Apprenticeships’ initiative to 
finally take action.

I sense we are at a tipping point 
where both time and patience are 
fast running out. Big names from 
the world of industry are already 
calling for reform, and some that 
the Levy should be scrapped 
altogether. That would be a great 
shame. The next few months, 
however, may be critical.

Apprenticeships – the tipping point?
By Fiona Macaskill, CSA Head of Learning and Development 

“   £1.39 billion paid 
by Levy paying 
employers is 
currently sitting 
unused
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I could have entitled this article – Are you using 
your Apprenticeship Levy but I know, from the 
conversations I have had with a number of firms, a 

large percentage of the people reading this would have 
immediately stopped – ‘Apprenticeships are for young 
people, the 16- 19 year olds’, ‘we’re not the kind of 
business that employs Apprentices’.

  The word apprenticeship is a misnomer when 
it comes to using the funds that the Apprenticeship 
Levy takes from firms with a wage bill in excess of 
£3Million. For those of you who are not aware here are 
the facts:

 Firms with a salary bill in excess of £3M will make a 
single contribution of 0.5% of their payroll

 The levy payment will be deducted as part of the 
normal monthly direct payment made to HMRC via 
PAYE from April 2017.

 Firms can access funds from the 18th May through 
their own digital account.

 Firms will have 24 months to utilise their levy 
contributions at which point this will start to affect 
the amount available  – think of the old adage  – ‘use 
it or lose it’.

 The Government will co- fund at a rate of 90% those  
firms that do not pay the levy or firms that pay the 
levy and want  further ‘apprenticeships’ in excess of 
the levy funds they pay. 

 Apprenticeship training and assessment must be 
with an approved training provider and assessment 
organisation.

 Only training providers on the Government register, 
RoATP, will be able to access levy funds for training. 

The table below simplifies the funding criteria

Are you using your Learning and 
Development fund?
By Philippa Grocott from FSTP

The most unappreciated aspect of the apprenticeship 
levy, and why I began the article in the way I did, is 
that levy funds will not be restricted in their use for 
new employees or young employees embarking on 
an Apprenticeship programme. If you understand the 
intricacies of the levy rules and regulations a firm can 
effectively use the levy or co-funding for the following: 

New Employees – all new employees into the firm 
who embark on an apprenticeship. 
From May 2017, this includes your graduate intake 
that are starting in a new role. This can be at levels 
2, 3, 4 or 5 and Higher Degrees. 

Management Development 
From April 2017 there has been no upper age limit 
on new apprentices. Think about using the levy for 
succession planning in line with the Senior Managers 
and Certification Regime. Your firm could run a three 

year, level 6 Leadership and Management Programme 
for those individuals identified as the next Senior 
Managers which gives the individuals the equivalent 
to a degree and the firm a group of people who are 
readily able to step into vacant positions rather than 
having to pay high recruitment fees for external 
recruits.

If you pay the levy a firm could claim £27,000 
back for each person on that three year programme… 
and if you don’t or have spent your levy then the 
Government could fund 90% of the £27,000. In what 
other circumstances would you be given £24,300 for 
developing your employees on programmes tailored to 
suit your business requirements?

Re-skilling your existing workforce  
If your firm has specific business needs you can re-
skill your employees to address those needs using 
tailored Apprenticeship programmes.

Co E’ees Apprentice 
Age

Payroll Levy Co-fund 10% of cost Fully 
Funded

£1k Cash 
Incentive

A <50 16-18 <£3m     

B <50 19+ <£3m     

C >50 16-18 <£3m     

D >50 19+ <£3m     

E Any 16-18 >£3m  Co fund available once 
Levy has been spent 

  

F Any 19+ >£3m  Co fund available once 
Levy has been spent 

  



   T-C NEWS JULY 2017  31INDUSTRY FOCUS

Professional Qualifications 
Using Apprenticeships to accredit professional 
qualifications as added value modules to your 
programme – CII, CISI, LIBF and Chartered Banker 
qualifications – it should be a part of all financial 
service apprenticeships.

Apprenticeships can also be used for example 
on IT vendor qualifications such as Microsoft  and  
CompTIA, Accountancy – AAT and progression 
onto full professional status, CIPD for HR and L&D 
professionals along with Digital marketing and social 
media units to add to the skillset of employees.

To ensure we balance the books in this article let’s just 
look at what the levy cannot be used for:

 Wages

 Statutory licenses to practice

 Travel and subsidiary costs

 Managerial costs

 Traineeships

 Work placement programmes

 The costs of setting up an apprenticeship 
programme. 

This is a major opportunity for businesses across the 
UK to expand their L&D offer and budgets in a very 
cost effective way.

Your commercial training budget will be affected 
negatively by the levy. As one client said to us “we 
can’t progress this training as we have to pay the levy”. 
It is important for businesses to fully understand how 
they can deal with this new tax – why would you not 
want to use it to your advantage? 

