LLN Challenges

Questionnaire November 2006 - Results

1. Question 1a
What do you see as being the main ‘priorities’ intended for the work of your LLN?
· Progression agreements 84%

· Defining and reaching new learner constituencies 62%

· Meeting Additional Student Number (ASNs) targets 19%

· Ensuring the LLN addresses the skills agenda and achieves employer engagement 62%

· Encouraging collaboration in learning innovation 38%

· Embedding the work of the LLN in partner institutions/organisations  65%

· Staff development that makes more supportive arrangements for vocational learners 22%

· Improving information, advice and guidance 32%

· Effective monitoring and evaluation 3%
· Other (one return): ‘developing new programmes to meet the needs of vocational students.’

2. Question 1b
Of your chosen list, which do you think will be most challenging and why?
· Progression agreements 46%

· Defining and reaching new learner constituencies 8%

· Meeting Additional Student Number (ASNs) targets 0%

· Ensuring the LLN addresses the skills agenda and achieves employer engagement 22%

· Encouraging collaboration in learning innovation 11%

· Embedding the work of the LLN in partner institutions/organisations 8%

· Staff development that makes more supportive arrangements for vocational learners 0%

· Improving information, advice and guidance 0%

· Effective monitoring and evaluation 0%

3. It is evident from these responses that establishing durable and meaningful progression agreements is widely regarded as both the main priority and the most challenging area of activity- by a substantial margin. The next three significant priorities- about equally weighted-are;

· Defining and reaching new learner constituencies.

· Ensuring the skills agenda and employer engagement.

· Embedding the work of the LLN in partner organisations.

     The last of these is widely seen as a challenging task.

4. Question 2  
How would you rate the current level of institutional ‘buy-in’ for the work and objectives of the LLN from the following groups of staff (scale 1-5)
On the basis of assigning 1 point for a score of 1, 2 points for a score of 2 etc., the average scores for the three categories of staff  are;

· Senior managers     3.70

· HoDs/Deans            2.86

· Teaching Staff         2.14
There was approximately the same spread of response for each of the three

categories.  The majority response progressively and significantly shifted downwards in moving from senior staff to teaching staff. There appears to be considerable unanimity amongst the respondents, and it is evident that currently there is much more ownership of the LLN amongst senior managers and far less amongst teaching staff.

5. How would you rate the current level of involvement between your LLN and the following organisations. (scale 1-5)
Using the same method as above, the average scores for the stakeholders were;

· Employers                     2.08

· Sector Skills Councils   2.41

· Local Authorities           2.32

· LSC                                3.00

· Intermediaries                2.68

There was strong agreement that the LSC is well involved with local LLNs and a marked view that employers are less involved. Again there were a significant number of zero scores for all categories of stakeholder. There was possibly most diversity of opinion in relation to local authorities with significant numbers of respondents reporting scores of 5, 0 and 1. 

