World-class Apprenticeships: Unlocking Talent, Building Skills for All
http://www.dius.gov.uk/publications/world_class_apprenticeships.pdf
This report proposes new arrangements to strengthen and extend Apprenticeship programmes in England
. 

Key proposals include:

Better integration of diplomas and apprenticeships

Clearer routes to higher education

The new National Apprenticeship Service will:

· Manage public funds for apprenticeships

· Develop relationships with local employers

· Promote tasters for young people still at school or college

· Support the provision of information, advice and guidance to young people

· Manage a national matching service for employers and would-be apprentices

· Arrange celebrations of success

Financial incentives (wage subsidies) to encourage employers with fewer than 50 full-time employees to recruit Apprentices: targeted pilots in 2008-11, with full roll-out in next CSR period.

Financial incentives to encourage employers with more than 50 full-time employees to take on more Apprentices than they need to meet their own direct business needs.

Higher payments to colleges and training providers for 19-25 year-old Apprentices in certain occupations.

Investment in (a) new group training associations and (b) arrangements which enable groups of small businesses to share Apprentices.

Targets for the public sector to employ more Apprentices.

More and better information and advice about Apprenticeships.

Encouragement for atypical Apprentices – eg young people from Black and Minority Ethnic communities, young women in traditionally male occupations (and vice versa) and more Apprenticeships for adults aged 25+.

Continued support for Young Apprenticeships which enable 14-16 year olds to start a work-based learning programme alongside schoolwork.
Tighter control over what can be described as an Apprenticeship. Some college courses which are currently described as "Programme-Led Apprenticeships" will have to be renamed unless they conform to new, tighter definitions.
Extracts from the report

Our belief is that this country could and should have an expanded Apprenticeship programme. There is clear evidence that many more people would like to take up an Apprenticeship than currently are able to; that the economy needs the skills and knowledge conferred by Apprentices at both Level 2 and Level 3; and that reforms to the current programme could unlock many more Apprenticeship places than are currently available.

Our review
 has identified a number of potential barriers to further growth, which can be grouped into five themes. These are clearly linked – a measure to address one barrier alone must be seen in the context of a complete strategy.

The quality of Apprenticeships: in England, we have a product that is worldclass in some cases, but the experience of the learner and the standard of delivery can be too variable. Apprenticeships only sometimes offer clear progression paths. This is discussed in Section 3.

The planning and delivery system: our findings show that the current systems are distracted by competing policy priorities. They are not adequately resourced, well organised or sufficiently accountable to deliver the type of mainstream growth that we are looking for. This is discussed in Section 4.

The supply of employer places: overall, there are not enough places to meet demand, and an uneven distribution of places makes this particularly pronounced in some sectors and regions. This is discussed in Section 5.

The status of Apprenticeships: a culture that has always been inimical to work-based learning has tended to dissuade the highest-performing learners from vocational and work-based routes. This, in turn, has affected employers’ willingness to offer places. This is discussed in Section 6.

Inequality of access to Apprenticeships: English Apprenticeships suffer from serious diversity problems, which are more marked than labour market patterns in general. This feeds the disinclination among some learners towards Apprenticeships. This is addressed in Section 7.

The Apprenticeship blueprint
We believe that the future blueprint should incorporate the development of personal learning and thinking skills in all Apprenticeships, as current and potential employers of Apprentices sometimes report that applicants – particularly very young applicants with no work experience – can fall short in these areas. Personal learning and thinking skills include team working, independent enquiry, self-management, reflective learning, effective participation and creative thinking.

The following are the requirements proposed by the new blueprint.

· A knowledge-based element.

· A competence-based element.

· Transferable or ‘key skills’ (literacy, numeracy and personal learning and thinking skills).

· A module on employment rights and responsibilities.

· Key characteristics of an Apprentice.

· Minimum entry requirements.

· Apprenticeship Agreements (including a mentoring requirement).

· Clear progression routes.

· A reasonable absolute minimum for off-workstation learning time.
In future, any organisation wishing to offer an Apprenticeship will submit to the relevant Sector Skills Council a short description of its plans, the qualifications and units it wishes to utilise, and how they meet the requirements of the strengthened Apprenticeships blueprint. The SSC will consider each plan for approval in the light of its sector skills agreement and ensure that each framework provides a high-quality experience for the Apprentice.

Including Apprenticeships in the new Qualifications and Credit Framework (QCF) will make it possible for learning in one of the new 14–19 Diplomas to count towards an Apprenticeship (and vice versa). For example, someone with a Diploma wishing to undertake an Apprenticeship would, in terms of qualifications acquired, already have functional skills and personal learning and thinking skills.