FSTP and 3aaa have been jointly working with 
businesses, offering a managed service, in the financial 
services sector to help them understand and interpret 
the Governments intentions for the levy. 

“This is a major opportunity 
for businesses across the UK 
to expand their L&D offer.
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Think ‘apprenticeships’ 
and one could easily be 
inclined towards thinking 

of young men and women in 
overalls learning the skills of a 
trade perhaps of fixing cars, wiring 
plugs or laying bricks. We have 
become accustomed to a narrow, 
‘trade’ definition, despite the fact 
that apprenticeships in financial 
services, banking, insurance etc. 
are now part of established best-
practice.

And now there is an even wider 
definition of ‘apprenticeships’, and 
a wider reach into the industries 
they serve, thanks in no small 
way to the Government’s reformed 
Apprenticeships initiative which 
includes a compulsory Levy for 
companies who have a payroll 
of £3m or more. For levy paying 
companies this is a tax which can 
be turned into an investment in 
the business and when managed 
effectively will support your 
existing talent management and 
development strategies.

Recently I came across a very 
helpful six-point plan for turning 
the Apprenticeship levy into an 
investment in the business.  
1. Get to know the levy, the rules 

and how they will affect your 
business

2. Identify the job roles and job 
families which might be offered 
as apprenticeships either 
internally as development 
pathways or to support 
recruitment. 

3. Review your current 
investment in learning 
and training and identify 
whether any of that spend 
contributes to the delivery of 
apprenticeships. 

4. Research the new 
apprenticeship standards and 
map your roles.

5. Set up the resources to deliver 
apprenticeships including 
researching Approved 
Apprenticeship Providers. 

6. Build apprenticeships into 
your business operations. 

It is not always appreciated that 
there is no upper age limit to 
an apprenticeship, and neither 
are this new generation of 
apprentices necessarily starting 
at the bottom rung of the ladder.  
As long as the employee is 
gaining substantive new skills 
and the training is materially 
different from any other training 
previously provided, then they 
qualify. It allows employees not 

only to move up but also across 
your business into new areas 
and with new opportunities to 
develop. 

Significant benefits
From an employee perspective, 
the new scheme has significant 
benefit, and a can provide a real 
chance to progress. But it also has 
significant benefit to the employer 
since a more engaged workforce is 
invariably more productive, and 
an individual who is continuing to 
learn, and to see and realise new 
career development opportunities, 
is easier to retain. Apprenticeship 
standards in many cases can 
provide access to highly-regarded 
professional and degree level 
qualifications. This can make 
apprenticeships attractive to both 
long-established members of the 
workforce who require certification 
to fulfil the requirements of senior 
management roles or to make step 
changes into a different area of the 
business. 

But perhaps the greatest 
advantage to this new initiative is 
how it supports existing learning 
and development plans, and 
enables you to maximise your 
existing talent streams. Firms 
who pay in to the levy will only 
see that money returned to them 
if it is effectively channelled into 
approved apprenticeship training. 
Departments who may at one 
time have been reluctant to spend 
budget on training now have a 
central ‘pot’ from which to draw 
down funds. Since the levy is paid 
as a ‘tax’ on a ‘use it or lose it’ type 
of arrangement, Financial Directors 
have literally nothing to lose and 
everything to gain. It is an initiative 
where there are simply no losers.

Within my industry of debt 
collection, a number of specific 
apprenticeship standards have 
been created that will be offered 
and supported by the CSA. These 
range from the new standard 
in Financial Services Credit 
Controller/Collector through to the 
most advanced Senior Compliance/
Risk Specialist Apprenticeship 
standard, and supporting and 
advising companies on routes for 
more specialist roles in IT, HR and 
Legal. It serves as a very tangible 
illustration of the broad nature of 
the training now available. It also 
serves to show how debt collection 
can provide a challenging and 
fulfilling career. 

What the apprenticeship 
levy is also doing, beyond its 
practical purpose, is challenging 
HR/Learning and Development/
Organisation Development 
functions to take a strategic view 
and demonstrate some measurable 
returns on investment. This is 
combined with the need to think 
strategically on the role of HR 
in assuring the implementation 
of the SMR, and 2017 will be a 
busy year for this function of the 
business. They are responsible for 
developing and maintaining the 
skills and cultures that drive to the 
very heart of a company’s moral 
and ethical values and behaviours.

By Fiona Macaskill, Head of Learning and Development, CSA 

The real value of apprenticeships

“    Firms who pay in to 
the levy will only see 
that money returned 
to them if it is 
effectively channelled 
into approved 
apprenticeship
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Areas to consider
So, if you are a levy paying firm and 
have been given responsibility for 
delivering on apprenticeships in 
your business, here are some key 
areas to consider when creating a 
programme:

 External recruitment – if you are 
planning to use apprenticeships 
as part of your recruitment 
plans, you need how and where 
you are going to promote the 
opportunities to ensure that you 
attract the candidates you want. 
This might open up new and cost 
effective recruitment strategies 
for your business.