6. Question 4a) What do you see as your biggest challenge for implementing progression agreements?
Overall, there was a fairly narrow range of responses to this question. Although phrased in a variety of ways, the great majority, 62%, of the responses touched on the difficulties that are perceived in getting institutional partners to own the process and to apply it appropriately in line with principle.7% of responses related to the challenges of getting employers to buy in to the process and a further 7% commented on admissions difficulties including recognition of vocational qualifications.
7. Question 4b). What do you see as your biggest challenge for extending IAG?
Again there was a high degree of consensus in the responses. Most of the respondents considered that the greatest challenge for IAG relates to the breadth and complexity of the present range of services provided by institutional partners, and the challenge facing them in achieving consistency and coherence in the LLN’s IAG service. Other variables that were mentioned that add further operational complexity included, the range and number of courses to be covered; the number of potential clients and their very varied backgrounds and educational needs and demands; the fragmented structure of existing services; co-ordinating a large number of contact points; and ensuring up-to-date information is accessible to the IAG service. Several of the respondents cited staff development as a challenge and referred to resource difficulties. A common thread concerned perceived difficulties in delivering a service that meets professional quality standards.
8. Question 4c). What do you see as your biggest challenge for defining and reaching the learner constituency?
This area was seen to be far less challenging than the previous ones, in fact some respondents stated that they did not have concerns in this area. Generally, the register of the responses indicated that this was a low level of concern. Several respondents commented on the difficulties that will be presented by the need to raise learner aspirations, change attitudes to HE so as to turn need into demand, and reaching the ‘hard to reach’ learner. Several responses also commented on perceived difficulties in engaging employers, working through employers and accessing learners in the workplace. Again, both the competence of existing staff and resources were cited as difficulties by a small number of respondents.
9. Question 4d).  What do you see as your biggest challenge for embedding and sustaining your LLN?
This question attracted a range of responses. Several responses touched on difficulties arising from a lack of institutional flexibility affecting how the work of the LLN can be incorporated into institutional strategies, including the challenge of securing institutional commitment which is essential before the LLN can be embedded. Others commented on the importance of resources, getting the right people, time, acceptance by all parties as pre-requisites for building a sustainable LLN.
10. Question 4e). What do you see as your biggest challenge for incorporating the skills agenda and employer engagement?
The main issues highlighted were focussed around a lack of interest from employers which often resulted in organisations not giving any credit to HE qualifications.  Isssues regarding size of companies was also cited as being a particular problem – these included lack of large companies but also the vast number of SMEs.  There was particular emphasis placed on the nature of the enagement (ie, that it should be meangingful)
11. Question 4f). What do you see as your biggest challenge for developing new provision for vocational learners?
Responses to this point were focussed on employers needs, will particular issues around the funding arrangements for employees.  The academic/vocational ‘divide’ was also cited as being problematic.  AP(E)L was mentioned as a means to overcome some barriers.
12. Question 4g). What do you see as your biggest challenge for staff development?
Three main responses were given to this question: staff time, funding, and the difficulties in changing staff attititudes.  This is intrinsically linked to question 2 regarding the level of internal ‘buy-in’ from staff at different levels.
13. Question 4h). What do you see as your biggest challenge for monitoring and evaluating your LLN?
A range of responses included: the identification and tracking of ‘LLN students’, establishing baseline data, and developing systems.  Many respondents felt strongly that the need to demonstrate success of the LLN in terms of impact upon students (and employers) was important.  It is interesting to note that there were non specific references to Additional Student Numbers.
14. Question 4i).Other
Issues regarding relationships with funding body and and other related initiatives featured heavily in this section.  Other responses related to the issues highlighted above (for instance guaranteed places and CATs).
Responses to Questions 1.(b), 4. & 5 in list format

Which (of the identified priorities) do you think will be most challenging and why?

· Durable & meaningful progression agreements because getting all partner institutions to agree on one framework will be very hard.  All so different & have such different. standards for entry it will be difficult getting them to agree on a standardised entry level.

· Defining & reaching new learner constituencies.
· Achieving durable & meaningful progression agreements. The network includes a wide range of HEIs and FE colleges with very different structures & approaches to various aspects of progression. It is also spread over a wide geographical area with differing learner backgrounds and aspirations.

· Engaging 'qualified' learners who don't recognise HE as relevant to their needs & those who lack confidence to take it on.

· Employers are difficult to engage generally & trying to get them to see that what we have to offer will benefit them is difficult. Also the work of LLN is not their priority.
· Durable & meaningful progression agreements. HEIs continue to be cautious of accepting learners onto some degrees programmes who have vocational level 3 quals. Delivering FDs in FE is often not fully supported by HEIs.
· Progression agreements - easy to talk about, less easy to formalise & get ownership.
· Developing progression agreements. It will be vital that we strike a balance between a level of detail that is too specific to have wide ranging impact & that is complex & difficult to communicate to those intended to benefit from & implement it, & an accord that is too generic to make a real difference to individual learners.
· Addressing the skills agenda - working with some sector skills councils is challenging, & even those that are supportive inevitably have different priorities & constraints. There is a difference between what employers say they need & what students want to study, so evidence of need produced by the SSCs does not necessarily turn into demand. The disconnect between qualifications & career development in some areas (eg Health & Social care) unless causes huge problems & is too big an issue for LLNs to address.
· Progression agreements - challenge to institutional autonomy & making the agreements learner centred.
· Progression accords. The range & number of courses involved will necessitate real buy-in from the institutions &, most importantly, teaching & admissions tutors. A detailed process of collaborative discussions means time-out from teaching responsibilities to pursue curriculum development etc

· Progression agreements give the diverse range of institutions involved & their priorities.
· LLN addressing the skills agenda etc. Employer engagement a very difficult nut to crack, is being 'done' by many partners & needs constant attention to make it work. Partnership working is vital & again this often proves to be difficult.
· Progression agreements in some HEIs that will wish to keep intake standards high to attract students with proven high academic ability.
· Addressing skills agenda - because of the fundamental dichotomy that what employers need is rarely what students want to do.
· Addressing skills agenda: as the LLN has to reach employers, not only to promote the vocational quals routes but also to get their involvement in curriculum design & to 'invest' in higher quals.
· Durable & meaningful progression agreements.  The practicalities of putting these agreements into place will be a challenge, because of historical practices.
· Employer engagement - entry points are difficult to achieve & there is still a resistance for employers to invest in workforce development. 

