Initial Equality Impact Assessment

Higher Education At Work – High Skills: High Value
Contents












    Page



Section A:
CONSULTATION





     2-3
Section B:
BACKGROUND, EVIDENCE & ISSUES


    4-8
Section C:
MONITORING, REVIEW & FURTHER ACTION 
9
APRIL 2008

A.
 CONSULTATION
1.
The Purpose
1.1. 
This document considers the equality implications of the proposals in the Government’s High Level Skills Strategy. As part of our legal duty to promote equality, we are required to assess the likely impact of our proposals in terms of disability, ethnicity and gender. However we believe other factors also need to be considered including age, socio-economic group and regional issues.
1.2. 
This document is for consultation. In the light of comments and questions during the consultation process, a full Equality Impact Assessment will be published on the DIUS website.  The proposals in the Strategy will be kept under review to ensure that they address and reduce inequalities arising from its implementation; and in the light of additional information and evidence.

1.3. 
The document relates solely to England.

1.4. 
The High Level Skills Strategy itself is being published as a consultation document at the same time and can be accessed at: http://www.dius.gov.uk/consultations/
2. 
The Consultation Process

2.1. 
Comments on this document can be submitted in writing to: 

Equality Impact Assessment, High Level Skills Strategy Consultation, Department for Innovation, Universities and Skills, N4, Moorfoot, Sheffield, S1 4PQ

Or by e-mail to:  highlevelskills.equality@dius.gsi.gov.uk 
2.2. 
We need your reply to this consultation by 7 July 2008. 

3.  
Questions for Consultation

3.1
We do not believe that the proposals in the High Level Skills Strategy, if implemented in the ways that are intended, will have an adverse impact on equality. On the contrary they have the potential for a positive impact. In some instances, however, we mention there is as yet insufficient evidence.

3.2 
You are welcome to comment on all aspects of this document that are of particular interest to you. We are particularly keen to receive your views

and suggestions on the following generic issues.
1) Is our summary of relevant evidence sufficient at this stage?  

2) Or are there further sources of relevant evidence which we appear to have missed?

3) Have we identified the primary issues that need to be addressed?

4) Or have we missed an issue that will have a major impact on a particular group or groups?

5) Have we given too much or too little weight to certain areas of inequality? 

6) Or are further actions required to ensure that particular proposals have a positive impact on equality?

7) Are the proposed actions and arrangements for monitoring and review satisfactory?

8) Do you think additional forms of monitoring and review will be required?

B. 
BACKGROUND, EVIDENCE AND ISSUES
1.1 
 The Strategy sets out DIUS’s proposals for working with partners to create the right conditions and incentives to meet national employer and student demand for higher level skills and so meet the challenges of global competition.  A key driver of the High Level Skills Strategy is that it will bring into higher education people (in the workforce) who might not previously have considered it.
1.2  
We are making these proposals because there are significant benefits to individuals, employers, and to society and the economy as a whole. Underlying the High Level Skills Strategy is a desire to give everyone the opportunity to develop their work-related skills and talents throughout their lives, so that we have both a world-beating workforce and a society where no-one is left behind.
1.3  
We aim to ensure that by 2020 at least 40% of the adult working age population will be qualified to level 4 and above. 
1.4  
We know that UK graduates are able to command a high wage premium over non-graduates, which is amongst the highest in the OECD, and that they earn, on average, over £100k more over a lifetime than someone with A-levels but no HE qualification
.   We also know that graduates are less likely to be unemployed, more likely to be in better health, have a lower propensity to commit crime, have a tendency to be more tolerant, and to engage more fully in civic society. 
1.5  
Furthermore, the indications are that the national demand for graduates will continue to rise: the Government’s response to the Leitch Review
, “World Class Skills”
 recognised that higher level skills are an important and growing part of the agenda; and labour market projections suggest that 18 million jobs will become vacant between 2004 and 2020, half of which will be in the occupations most likely to employ graduates. The Government’s recent Innovation Nation White Paper
 and its response to Lord Sainsbury’s Report
  both stressed that we as a nation need more knowledge-intensive, innovating organisations, which in turn need highly-skilled, adaptable people.
1.6  
Gains are already being made: 29% of the working age population was qualified to level 4 or above in 2005, rising to 31% by the end of 2007, and it seems likely that we will achieve our interim target of 36% in 2014, but we know that we will need to do rather better than 40% by 2020 to remain competitive within the OECD.  We also need to do more to help groups who are under represented at level 4 and above. 
1.7  
British universities are teaching more students than ever before: at 2005/06 the participation rate of 18-30 year old English domiciled first time entrants to undergraduate courses was 42.8% (provisional), up 3.5% compared to 1999/00 students, and the Government’s aim is to increase participation towards 50%, with growth of at least a percentage point every two years to 2010/11. However, the number of 18 year olds is expected to drop by 16% between 2009 and 2020, and 70% of those who will be in the workforce in 2020 are already there, so it will not be sufficient for Government and its partners to concentrate on widening HE participation amongst school and college leavers. Universities must engage with businesses to meet the needs of an ever more diverse group of students, providing new and flexible ways of learning, and employers must be prepared to contribute to the costs.