 Selection – whether you are 
using apprenticeships as part of 
your external recruitment and/or 
your internal development plans, 
again you need to consider how 
you are going to identify the right 
candidates? 

 On-boarding – Focus on the on-
boarding process and consider 
how you are going to maximise 
your retention and reduce 
attrition rates.

 Training and learning – will your 
in-house team /learning resources 
provide some of the training or 
do you need external delivery 
partners? If the latter, how will 
they be selected? 

 Performance and supplier 
management – how are you going 
to manage the performance of 
your apprenticeship suppliers 
and programmes? 

 Success measures – how will you 
demonstrate to the business that 
they have received value from the 
investment in apprenticeships. 

Measuring Return on Investment 
(ROI) is always notoriously difficult 
especially when we are measuring 
the impact of development in what 
are deemed ‘soft skills’. The soft 
skills, of course, are the foundation 
of the business in terms of how 
you demonstrate that you are a 
values-driven organisation that does 
what it says it is going to do. This 
is fundamental if you are going to 
show your clients and regulators 
that your conduct codes and ethics 
are more than just pieces of paper or 
a tick in the box.  

Apprenticeships offer a unique 
opportunity to show value-add 
and for many HR Directors and 
those in charge of learning and 
development, demonstrating ROI 
from the Levy is critical. A focus, 
therefore, on how apprenticeships 
deliver real measurable outcomes 
ensures the engagement and 
support of the whole organisation, 
from operations to finance. 
Outcomes include:

 Reducing recruitment costs

 Improving staff retention 

 Reducing attrition

 Improving productivity

 Improving levels of certification 
and qualifications held within 
your workforce. 

With some strategic planning and a 
clear link to key business priorities, 
the Apprentice Levy should not 
be seen as a drain on resources, 
but rather as an initiative that can 
add real long term value to the 
business. 



INDUSTRY FOCUS

From discussions I have had with employers, it 
is evident that there are still a lot to understand 
about the new apprenticeship levy and 

standards, as well as many misunderstandings and 
myths to dispel. Let’s dispel a few of them here:

Myth Number 1: “I don’t have any apprentices. The 
levy does not apply to me”
The apprenticeship levy is a tax and there is no 
avoiding it! Every UK company will be liable to the 
apprenticeship levy when it comes in on the 6th of 
April, if their overall wage bill exceeds £3m. If you 
haven’t already, here’s how to calculate the levy 
impact on your company:

Apprenticeship levy = 0.5% of the UK payroll 
(subject to Class 1 secondary NICS) exceeding £3m. 

This would include: salaries, bonuses, commissions, 
pension contributions; but excludes Benefits in Kind.

For example, if your company’s wage bill is £20m, 
then the levy would be 0.5% x £20m less £15,000 = 
£85,000.

There is a geographical mis-match to be aware of. 
Although the levy payment is based on employees in 
the UK, the levy can only be reclaimed on apprentices 
whose place of work is in England.

Myth Number 2: “Ok, I know it’s a tax but there’s 
nothing I can do about it. We will take the hit”
Here’s the good news. You can claim it all back and 
more. Anything you put into the levy pot can be 
reclaimed back, with a 10% government top up. There 
are also additional monetary incentives for smaller 
firms who have a wage bill lower than £3m. There is a 
catch. It has to be spent on the training of apprentices. 
This leads to the next Apprenticeship myth:

Myth Number 3: “I don’t recruit apprentices, so I 
cannot reclaim the levy”
Under the new definition, you may already be 
recruiting employees who could be eligible for 
apprenticeship funding, you just don’t know it yet. 
The definition of an “apprentice” has changed. Many 

The Apprenticeship 
Levy – How to 
reclaim it (and 
more!) for your 
training budget
By Rob Thakur, Managing Director 
of Fitch Learning

24 T-C NEWS JANUARY 2017 
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still have the misguided perception of the apprentice 
being a school leaver with no qualifications, potentially 
difficult to manage and taking up a lot of your time. 
The following could all be deemed “apprentices” in the 
new levy world:

 There is no age limit. An “apprentice” could well 
be an experienced financial services employee, 
recruited for a senior role.

 Existing employees could be deemed to be 
employees, if they move in to a new role. It all 
depends on whether the role itself maps to an 
apprenticeship trailblazer standard (of which, there 
are many and the number is growing). 

 Graduates can be deemed to be “apprentices” in 
the new levy world. The key is whether they are 
learning new skills. For instance, graduates with 
non-financial related degrees would most likely be 
eligible for an “apprenticeship”. In addition to this, 
a degree level financial services apprentice standard 
is being developed. Within this standard, there is the 
option to complete a professional qualification (such 
as CWM or CFA) instead of a degree.

How would you start to implement an 
Apprenticeship training programme?
There are some initial simple steps that can be taken:
1. Quantify the total levy impact on your company 

(0.5% of the wage bill minus £15,000). This will 
be how much you could potentially put towards 
your training budget, plus an additional 10% 
Government top up.