· Agreeing and implementing progression agreements - challenging because of the structural/ cultural changes which will be needed if agreements are to achieve LLN aims

· Reaching new learner constituencies due to low numbers of large employers in the region

· Progression agreements - CAT aspect in particular. Current systems and approaches across HEIs not consistent.
· Progression agreements.
· Encouraging collaboration in learning innovation. Although much has been done to foster good relationships between FE and HE and also seeking external employer engagement in provision of learning (i.e. specialists in the field of vocational work in developing the curriculum) there is still a great deal to be done to encourage the working together. This is as much to do with staff development - but I had already chosen 4 priorities! 

· Employer engagement. LLNs are likely to be perceived as being owned by HEIs. There is danger that LLNs become supply side driven, and so status quo of difficulties in employer engagement in the target sectors is a real possibility.
· Embedding LLN - as it is difficult to manage separately funded projects into mainstream practice in institutions. Also the plethora of other funded projects working in similar ways with similar aims and objectives means that there is uncertainty on who does what and how all can effectively work together within institutions and across partnerships, projects and agencies. 

· Embedding! Always a particular challenge in a very large and devolved institution

· Progression agreements - change of culture needed to recognise vocational qualifications equally. Embedding work in partner institutions at practitioner level when so many other pressures on these people.

· Developing a collaborative model for curriculum development which will lead to flexible distributed approaches to delivery such that a wider group of learners is reached and so that the ASNs are achieved across a dispersed community, where the viability of group size and demographics mitigates against this. In terms of challenges, again until we draw together working groups to outline the current position and mapping of activities it is difficult to be clear of the exact challenge under each heading. I guess the key challenge at the moment is in securing the funding to allow us to move forward. 

· Collaboration as it is a new field for HE institutions.
· Progression agreements - a diverse range of institutional cultures, missions and types mean that 'one size' will not fit all. 
· Employer engagement - establishing sustainable relationships with employers and ensuring that there is an 'intelligent demand' for skills from employers. 

· It was VERY difficult to select just four from the list above, however, for me 'embedding the work of the LLN in partner institutions' is proving the most challenging. We have a VERY large number of partners who have obviously 'signed up' to the LLN, but very few seem to have fully understood the idea that it is a network and are still concentrating on their own needs. This is understandable to a point, but if their focus is so narrow, was it worth them involving themselves in the LLN?

· Durable and meaningful progression routes. The logistics of ensuring that there are places for the students to progress onto Level 5. 

· Encouraging collaboration. Difficult to get meaningful culture change in a short time span. Want to avoid tokenistic collaborative working.

· Defining & reaching new learner constituencies would be the most challenging as other priorities need to be in place firstly. 

· Progression agreements because this is not an administrative exercise but rather a test of how deeply partners share a vision and ethos about HE not just among the 'champions' of the LLN but across all systems and structures for learning and teaching, quality assurance, admissions etc/ Achieving that commonality of understanding will be a huge challenge but once achieved, the signing of progression agreements will become simple and obvious (I hope!)

Specific Challenges for Progression agreements

· Getting all partners to agree on a standard framework.

· Ratification by all partners

· Matching & modifying the traditions of the HEIs and FE colleges.

· Institutional agreement

· Legal obstacles re guarantees etc. 
· Getting something meaningful & not too bland

· Engaging employers in supporting learning at Level 4

· It will be vital that we strike a balance between a level of detail that is too specific to have wide ranging impact and that is complex and difficult to communicate to those intended to benefit from and implement it, and an accord that is too generic to make a real difference to individual learners

· Gaining a consistent level of engagement from all relevant partners

· Moving beyond the policy stage to practical implementation, eg, encouraging admissions tutors to actively use them.