We are committed to Apprenticeships being a route to higher education where desired. We will ask the LSC to extend its work with UCAS (to evaluate Apprenticeship frameworks in terms of UCAS points) to include all frameworks. Two frameworks have been successfully mapped to date: IT and engineering. 

The National Apprenticeship Service
The Government will create a new National Apprenticeship Service (NAS) and assign to it the end-to-end responsibility for the Apprenticeship programme, including ultimate accountability for the national delivery of targets. The NAS will be established as quickly as possible, and fully functional by April 2009.

We intend that in the immediate future the NAS will be formed as a separate and distinct service within the LSC. It is proposed that the NAS sub-regional tier of staffing will be co-located with any aggregations of local authorities for 14–19 planning. The sub-regional role will include a field force which will complement the skills brokerage service. They will account manage direct contractual relationships with employers with fewer than 5,000 staff offering Apprenticeship places. Field staff will also –

· help careers guidance staff in schools and colleges offer well-informed and balanced advice to all their students about the Apprenticeship programme.

· Liaise with employers and intermediary bodies such as Education Business Links to ensure that work experience opportunities are available for young people at key stage 4 who are interested in Apprenticeships – they should be able to try out the sorts of activities undertaken on an Apprenticeship. 

A particular focus of the NAS’s efforts will be on giving young people opportunities to explore what, for them, are ‘non-traditional’ areas (for instance, potential female Apprentices will be encouraged to look at trades concerned with construction and the built environment).

Apprenticeships cross age boundaries and the allocation of responsibility for funding 14- to 19-year-olds and 19-plus to two separate government departments will mean that there is a need to bring together arrangements for funding Apprentices in such a way that employers experience it as a single co-ordinated whole. In addition to mainstream funding, the NAS will be responsible for all specific initiatives designed to stimulate greater employer involvement in the scheme, such as the proposed direct incentive payment scheme for small and medium-sized enterprises

The NAS will also establish and maintain a national matching service for employers and would-be Apprentices, to enable employers to advertise their positions and prospective applicants, anywhere in the country, to search for them and apply as appropriate.

We will be asking the NAS to introduce regional events to celebrate the success of Apprentices in every region in England, with winners going forward into the national Apprentice of the Year award. We want to see every successful Apprentice recognised for their achievement, as graduates are recognised in awards ceremonies, and will ask every government-funded employer and training provider to consider how they can best recognise the success of their Apprentices.
Opportunities for growth

Opportunities for growth are as follows, in descending order of the estimated size of the growth potential (although this varies regionally):

· Tier 1: agriculture; manufacturing; construction; and (small/medium) retail.

· Tier 2: wholesale; (large) retail; post and telecoms; property and business services; and public services sectors.
· Tier 3: (small/medium) motor trades; hotels and catering; transport; education; and utilities.

Roughly speaking, in these identified sectors, we would need to move the employer participation rate to approximately 20% of employers to achieve our targets for growth, versus the current national average of 10% of employers.

Our international research confirms that employers in many countries, especially small businesses and sole traders, see at least some risk attached to the full-time employment of a young person with no work experience, and this can reduce their willingness to employ them. We recognise this and believe that the Government has a role to play in reducing this level of risk. 

In many countries this risk is mitigated by financial incentives to offer places. There already exists in England a direct incentive payment scheme under the LSC’s Train to Gain initiative, whereby employers with fewer than 50 full-time employees are eligible for a contribution to wage costs for employees to help them to achieve their first full Level 2 qualification and/or approved Skills for Life qualifications.

We believe that this approach should be extended to employers with fewer than 50 full-time employees recruiting Apprentices. We also wish the scheme extended to 16- to 18-year-old Apprentices and for the amounts available to employers to be equivalent to the Education Maintenance Allowance paid to young people while in full-time education. We do not propose across-the-board eligibility for this incentive payment; it will be targeted where it is likely to bring meaningful growth. This approach will be piloted in the present CSR period and will be open to selected small businesses and third sector organisations.

There is also there is scope for moderate growth in Apprenticeship numbers by offering similar direct payment incentives to large companies, so that they can recruit more Apprentices than they need to meet their requirements.

In general, funding levels for Apprenticeships are sufficient to cover costs that it is not reasonable to expect employers to meet. However, there are some sectors where it is difficult or impossible for Apprentices to achieve an Apprenticeship before the age of 19. For these sectors, the NAS will establish a pilot to test the relaxation of the current age rules (that is, allowing the full 16–18 funding rate for some 19-plus Apprentices).
Employers greatly value the contribution of Apprentices of all ages in the workforce. The significant benefits Apprenticeships bring lead us to conclude that they should be the Government’s preferred work-based route for all young people aged 16–25. The Government believes that employees over 25 and their employers should have a choice over whether they follow a funded Apprenticeship programme or other work-based routes. Thus, funding support will be available for Apprenticeships or NVQ-only training for this age group.