2. Look at the existing roles that you have and see 
which fit to an existing apprenticeship standard. 
Existing standards include roles in investment 
management, operations, retail and investment 
banking, IT etc. A full list can be found under: 
https://www.gov.uk/government/collections/
apprenticeship-standards 

3. Determine how much funding you can claim per 
apprentice. This will depend on the funding level 

set by the Skills Funding Agency. For example, the 
Level 3 investment operations technician role is 
eligible for £9,000 per apprentice of funding from 
the levy pot, plus an additional 10% top up. There 
is also an additional £1,000 per apprentice if aged 
between 16 – 18.

4. Consider which professional qualification(s) 
would be most appropriate for the apprentice 
role. The apprenticeship standards outline the 
relevant qualifications to choose from. For example, 
the Level 3 investment operations technician 
incorporates the CISI Investment Operations 
Certificate.

5. Seek guidance and advice from your peers that are 
already running apprenticeship programmes, as 
well as from apprenticeship training providers.

The Government has set a target to have 3 million 
apprentices in employment by 2020. The apprentice 
levy is certainly “stick” but there is also the “carrot” 
of being able to reclaim the levy (and some) to spend 
on training. This could be one of those rare “win win” 
situations. The cost of the levy should not overshadow 
the fact that this is a fantastic opportunity to attract 
new and emerging talent into the financial services 
industry.

CLASSIFIED – CLASSIFIED – CLASSIFIED – CLASSIFIED - CLASSIFIED – CLASSIFIED – CLASSIFIED

Compliance Support  

EQI CONSULTANCY has been 
providing compliance support 
for over 14 years. From FCA 
applications to VoP’s, ongoing 
support to health check audits, 
we can help.  
 
T 0161 850 0857  
W www.eqionline.co.uk 

Defaqto Engage  

Benefit from an end-to-end 
investment solution. Contact us 
for a free trial and find out how 
it can help you efficiently deliver 
and evidence compliant advice – 
all in one place.

W www.defaqto.com/advisers
E marketing@defaqto.com

Phil Ingle Associates Ltd

Whatever the business issue, 
the answer is training. More 
effective, longer lasting 
learning demands needs 
based, relevant and custom 
designed programmes for 
maximum impact. Preferably 
human, and humorous too.

T 01926 641811
M 07968 774357

“    The cost of the levy should 
not overshadow the fact 
that this is a fantastic 
opportunity to attract 
new and emerging talent 
into the financial services 
industry
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The UK’s first Master’s-level apprenticeship 
aimed specifically at senior banking 
professionals is now training its first cohort 

of recruits in a collaboration between the Chartered 
Banker Institute and Cranfield School of Management.

Thirty-one Metro Bank apprentices are enrolled in 
Cranfield’s MSc in Retail and Digital Banking, which 
has been formally accredited by the Institute. This 
means graduates will be awarded Chartered Banker 
status with the Institute.

Ongoing Chartered Banker status is subject to 
adherence to the Chartered Banker Institute’s rules 
and regulations, including the Code of Conduct, 
and completion of annual Continuing Professional 
Development as appropriate to the membership grade.

Chartered Banker is the gold standard for 
professionals working in the banking sector and 
is recognised globally as a measure of enhanced 
standards of excellence and professionalism.

“At a time when banks and banking are being 
shaped by new technology, the launch of Cranfield’s 
new MSc, in partnership with Metro Bank and the 
Chartered Banker Institute, couldn’t be more timely,” 
said Simon Thompson, Chief Executive, the Chartered 
Banker Institute. “Future generations of banking 
leaders need to develop their professional expertise 

in a wider range of fields than ever before, including 
banking, technology, management and leadership.”

The new MSc has been designed specifically 
for banking in the digital age and is one of a new 
generation of higher and degree apprenticeships for 
senior professional and senior specialist roles. These 
mean students can achieve a full Bachelor’s or Master’s 
degree as part of their apprenticeship. There is also 
an appetite, as with Cranfield, for such degrees to 
be formally recognised by professional bodies, thus 
allowing holders to gain professional designations 
and also to access further professional qualifications 
and continuing professional development. Higher and 
degree apprenticeships were introduced in 2015 as 
part of a UK Government drive to create three million 
apprenticeships by 2020 – and to put employers rather 
than educators in the driving seat.

Blazing a trail
In the banking sector, the Chartered Banker Institute 
has been involved in developing ‘trailblazer’ 
apprenticeships from stage one. 

Mark Roberts, Head of Learning Partnerships 
Strategy for the Chartered Banker Institute, explains: 
“Through the industry groups, we’ve helped the sector 
shape the standards and identify apprenticeship 
assessment methods and supporting qualifications. We 
have supported banks and financial services employers 
in developing their apprenticeship strategies. As a 
professional body, we have aligned our qualifications 
framework where appropriate with apprenticeship 
standards and work closely with a number of leading 
training providers.”