· When in areas that recruit well it is easier for them to just accept A level students

· Challenge to institutional autonomy & making the agreements learner centred

· The range & number of courses involved will necessitate real buy-in from the institutions &, most importantly, teaching & admissions tutors. A detailed process of collaborative discussions means time-out from teaching responsibilities to pursue curriculum development etc
· Getting buy-in to shared working from all institutions involved & the funding of places/allocation of numbers

· Creating a level playing field across all universities is near impossible & perhaps a utopian dream

· Institutional buy in

· Different university requirements

· Historical perceptions & practices within institutions

· defining what is really an guaranteed offer

· structural/ cultural changes will be needed of agreements are to achieve LLN aims

· Lack of institutional procedures

· Relationship building - time element. Finding a workable and acceptable CATs

· Commitment across partners

· Getting employer buy-in but also the national bodies concerned with the CPD of employees
· Concord across the HEIs

· Entrenched admissions staff views in context of highly devolved admissions systems

· PAs - change of culture needed to recognise vocational qualifications equally
· Finding the correct links and following appropriate procedures

· Identifying a model that a varied and diverse grouping of HE and FE institutions feel meets their needs and the needs of their students

· Finding a good curriculum match

· Ensuring progression within FECs and HEIs

· Gaining joint sign up across different HEIs to establish an aspect of transferable credit. Ongoing monitoring. Challenges with existing L&Q departments reluctant to change!

· Mapping all the available provision

· Overcoming existing bureaucracy at different institutions

· Creating a common vision
· Convincing Registry depts to put the time in

· Ensuring we create something which is both realistic AND meaningful
Specific Challenges for IAG 

· Consistency in dissemination of relevant, timely information to peer grps/individuals. Consistency of third party IAG/CAG staffing. ie less turnover of IAG staff

· The large number of courses on offer & the constantly changing nature of these and their prerequisites

· Resources & skills, limited Adult Guidance infrastructure on the ground

· The existing fragmented nature of IAG

· Complexity of careers/Connexions structures

· Ensuring that information is clear & up to date & is maintained after the life of the LLN
· Reaching all organisations & people involved in delivering IAG to vocational learners

· Current provision within institutions may block access by specialist staff

· Ensuring quality/inspiration at the coal face

· No central portal for sustainability

· IAG network is being paid only to promote advice to level 2

· Probably not as difficult once the real pathways have been identified

· Persuading learners that progression beyond L3 is a credible and rational choice

· Collating up-to-date information

· Making a complex situation clear and accessible. Getting to the "right" people

· Staff development

· Ensuring that the plethora of networks gets the information in a timely and effective manner

· Co-ordination of the different potential contact points

· Ensuring staff development covers all aspects of IAG and the breadth of knowledge of provision on offer. Also objectivity and impartiality. 

· IAG for those not in schools and colleges

· Plethora of sources of information, some conflicting, but little advice and guidance

· Finding the correct links and following appropriate procedures

· Changing approaches within partner organisations so that they take account of the needs of vocational learners, particularly those already in the workplace

· Resources 

· Parity of information

· The huge breadth of what we are trying to undertake

· Disseminating and regularly updating information

· Sufficient resources to offer a truly useful service

· Working with the many different providers of IAG and the limitations caused by their existing funding
· Establishing the role of the LLN in terms of how far we can direct partners (both immediate partners and external agencies such as Connexions).

Specific Challenges for defining & reaching learner constituency
· Convincing marketing & follow-up strategies to attract learners back into learning. Support mechanisms to ease the transition into learning.

· Aspiration raising - there is little incentive in a large section of our local population for studying above level 2.

· Motivating, confidence building, removing barriers & delivering a work base friendly experience

· Identifying the learners is a challenge, as well as having a targeted approach to reaching them

· Funding, many learners are on low incomes, the cuts in adult funding from the LSC are reducing access to learning

· PT learners accessibility for communication
· Consulting with groups that are under represented & therefore often difficult to engage, & getting a clear feel for the market for new provision

· Understanding what this actually means in practice!

· Finding adult learners who can benefit from vocational HE

· The learners we are chasing are non-traditional & exist as a group because of many & deeply rooted reasons, raising aspiration in these hard to reach groups, particularly those currently in work will be difficult

· Access to learners in workplace, many work places do not want to up skill their staff for fear they will leave for better employment prospects

· Getting clear advice amid the plethora of bewildering schemes

· Changing attitudes to higher learning

· Traditional resistance by these groups

· Turning need into demand. Is there really an untapped market out there in any case or should we be concentrating more on CPD

· Persuading learners that progression beyond L3 is a credible and rational choice

· Low numbers of large employers

· Changing attitudes to get lifelong learning buy in

· Ensuring that I have the right people on the forum for taking things forward and helping to identify the learner constituency

· Having something new and interesting to say

· Less of a challenge as there is a great deal of background research on the needs of the region and sub-region in differing subject areas for differing groups of prospective and current learners. 