1.8 
The High Level Skills Strategy focuses on measures to provide more, and more employable, graduates and a more highly skilled, innovative and enterprising workforce. The aim of this initial equality impact assessment is to consider whether the increased opportunities outlined in the Strategy are likely to be available equally to all, so that no-one is inadvertently excluded.  We have summarised the available evidence below and set out a number of issues which we think merit monitoring. These will be considered again in the full equality impact assessment, which will be drawn up once we have better evidence of the likely impact of our proposals.
Equalities Evidence and Issues
1.9    Taken together, the Strategy’s proposals will bring about an expansion both in the number and the variety of routes available to HE and in the number of HE places available.  We believe that the Strategy’s proposals will have a positive impact on disadvantaged groups, but at present we lack the full evidence to show this. We recognise that there is a need both to monitor take-up of all these new opportunities to ensure that they are being made available equally to all groups and individuals, and to keep an eye on the benefits that ensue for different groups and individuals. 

Evidence

Level 4+
10
The Labour Force Survey (2007 Q4) shows that generally the percentages of  working age adults holding level 4 or above qualifications are similar for males and females (30% for men and 31% for women). However other groups are under represented:
· 29% of those identifying themselves as Asian or Asian British hold level 4 or above, although the figure is 32% for non–white people as a whole; 
· 21% of disabled people hold these qualifications compared to 33% of the non-disabled;
· Whilst those aged 25 to 29 and 30 to 34 are most likely to hold higher level qualifications (38% and 39%), the percentages drop with age from 33% for 35 to 39 year olds, to 31% for 45 to 49, and 27% for 55 to 64. The lowest percentage is 19% for 19 to 24 years olds, many of whom are still studying of course; 
· Regionally, the North East has the lowest percentage at 24%,with the highest numbers in the southern regions (London 39%, South East 33% and South West 31%).

HE Applicants, Entrants and Degree Attainment
10.1
This assessment does not address HE application and entry rates and issues associated with them. These matters are covered elsewhere.
  Similarly, on the issue of the degree attainment gap between students from minority ethnic backgrounds and white students highlighted in research
, the Higher Education Academy and the Equality Challenge Unit have recently published a report which outlines good practice recommendations for the sector 
.

Employment
10.2
Research suggests that students from minority ethnic groups do less well in the labour market.
 The Destinations of Leavers from Higher Education Longitudinal Survey
 shows that some groups have a greater chance of employment or of higher salaries than others. For example, approximately three and a half years after graduation:

· Asian and White graduates were more likely than Black graduates to be in full-time work (75%, 74% & 67% respectively);
· Black graduates were more likely to be (assumed) unemployed than White or Asian graduates (5%, 2%, 4% respectively);
· The median salary of full-time first degree male graduates was £1000 higher than that of female graduates;
· Black graduates were less likely than White or Asian graduates to be satisfied with their career to date (73% very of fairly satisfied, compared to 86% & 83% respectively).

Training
10.3
In terms of job related training:

· The Labour Force Survey 2007 (Quarter 2) shows that the proportion of employees who had undertaken job-related training in the previous 3 months was significantly higher for those who already have a Level 4 and above qualification than for those with no qualifications (36% and 8% respectively);
· Age is also a factor as training does decline with age from 31% for 20-24 year olds to 21% for 55-59 year olds;
· Individuals of Black or Black British ethnicity received more job related training (34%) than other ethnic backgrounds.

10.4
Organisational size is also a key determinant of likelihood to train:


· half of establishments with fewer than 5 employees, and just over 20% of those with 5-24 employees, had not provided any training in the previous 12 months;  
· Whereas well over 90% of establishments with 25+ staff (up to 500+) had trained some of their employees over the previous 12 months;
· 42% of staff in establishments with fewer than 5 employees had received training in the previous 12 months; 
· Whereas 64% of those employed in establishments with 25+ staff had received training.


Issues

More, and more employable graduates; using more traditional routes

10.5
The evidence suggests that HE is still less accessible for some than it is for others, and that some are more likely than others to be in full-time employment and/or satisfied with their careers three and a half years after graduation.  If we are to raise skill levels across the board, we need to do everything we can to make it easier for everyone to access information about level 4 learning and above and to receive the support they need to take up learning opportunities and follow them through to qualification. We also need to do what we can to ensure that everyone is well-equipped to move into employment.