The Institute has also been appointed as End 
Point Assessor (EPA), which is the final check that 
the apprentice has attained the required standards 
to complete the apprenticeship, for a number of core 
banking standards.

Looking ahead, the Institute sees apprenticeships 
as critical to the future of the banking industry and 
describes itself as a ‘enthusiastic supporter’.

Roberts continues: “We see the massive potential 
that apprenticeships hold both in terms of 
opportunities for individuals wanting to enter the 
banking sector and for the banks themselves. But there 
are also benefits for wider society in terms of driving 
greater inclusivity in recruitment patterns and offering 
opportunities at a number of stages in an individual’s 
career. Individuals benefit from a learning experience 
that combines the best elements of studying a 
qualification with practical application and experience 
in the workplace.”

Aiming higher: professional 
apprenticeships 
With the development of higher and degree apprenticeships, the Chartered 
Banker Institute looks at the future of apprenticeships in the banking sector.

“ Our question is – are 
apprenticeships being 
driven in the right way? 
Are organisations really 
looking to the skills and 
competencies that need to 
be developed in their staff?
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Key skills
A number of key skills and competencies are vital to 
anyone working in a bank. 

“Key knowledge areas include regulation of 
financial services, law, ethical principles, risk 
management, principles of credit and banking 
operations management, technology and innovation,” 
Roberts explains. Banking operations isn’t just about 
understanding how banks develop systems to look after 
people’s money, he adds, but it’s also the technological 
angle, principally digital banking and how this can 
lead to great consumer experience. 

“In terms of skill sets, young bankers need to be 
able to understand and anticipate problems and issues, 
identify ethical considerations, operate technically 
complex and innovative customer service systems – 
and they need to be flexible and welcoming of change 
and innovation, good with people and authoritative in 
their knowledge.”

The Institute recently published an ‘Insights’ 
Paper into apprenticeships in financial services and 
banking after gathering feedback from stakeholders. 
Its recommendations include greater consistency 
across apprenticeships and professional standards 
and the need for employers to be able to review 
apprenticeships to ensure they continually meet 
industry’s needs.  

“While the pace of apprenticeship development in 
financial services has been rapid, we do have some 
concerns,” Roberts admits. “Firstly, do the existing 
apprenticeship standards fully reflect the future 
needs of the banking industry? Secondly, does the 
banking sector have adequate strategic overview of the 
standards? Additionally, there’s a potential issue with 
unintended consequences. A good example of this is a 
rise in apprentices in the banking sector studying non-
industry specific qualifications in general topic areas 
like customer services and management.”

Fit for the future
This concern relates to the UK government’s 
Apprenticeship Levy, through which large companies 
pay 0.5% of their salary costs into an Apprenticeship 
Service Account each month. Employers can be 
reimbursed, but only by setting up apprenticeships 
with accredited training providers within two years.

“The incentive is you can get your money back 
as long as you have enough apprenticeships,” 
Roberts continues. “So there’s been a bit of a gold 
rush with businesses encouraged to set up as many 
apprenticeships as possible. 

“Our question is – are apprenticeships being driven 
in the right way? Are organisations really looking to the 
skills and competencies that need to be developed in 
their staff? Or are they following the lowest common 
denominator route? An example would be the use 
of generic standards, such as customer services or 
management, which contain no banking-specific 
content.”

Other significant concerns include the lack of 
alignment between apprenticeship frameworks across 
the UK – for example between Scotland and England – 

and the lack of take-up by universities of degree-level 
apprenticeships.

“A number of UK universities have considerable 
specialisms in banking and related financial 
services subjects at Level 7 and it’s a real pity that 
existing expertise and innovative learning delivery 
that universities have is not currently reflected as 
apprenticeship opportunities,” Roberts says. For 
example, we have two UK Universities that have 
world-renowned programmes in the critical topic of 
Green and Sustainable Finance, yet current standards 
are not designed to engage universities holding this 
expertise. 

Another area of support for young bankers is the 
2025 Foundation, which the Chartered Banker Institute 
set up in anticipation of its 150th anniversary in 2025. 
It aims to identify and assist talented young people 
who would benefit from financial and other support to 
start to pursue a career in banking.

In a collaboration with Bangor University, ranked 
one of world’s top 25 institutions for banking research, 
the Chartered Banker Institute also offers a ground-
breaking dual award banking qualification: the 
Chartered Banker MBA. This enables graduates to gain 
a top MBA in banking and finance alongside Chartered 
Banker status.

To find out more, please visit www.charteredbanker.com 
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It is now almost two years on 
from the introduction of the 
Apprenticeship Levy, and a 

year since the CSA was approved 
on the Register of Apprenticeship 
Training Providers (RoATP). As 
such, we have a privileged position 
in being able to comment on the 
success of the Apprenticeship Levy 
to date, and in looking forward to 
what the future holds. 

Despite mixed messages from 
the Government, and excitable 
headlines in the press, the Levy has 
already resulted in a number of real 
success stories.