· Difficulty of working through employers/ employer bodies

· Hitting the potential learners in the workplace who do not have an established support network

· Finding the correct links and following appropriate procedures

· Employer engagement - we will only be successful if we can make strides in the take-up of WBL

· The learner constituency is so vast that communicating with them is a significant, timely and costly (but essential) exercise. It is debatable whether or not LLNs have the resources to implement all of the necessary activities. Consequently there is a need to rely on support from the partner institutions, which isn't always forthcoming.

· Time and money

· Reaching the 'hard to reach' adult returner

· Making all provision clear and mapped clearly

· Provision of accessible, flexible learning
· Coming up with a message that is meaningful to the learner and that can be backed up by action
· The need to prioritise means that certain potential learner groups may be excluded
Specific Challenges for Embedding & sustaining 
· Ability to be flexible in approach to shifts in demand. Keeping partners/stakeholders enthusiasm

· Most institutions can only work on a full costing basis for most of what they do

· Maintaining key roles on the ground, updating/maintaining infrastructure, eg web provision

· Securing long term buy-in from partners & securing adequate funds

· Practitioner involvement both from education, training providers & employers
· Sustainability of funding

· Financial - identifying continued funding for a transitional period, & financial ,significant additional in kind commitment from lead partners in the longer term

· Getting the work of the LLN represented within institutional strategies & disseminating outcomes to staff on the ground & changing attitudes

· Being successful in the first place, ie creating a credible & useful network that people & organisations will want to maintain

· Institutional refusniks

· Buy in for the long term institutions, particularly HEIs at high level, re long term funding issues where 'new ways of working' are not fully taken on board

· Connecting with existing CPD providers & professional bodies to re-badge CPD as CPD-Lifelong Learning
· Finances (if properly resourced, institutional buy-in is so much easier)
· Getting partner university & colleges to take ownership of the work in order to carry it on.

· Persuading institutions to invest in a durable structure

· Too early to say for definite - in general, the 3 yr LLN timeframe is highly challenging

· Decreasing interest by institutions

· Developing really effective partnership working

· Timescales to deliver the 'deliverables'

· Ensuring that everyone understands what the LLN is doing, can do and will do to increase participation in learning - getting the message out and being 'out there' and on everyone's radar!

· If the LLN achieves its goals it will be sustained. Hitting the targets is therefore critical.

· As with all project funding which has a time-line, there is a need to build sustainability and longevity into all work from the commencement of the LLN as opposed to thinking about it in the last year of funding. 

· Embedding work in partner institutions at practitioner level when so many other pressures on these people.

· Time 

· Accessing and securing new funding streams

· Acceptance of/ engagement with/ involvement from all partners. We have a lot of partners who appear to have 'other agendas' plus we have significant 'competitors' that are NOT part of the LLN.

· Awareness within the community

· Project based funding with time limitations - restricts projects to only those which will show demonstrable rewards

· Practitioner buy-in

· Institutional commitment
· The tendency to see it as a stand-along initiative that does not have any impact on the core work of the institutions

· Establishing exactly what it is that we want to sustain and embed – also important to recognise the difference between the two.

Specific Challenges for The Skills Agenda & Employer Engagement
· Getting information from employers as to their needs. Ability to respond before employers 'cool off'.

· Engaging employers is quite difficult. Many do not see a big need for HE qualifications for their employees

· Getting employers to participate in curriculum design, potentially in delivery

· Reaching employers & persuading them of the benefits of the project

· Employers in the care sector - although agree in principle to the issues have difficulty actively supporting training programmes especially where costs are involved

· Lack of a coherent & unified SSC

· Meaningful employer engagement that is not tokenistic & engage with employers that are representative rather than the few that do consistently engage

· Employers/SSCs developing a better understanding of the providers position and vice versa mutual understanding 

· Finding a way of involving employers where they receive tangible benefits

· SMEs = numbers to engage with are huge. Current needs & emp findings are very broad

· The skills agenda is complicated - employers are a wide & hard to engage group, it needs constant attention & careful planning followed by top quality/professional implementation of plans. The needs of business are often very difficult to mesh with the goals & operation of the education sector, bringing them closer together is difficult.