10.6 
We believe that the following existing actions and new proposals will have a positive impact in this area:

· New progression routes to HE (Diplomas, Apprenticeships) for those who for whatever reason, have not gone down the A level route. These routes may be particularly attractive to individuals or groups who are not engaged by the “traditional” school curriculum and are at risk of leaving learning altogether; 
· Improved information, advice and guidance (IAG) for young people, including better information about science, technology, engineering and mathematics (STEM) opportunities, and about financial help for HE level study, together with the continued work of AimHigher to promote HE to young people who might not otherwise have considered the option. This should result in more applications to HE from under-represented groups;
· More HE places (and fewer 18 year olds), together with more grants for students, will increase opportunities for all, including those already in the workforce, to participate in HE;  
· Greater regional co-ordination –Regional Development Agencies, Sector Skills Councils, Higher Education Institutions to plan for regional skill needs. This should mean that each region has the HE places that it needs, reducing regional inequalities and resulting in better employment opportunities for the newly qualified from all groups;
· New Adult Advancement and Careers Service (AACS) will cater for needs of those who have difficulty in securing appropriate employment, and the continuing work of Gateways to the Professions will improve access to the professions for under-represented groups. The improved service will also benefit those who want advice about entering HE after the age of 19. 


A more highly skilled and innovative workforce; using less traditional routes
10.7
We know that employers have a tendency to train those in the workforce who are already the most highly qualified/trained, and to train younger rather than older workers.  There are therefore issues around ensuring that everyone in the working age population knows about the options available, and has an equal chance of taking up appropriate opportunities and following them through to qualification. 

10.8
We believe that the following existing action and new proposals will have a positive impact on inequality, but much depends on the willingness of employers to become involved in training and to ensure that all their staff have equal access to level 4 and above study.  HEIs, Train To Gain brokers, and trade unions are all committed to promoting equal opportunities and will have a role in influencing employers, but ultimately Government’s influence is limited:

· The new universal AACS will be accessed through a variety of portals, such as UK online centres, Jobcentre Plus offices, colleges, Ufi learndirect centres, and will have strong links with trade unions, Train to Gain, HEI careers services etc. This should ensure that no-one misses out on information, advice and guidance about HE options;
· More employer co-funded opportunities should increase the opportunities for everyone, but we will need to monitor applications to see whether this is true;
· An increased role for Train to Gain brokers in encouraging acquisition of higher level skills. This will mean more, and more targeted, training support and advice for employers, which should have a positive impact on opportunities for all employees; 
· More pro-active HEI approach to employer engagement will again mean expanded and better targeted services for employers (and so employees);
· A new role for trade unions/unionlearn in promoting higher level skills.  There will be more opportunities for employees to consider studying for higher level qualifications and access information about opportunities.
C. 
MONITORING, REVIEW AND FURTHER ACTION

1.1
This initial equality impact assessment is published as a consultation alongside the High Level Skills Strategy consultation document.  Once we have considered the responses to both consultations and collected further evidence as necessary, a full equality impact assessment will be drawn up, with plans for full monitoring and evaluation of the final policy proposals as they are implemented. 



� Over the working life, the average graduate will earn comfortably over £100,000 more in today's valuation and net of tax, than a similar individual who completed their education with 2 or more A levels.


� “Prosperity for all in the global economy – world class skills” (December 2006)  http://www.hm-treasury.gov.uk/media/6/4/leitch_finalreport051206.pdf


� “ World Class Skills – Implementing the Leitch Review of Skills in England” (July 2007) http://www.dius.gov.uk/publications/worldclassskills.pdf


� “Innovation Nation” (March 2008) http://www.dius.gov.uk/publications/ScienceInnovation.pdf


� “The Race To The Top; the response to Lord Sainsbury’s Review of the Government’s Science and Innovation Policies” (March 2008) http://www.dius.gov.uk/publications/SainsburyReview-v12.pdf


� HE Programme Race Equality Impact Assessment (August 2006) �HYPERLINK http://www.dfes.gov.uk/consultations/conResults.cfm?consultationId=1416 ��http://www.dfes.gov.uk/consultations/conResults.cfm?consultationId=1416�


� �HYPERLINK http://www.dfes.gov.uk/research/data/uploadfiles/RW92.pdf ��http://www.dfes.gov.uk/research/data/uploadfiles/RW92.pdf�


� �HYPERLINK http://www.heacademy.ac.uk/projects/detail/Ethnicity_Degree_Attainment_project ��http://www.heacademy.ac.uk/projects/detail/Ethnicity_Degree_Attainment_project�


� http;//www.dfes.gov.uk/research/data/uploadfiles/RR552.pdf


� http://www.hesa.ac.uk/index.php?option=com_content&task=view&id=112&Itemid=154


� National Employers Skills Survey for 2005
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