We now have our first cohorts 
of apprentices coming towards 
their End Point Assessment and 
we’re delighted with the progress 
our learners have made and the 
commitment their employers have 
shown, with some coming back to 
start new programmes already.

Over the past two years we’ve 
worked with such prestigious 
institutions as the Bank of England 
and built strong partnerships with 
Professional Bodies including 
the Chartered Institute of Credit 
Management, the International 
Compliance Association and the 
Chartered Trading Standards 
Institute, to enable us to deliver 
collections, compliance and risk 
apprenticeships to the wider 
financial services sector and 
compliance and regulatory sector.

Key developments
A key development in the last 12 
months has been the introduction 
of the Level 4 Regulatory 
Compliance Officer apprenticeship 
standard, which has seen us 
working with the Department for 
Business, Energy and Industrial 
Strategy (BEIS) to support its 
progress as it recruits for entirely 
new roles in regulatory compliance, 
as well as a large number of Local 
Authorities and other organisations 
within and beyond the debt 
collection sector.

But besides the big names and 
public sector organisations we’re 

now particularly excited to see 
many SMEs within our sector 
(and similar sectors) starting to 
embrace apprenticeships as a 
key part of their business growth. 
Those who have found themselves 
suddenly hitting £3m on their 
payroll and therefore qualifying as 
an Apprenticeship Levy payer are 
leveraging it to bring in additional 
funding to strategically invest in 
people development. 

Where some of the larger 
organisations only ever saw the 
introduction of the Apprenticeship 
Levy as yet another tax, these 
innovative SMEs (which include 
our member companies such as BW 
legal, Lantern, Philips & Cohen) 
are taking a less negative view, and 
seeing it as a business opportunity. 
However, we would urge SMEs 
who aren’t currently Levy payers 
to keep a close eye on their payroll 
as they grow and encourage them 
to prepare and hopefully make the 
most of Levy funds as soon as they 
do qualify to start paying into it.

For SMEs who don’t know 
where to start, RoATP’s such as 
the CSA can help, drawing on our 
experience of working with bigger 
Levy payers to maximise their 
investment in key areas such as 
credit control and compliance. We 
can also advise on how investment 
in apprenticeships through the 
Levy fits into your wider Learning 
& Development strategy as an 
established provider of specialist 
training at all levels.

Raising standards
The CSA runs apprenticeship 
programmes from entry level (e.g. 
Level 2 Credit Control) through 
to senior management (eg Level 
6 Compliance Risk) across the 
country and can tailor packages 
to suit the needs of your business 
(find out more here). Ultimately, 
we want to achieve our aim of 
raising standards and increasing 
the professionalism of the debt 
collection profession both within 
our membership and in wider 

sectors and the long-term business 
benefits for SMEs are huge if Levy 
funds are used effectively.

While some remain 
sceptical about the role of the 
Apprenticeship Levy, we have 
seen first-hand the positive impact 
it can have on organisations who 
invest in the right areas with the 
right training providers and we’re 
excited to see this develop further 
over the next year as more and 
more SMEs grow and become Levy 
payers. 

There are those who only ever 
see the world as a glass half empty; 
taking a more positive, half-full 
approach to the Apprenticeship 
Levy can have proven benefit to 
your employees and your business.

Maximising the Apprenticeship Levy
By Fiona Macaskill, Head of Learning & Development from the Credit 
Services Association 

“  A key 
development 
in the last 12 
months has been 
the introduction 
of the Level 
4 Regulatory 
Compliance 
Officer 
apprenticeship 
standard
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As an approved Training Provider and 
particularly since the introduction of the 
Apprenticeship Levy in May 2017, Fitch 

Learning has developed its provision so that we 
give guidance not just to the Learners but equally as 
important, to the Employers. That guidance covers 
a number of areas such as role suitability, learner 
eligibility, Ofsted, ESFA requirements as well as 
navigating the contractual arrangements with the 
Employer.

For Training Providers across the board, one of the 
many challenges the new Apprenticeship Standards 
and Levy have presented is how we ensure that the 
messaging is transparent and correct without deterring 
employers and learners from taking advantage of the 
opportunities that these Professional and Personal 
Development training programmes offer.

Fitch Learning has been working in the 
Apprenticeship space for over five years. We are now 

delivering a range of Apprenticeship Programmes, 
specifically for the financial services industry. In 
that time, we have seen and learned a lot. The way 
we deliver Apprenticeships has been and continues 
to be shaped by our experiences with Employers 
and Regulatory Bodies alike. Here are some “lessons 
learned” from Fitch Learning which you may wish to 
consider if you are thinking about using the Levy to 
train your employees.