· Overcoming employer fatigue in respect to a number of initiatives in the region. Good employers are involved but are stretched & may see LLNs as just another initiative

· Matching employer need & student demand

· Employer lack of interest in higher level quals

· Gaining employer support & willingness to participate

· Getting employers to invest in training

· Academic resistance to notions of "skill" at higher levels of study

· Low numbers of large employers

· Engaging employers in a meaningful way

· Compliance with Sector Skills Agreement

· Getting the 'offer' right - making sure that it is fit for purpose and relevant within the working environment

· Recognising and being able to generate a more directly relevant curriculum offer.

· Employers are being bombarded from HE, FE, agencies, private brokers, private providers etc with opportunities for engaging in learning and development. More collaborative working would ensure that the offer is more 'joined up' 

· Actually getting employers to make a proactive contribution - but also engaging enough staff who are already full of work with 'traditional' students

· Working with sectors where there are majority of micro businesses

· Time and resources to encourage employer engagement

· Genuine employer engagement that recognises the role and contribution that skills make to the 'bottom line' of the business

· Very few people (let alone employers) know about LLNs and the type of qualifications available through the LLN. In other words LLNs are approaching employers who know nothing about us and therefore take a lot of convincing as to the benefits for them. Again, it is debatable whether or not many LLNs have the provision/ resources to tackle this.

· Working with the private training providers on WBL contracts

· Demonstration of meeting skills needs in the short term

· Hearing the real issues that employers face from actual employers (especially SMEs) rather than employer organisations. Also the difference in culture working practices between the private sector and HE/FE (especially HE)
· Ensuring the LLN offer does not duplicate current activities/relationships with employers and individual institutions
Specific Challenges for Developing new provision for vocational learners

· Full cost contribution from employers. Changes to lecturer contracts to allow data collection and development of programmes

· Class sizes will potentially be quite small, making courses uneconomic

· Responding within realistic times scales while meeting HE process needs & structures

· Staff/professional bodies/subject areas & employers will resist change

· Involvement by employers in actively supporting younger learners as part of the new diploma provision. Funding & constraints on adult learner provision

· The academic/critical thinking model in HE is sometimes problematic for fully engaging some learners who come from a vocational background

· Ensuring that the market exists both in potential learners & industry, including recognition of the qualifications (eg. FD) developed

· Engaging all stakeholders within the allowed timescale

· ensuring that new HE awards provide a 'smooth' transition for vocational learners from their level 3 quals or APEL

· Strategic plans currently in place, course resources/facilities & finance

· Allocation of resources within institutions, funding mechanisms, ASN, LSC planning HEFCE rules etc

· Correctly identifying the gap in existing provision, without making incorrect assumptions

· Cost

· Finding employers to be involved in the curriculum development

· getting research intensive universities to see reason for doing this when they can recruit successfully from traditional students 

· Academic resistance to notions of "skill" at higher levels of study

· Identifying the provision that is needed and wanted

· Available funding for these learners

· Ensuring that it is fit for purpose and also sufficiently interesting, rewarding and challenging for the learner - making sure that they can be successful in their learning and into HE

· Ensuring that the provision is demand led, and that there is regional coherence across institutions otherwise in competition

· Linked to employer engagement here . . . Employers want short cycle provision after Level 3. Yes this can build up to a FD or other higher level qualification but there is an aversion to enrolling employees on long term full qualifications especially post level 3. Funding via current HEFCE methodology then becomes an issue. 

· Not a great challenge - the majority of HEIs and all the colleges are heavily vocationally-orientated

· Getting away from FDs being seen as the only route

· Following correct pathways

· Securing ASNs - otherwise there is not always a strong incentive for institutions to change from more traditional offerings which have more certainty of recruitment

· Most of the provision is already out there, consequently our partners (FE in particular) do not want to involve themselves with/ deliver a qualification that will be in direct competition with something they already have. Furthermore, it seems that the time it takes to create and validate new qualifications is extremely lengthy (is this the case everywhere??). This leads to other aspects being 'last minute' and consequently it is a struggle to secure numbers. 