Know what you’re signing up for!
Using Levy funding for training is a great opportunity 
to improve the skillset of your employees but do 
your research! In the Financial Services space, 
many programmes have a professional qualification 
embedded within them. That qualification, be it 
IAD, IOC, CWM or CFA, can be very attractive to the 
majority of FS firms and if it can be covered by the 
Levy, what’s not to like? But – and it’s a big but – 
the fact is that Apprenticeship programmes involve 
a lot more than just the professional qualification. 
At Fitch Learning, our first step is to ensure all 
the stakeholders are fully informed even before 
learners enroll. We deliver information or “Insight” 
sessions for managers and learners to ensure that 
everyone knows the commitment involved in these 
programmes before sign-up. That way, there are no 
nasty surprises further down the road and we can try 
to limit attrition which negatively impacts on Levy 
drawdown.

Eligibility is key
The new Standards are role based not qualification 
based. This means that prospective apprentices must 
be in roles which align to the chosen Standard. There 
must be enough of a skills gap for the Programme to 
be of value to the apprentice. Your training provider 
should carry out a skills scan on all apprentices to 
ensure that they are on the right programme and that 
learner progress can be evidenced. 

Myth busting
Some of the language used in the Standards and 
Assessment Plans can be misleading. At Fitch 
Learning, one of our goals is to help clear up any 
misconceptions which have arisen as a result of 
ambiguous terminology so let’s try to debunk one of the 
most common ones:
20% “off the job” learning
This is a big one and rife for misinterpretation in 
financial services. A common misconception is that the 
mandatory 20% off the job learning requirement means 
employees have to be out of the office for one day a 
week. In fact, making up the 20% learning requirement 
is much more straightforward than it sounds and 

Financial services apprenticeships – 
Lessons learned
By Lydia Romero, Apprenticeships Director at Fitch Learning

“   A common misconception is 
that the mandatory 20% off 
the job learning requirement 
means employees have to 
be out of the office for one 
day a week
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compliance support to all types of financial advisers, including assistance 
with FCA applications.  

T 0115 9722392

M 07483 899697

Phil Ingle Associates Ltd
Whatever the business issue, the answer is training. More effective, longer 
lasting learning demands needs based, relevant and custom designed 
programmes for maximum impact. Preferably human, and humorous too.

T 01926 641811

M 07968 774357

certainly does not mean your employees will be away 
from their desks for a whole day.

Whilst the rules dictate that the 20% must be 
completed during their contracted working hours, 
there are many ways of achieving this. 

Many of our clients are surprised by what can be 
included in the 20% off the job learning, making it 
much more achievable. Basically, any new learning 
counts, be that in the form of: 

 internal CPD

 lunch and learns

 industry updates

 mandatory CPD from a professional body

 client meetings

 seminars and conferences

The list goes on. Apprentices need only be clear 
about what they have learned and how they might 
apply it in their roles.

Anyone can be an apprentice!
The range of Apprenticeship programmes spans 
from entry level through to Degree and Master’s level 
apprenticeships so don’t assume they’re only suitable 
for your new joiners. You can use the programmes 
to train graduates and existing employees. Just make 
sure their roles align to the Standard and that there is 
sufficient development for them on the programme – 
again, your Training Provider should be able to work 
with you to identify development needs and map these 
to the Standard Assessment Plan.

The key element is NEW knowledge, skills and 
behaviours. It can be difficult to evidence that an 
existing employee with five plus years’ experience is 
gaining new knowledge. So think carefully about who 
you accept onto the programme.

Don’t lose sight of why this initiative was 
introduced
Apprenticeships offer a wealth of opportunities to our 
industry: widening participation, improving “soft” 
skills as well as enhancing technical knowledge; 
access to an independent skills coach to work with 
apprentices on their development; support from the 
employer and the training provider not to mention 
what will undoubtedly become an industry standard 
qualification. These are just some of the benefits of the 
programmes. However, it requires commitment from 
not just the training provider and the learner but also 
the line manager and the employer. Apprentices must 
be given the space to gain the new learning offered 
on the programme. Lack of support for the apprentice 
throughout their learning journey will inevitably lead 
to failure. 

Supporting apprentices and the apprenticeship 
initiative can yield high returns for the financial 
services industry in terms of quality of the future 
workforce but only if we agree that, as an industry, 
we must support the professional and personal 
development of those in financial services.

INDUSTRY NEWS
Young people choosing a financial planning 
career can look to CFP™ certification for an 
holistic pathway to doing the right thing for 
consumers, says CISI 
Young people choosing financial planning as a career 
can be supported in their need to do the right thing 
for consumers, helping them achieve personal and 
financial freedom, by choosing the global CFPTM 
certification, says Jacqueline Lockie, CISI Head of 
Financial Planning.

The new, improved CFPTM certification, following 
two years of extensive review will, at Level 7 on the UK 
National Qualifications Framework, be the UK’s highest 
level qualification for financial planners.

The CFPTM certification is considered the global 
standard of excellence in financial planning being 
the international recognised licence overseen by the 
Financial Planning Standards Board Ltd. (FPSB) in 
Denver, USA. It demonstrates to the consumer that the 
CFPTM practitioner is committed to professionalism 
and that she or he has meet rigorous competence, 
ethics and professional practice standards to provide 
comprehensive financial planning services. At the end 
of 2018 there were 181,360 CFPTM professionals 
worldwide, with organisations delivering or preparing 
to deliver CFPTM certification in 26 countries and 
territories.

The CFPTM ethos is based on qualifying professionals 
to work with both individuals and families to help 
review all aspects of their financial affairs. The aim is 
to recommend to the consumer practical, easy-to-
understand, holistic solutions for every life stage.

In a recent FPSB survey of over 3,500 CFP 
professionals across six global territories when asked 
about career advancement after receiving their CFP™ 
certification 72% of respondents reported increased 
satisfaction with their careers. In addition, 37% 
reported they had got a new job, earned a promotion 
or started their own practice.

The CFPTM course workbook is now available, with 
a sample exam paper ready in July 2019. The first exam 
sitting is 19 September 2019. An FAQ on the new 
CFPTM pathway, including all transitional information, 
can be found at cisi.org/cfp
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The Apprenticeship Levy has been in place 
for two years and whilst many of the larger 
organisations may have seen it as a tax by another 

name, SMEs appear to be approaching it with more 
enthusiasm and imagination. I have been encouraged by 
how CSA Member businesses are embracing the Levy as 
a key part of their business growth.

We are seeing more growing businesses qualify as 
an Apprenticeship Levy payer as their payroll hits 
£3m. Rather than see it as a cost, they are leveraging it 
to bring additional funding to invest in their people 
development. One such member is BW Legal, a debt 
recovery law firm with 265 staff based at its Leeds 
headquarters.

BW Legal’s Learning and Development team 
embraced the chance to leverage additional funding and 
were planning for it even before the business qualified 
as a Levy payer. Today it has 20 Apprentices working 
across the business, where previously it had none. Six 
of those apprentices are doing the CSA’s Level 3 Team 
Leader qualification, and another seven new recruits have 
joined BW Legal’s growing collections department as 
Apprentice Agents studying the CSA’s Level 2 Collector 
course.

“We have always taken a proactive approach to 
learning and development,” says Samantha Cooke, BW 
Legal’s Learning and Development Manager. “So we 
saw the Levy as an opportunity. It was giving us a pot of 
money that we had to make use of.

“Our strategy was to make sure that each department 
benefitted. Today that means we have an apprenticeship 
in nearly every single part of the business. The approach 
has been to make sure that we upskill our existing 
employees, as well giving new people an opportunity to 
begin their career.”

This has meant a slightly different approach to ensure 
that BW Legal didn’t simply ‘bolt-on’ an apprentice but 
rather created a job specifically for the apprentice which 
allows them to take ownership and accountability for 
tasks. 

“Developing apprenticeship roles that benefit our 
existing employees has been very important,” explains 
Samantha. “The majority of our team members moved up 
through the business as opportunities became available 
and they were able to demonstrate the right knowledge 
and behaviours for those roles. 

“When we look at the most effective ways to develop 
them further we know that the apprenticeship route 
is ideal as they are able to continue with the hands-on 
working experience but combine it with off-the-job 
learning.”

Other organisations might have shied away from 
having apprentices because of the need for 20% of their 
time to be spent learning away from their job. 

We know that it has proven to be a major stumbling 

block for some larger businesses. However, it can be 
detrimental to think only in the context of lost time as 
you lose sight of all the benefits this type of learning and 
development can bring to the individual, their colleagues 
and the professionalism of the business as whole.

Samantha believes that with the right planning and 
structure, the off-the-job learning does not have to have 
a significant business impact. “When you hear the figure 
‘20%’, many people automatically think the individual 
needs to be away from their desk and normal duties. 

“However, on finding out what this 20% entails, it 
includes many elements which can be utilised within an 
individual’s day-to-day role such as coaching sessions, 
1-2-1 meetings, shadowing others, and gaining project 
insight which is a huge part of our culture and day-to-day 
activities already. 

“When we break this time down weekly and have the 
support of team members and managers we reach this 
quota easily and our learners gain the development they 
require without any detriment their role or the business 
performance.”

Samantha, who started her career some 10 years 
ago as an apprentice gaining her Level 3 in Business 
Administration, appreciates the benefits of an 
apprenticeship on a personal level. “The Apprenticeship 
Levy means that we are able to give someone with no 
previous experience the chance to start at the beginning 
of their career and to give our existing people a chance to 
grow and do more. It would be a waste if we didn’t use it.

“In terms of the talent you can develop, and the range 
of skills our people are learning, we are seeing a massive 
improvement,” she says. “Whether you are helping 
people to start their careers, or developing colleagues with 
existing skills, the combined result is a workforce that is 
more productive, flexible and understanding.”

Making the levy work 
How CSA Member, BW Legal, has used its levy to create jobs and upskill 
the business. By Fiona Macaskill, Head of Learning and Development from 
Credit Services Association

“  Today it has 20 Apprentices 
working across the business, 
where previously it had 
none.
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