· Raising aspiration

· Who will do it? Collaboration not competition

· Employer buy-in

· Accreditation of prior, experiential and workplace learning

· Ensuring that it is demand-led
· Changing attitudes within FHE – to allow for more flexible, part time delivery at ALL levels.
Specific Challenges for Staff development

· Release of staff. Difficult if not impossible to find p/t staff to 'back fill' to allow release of f/t staff.

· Raising the aspiration of staff with regard to being trained.

· Engaging staff & freeing their time

· Staff time

· Harmonising understanding by FE & HE deliverers of each others 'syllabus', culture etc
· Engaging with the staff that will benefit most from development opportunities 

· Developing an understanding of vocational qualifications & progression routes in some institutions

· Developing appropriate support for vocational learners, persuading colleagues of the value of vocational learners progressing to HE

· Comfort zone of some staff, skills & issues of change

· The need to get people thinking about 'new ways of work in this field' the willingness to make permanent changes for the long term not just for the duration of the 'project'

· Inertia by some academics & no buy-in to the need to change

· Time of FE staff to engage properly

· Overcoming perceptions of vocational learners

· Understanding triggers for individual motivation
· Time for staff in FE colleges

· Entrenched attitudes

· Ignorance and arrogance - a heady cocktail of attitudinal resistance

· Working with other people from different traditions and work experiences - facilitating mutual understanding, respect and enthusiasm, for what we can do TOGETHER

· As always 'variety' in the staff development offer is crucial. Offering courses requiring attendance etc do no 'pull in' staff. There is also an issue of getting to the right staff in institutions.

· Admissions staff - understanding and acceptance of more diverse qualifications

· Changing cultures in HEIs

· Awareness raising

· Gaining recognition that HE has to play a greater role in economic development and that turning out graduates isn't enough - they have to have skills that relate to the needs of employers

· Full and thorough understanding and appreciation of exactly what a LLN is and the requirements to move it forward. I feel that this is not understood fully by (or made clear to) everybody.

· Time and money

· Changing attitudes within HEIs to greater acceptance of vocational qualifications

· Being kept informed of all developments and outcomes

· Employer engagement

· Engaging staff who are not directly connected with the LLN, especially academic staff

Specific Challenges for Monitoring & Evaluation
· Interpreting data and meeting deadlines. 
· Maintaining/updating risk assessment & contingencies.

· Vast amounts of data on large numbers of students across a range of institutions is very difficult to collate & interpret meaningfully

· Finding out what really works may not coincide with original HEFCE priorities

· Securing adequate baseline data & tracking learners

· Being able to evidence long term impact within the short term of the funding period

· How to identify & track 'LLN Learners'. It will not be obvious in some cases. Lack of clarity on what is required

· Measuring & attributing impact

· Realistic target setting

· Identifying the changes in aspirations for learners, actually identifying the needs of business

· Not becoming bogged down in red tape

· Identifying which students are studying because of the LLN, & which would have been studying anyway

· Ensuring that the LLN has measurable targets

· Identifying base levels and tracking students

· Developing and implementing appropriate systems

· Unrealistic targets as set out in business plans

· Keeping the dialogue open at all times - lots of different demands on employers, learning providers and learners so needing to make sure that monitoring is efficient, effective and above all acted upon when things need to change

· Problems of tracking learners across different institutions as they progress

· Agreeing an appropriate methodology

· Knowledge of pathways

· Ensuring that processes are not burdensome for institutions and build upon and use institutions' existing data collection mechanisms as much as possible

· The best form of evaluation is simply through student numbers and level of understanding across the educational system in our region

· Having appropriate systems in place

· Getting an accurate baseline

· Being able to really quantify all learners that have been 'touched' by the LLN

· Streamlining different institutional processes

· Making it a meaningful exercise with an emphasis on formative evaluation, rather than just a question of ticking the right boxes. Ensuring that people learn from the formative evaluation. 

Specific Challenges: Other…
· Viability of guaranteeing places

· Securing high calibre staff

· High expectations within a limited timescale. You cannot underestimate how long it takes to pull together such diverse stakeholders & to get real culture change

· The link to CPD must be made more explicit, particularly in respect to the possibility for a series of courses that can lead to being awarded a Masters degree

· Continuing political buy in from funders (HEFCE & LSC in particular)
· Credit transfer framework - a veritable minefield.         
· Tracking students at sub regional levels 

· We don't want to be seen as 'just another network' - it is our responsibility to get out into our regions and promote/ discuss/ highlight the work that we are doing and how what we do will have major impact in addressing the skills needs of employers and the aspirations of learners. I believe that this will be the greatest challenge.

· The issue of working in synergy and avoiding duplication of effort will be a key challenge

· Being able to put a coherent picture to an audience when so many other initiatives seem to be covering the same ground, i.e. Aimhigher, Higher Skills Pathfinder etc. 

· The role of HEFCE's Higher Level Skills Pathfinders if these are rolled out nationally - there is a serious risk that these will duplicate and undermine LLN activities. They may also remove income streams that could help sustainability of LLNs.

· There is a collective need to promote LLNs nationally and in particular the benefits to individuals and employees. This should really have been dealt with as soon as the idea of LLNs was developed - with a national campaign encouraging people to 'get in touch with your local LLN'.     
· Our biggest challenge is a lack of provision. No doubt like all LLNs, we have a significant target of student numbers to achieve. The way to do this is to include as many courses/ qualifications as possible. Sadly we do not have a lengthy list of provision (and may not have even in time for next September) which will mean we could well struggle to achieve anywhere near our targets. 

· Transferability across boundaries - how to work with other LLNs

· Where they sit among the plethora of government initiatives

Do you have any suggestions about how the National Forum of LLN practitioners can help you and your LLN?

· Sharing best practice from other LLNs

· Sharing ideas & best practice (and examples of what hasn't worked well)

· Targeted events for key staff, eg progression, curriculum

· Help promote good practice, indicating both what works & also what doesn't. Help with communication between LLNs & have LLN input into your website with eg best practice, templates of agreements, etc.

· Establishing networks (virtual) of LLN practitioners with remit around specific areas (eg IAG, progression, etc) to share good practice etc. Supporting joint planning mechanisms, eg. around credit to support consistency of developments nationally

· More frequent smaller-scale events would be welcomed, but obviously this may not be possible in terms of resources

· Sharing as much info as possible eg job descriptions, what works & what doesn't, effective progression agreements i.e. there must be some generic approaches to LLN work given that they are increasingly operating to fixed criteria

· Sharing experience of LLNs re relationships/access to information

· Don’t repeat the same information. Don’t give lip service to speakers just because they are high up in government - they must add knowledge & value to the conference to generate ideas & discussion 

· Continue to share good practice - let those of us at development stage learn from those who have already made the mistakes that we would do otherwise 

· Helping the LLN networks together, especially when there are LLNs working with the same boroughs/institutions as in London

· Is there/ will there be a "chat room" facility on the LLN Practitioners website? 

· Availability of research funds that we could apply for

· Regular opportunities to link up to identify good practice particularly where similar courses are being developed.       
· Research documentation produced by LLNs made available to support others.     
· Promotional literature that can be distributed within the region - generic folders that can have specific LLN material inserted to help get the message across.      
· Opportunities for specific forums such as IAG, curriculum development, progression - virtual and real! 
· Sector specific areas expanded on the website - for example I will be working in the Heritage area initially (libraries, museums and archives) and would welcome contacts with curriculum developers in that field of work. 

· Ensure best practice is drip fed constantly, rather than through big, occasional events

· Opportunity to share ideas and issues such as this questionnaire are helpful.
· Concrete examples of good practice, supported by a verifiable evidence base

· Sharing practice - especially methodologies developed to manage and monitor ASNs. 
· Support for developing an evaluation strategy - it would be helpful if the national LLN could engage with HEFCE to develop a monitoring/ evaluation approach common across all LLNs. 
· Peer mentoring arrangement between Exec Directors and possibly between Chairs of LLNs. 

· It's steering group membership needs to be broadened to give regional coverage and it needs to be more inclusive in terms of providing a voice for new LLNs.

· There is a collective need to promote LLNs nationally and in particular the benefits to individuals and employees. This should really have been dealt with as soon as the idea of LLNs was developed - with a national campaign encouraging people to 'get in touch with your local LLN'.                   
· Advice on how we can overcome students' greatest concern of course fees! 

· Sharing of good practice 

· Time to learn from others - we are a very new LLN. 

· Some learner feedback forms and data capture and analysis would be useful. 

· Credit accumulation and transfer at HE level is a national issue not a local one. Right from the start we need to ensure congruence between the different systems we create rather than merely creating a collection of 'Mini Wisconsins' that have no points of connection. While we must reflect on local conditions and needs, we must also look to the national. Credit accumulation and transfer is a national problem that can't be solved locally. 
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