In several sectors, but predominantly in the more ‘traditional’ ones, employer co-operation is also an effective way of overcoming the barriers to training in small businesses. We have concluded that there is more we can do to encourage this type of activity. 

The NAS will invest in group training associations or other consortia in sectors where such organisations are rare and/or absent. We want to see a boost in the role played by group training associations and other consortium-based arrangements whereby very small businesses and SMEs collaborate to share a number of Apprenticeship places so as to spread risk and enhance the Apprentices’ experiences.

We have concluded that the public sector should be doing more. We will formulate appropriate targets for each part of the public sector, reflecting its particular circumstances.

Information, advice and guidance

There is strong evidence that reform of the supply side – the learning available to young people and adults – while critical, is not, of itself, sufficient. What is also needed is a change in what influences the choices made by learners – especially young people (and their parents). This is particularly the case with Apprenticeships because, unlike other choices made by young people in schools and colleges, Apprenticeships represent a break from full-time institution-based learning. While there is clear evidence that Apprenticeships are good investments for young people in terms of future earnings, our research suggests that this evidence is rarely put in front of young people. This, in turn, affects the choices that are made.

Young people must be better informed of the implications of their choices at 16. They should be made aware of the options that are available to them at all stages, but equally they should be made aware that different routes will suit different objectives. 

For those with a relatively clear idea of their occupational objectives – and a preference for learning in the workplace to achieve high-quality qualifications that are valued by employers in their sector – an Apprenticeship will clearly be a good choice. 

For those with a preference for structured classroom-based learning, and those who wish to maintain a broad programme of learning while considering a relatively broad range of vocational options, a Diploma would be the more obvious choice. 

The Government has also noted case studies of employer partnerships with schools which provide ‘taster’ work experience to pupils at key stage 4 and sometimes before, and which help young people to decide if work-based learning would be a suitable option for them post-16. We consider this sort of activity to be ‘best practice’ examples of employer engagement with schools, and will ask the NAS to use their relationships with Apprentice employers to support Education Business Links and other intermediaries in generating more such opportunities in the future.

However, there is a need to go further. We believe that a dedicated service is necessary to offer comprehensive information on Apprenticeships to work alongside the recognised and impartial information, advice and guidance services, and that this information will be provided as part of the matching service within the NAS.
If enacted, the Education and Skills Bill currently before Parliament will place a duty on schools to present their pupils with a full range of options for their learning at age 16 onwards and not unduly promote any particular option over any other. We are also proposing to include in the Apprenticeships Bill an amendment to the Education Act 1997 to require schools to include comprehensive information about Apprenticeships in the materials they make available. DCSF will shortly publish a new strategy document for improving the information, advice and guidance services available to young people generally, and the needs of Apprentices will be addressed in that.  
Diversity

The LSC is funding up to 8,000 Apprenticeships in 2007/08 for priority adult groups, including women and people from ethnic minorities seeking to enter an atypical career, and our proposals should see an expansion of this type of activity. The NAS will drive ‘critical mass’ pilots in targeted areas for gender atypical, BME and disabled learners and their employers. Each group of atypical Apprentices will have a mentor, paid for by the NAS, to provide close support and intervention through their experience.
Other forms of Apprenticeship

In addition to the main Apprenticeship programme, there are two programmes that include ‘Apprenticeship’ in their title (Young Apprenticeships and Programme-led Apprenticeships) and a third that is often referred to using the term ‘Apprenticeship’ (pre-Apprenticeships). Most of these are for young people.

The Government is committed to continuing the high-quality applied learning currently provided by Young Apprenticeships. More broadly, we also consider the use of ‘taster’ work experience sessions to be examples of best practice in schools. The Young Apprenticeship requirement for extended periods of work experience totalling 50 days should be maintained, as should the brand. We will also pilot how Young Apprenticeship programmes can be delivered through Diplomas from September 2008.

Programme-led Apprenticeships are a helpful way of catering to the demands of prospective Apprentices where there is not the immediate offer of a job available. In future, however, we will be tightening requirements. We will stipulate that arrangements need to be in place for every programme-led Apprentice to have the opportunity for frequent contact with an employer in the relevant sector within six months of starting a course. We will also ask the LSC to revisit the Programme-led Apprenticeship brand with a view to creating a new name to clearly designate the new reformed route.

We are trialing four new pathways as part of the Foundation Learning Tier. One of these is specifically designed for young people who are preparing to progress into the workplace – a successor to Entry to Employment. The Government has concluded that this is valuable provision, and it is committed to increasing its capacity and quality. However, it is unhelpful to associate this provision explicitly with Apprenticeships, and so we conclude that this term should be removed from any descriptions of this provision.
Consultation
DIUS would welcome comments and views, particularly on the following questions
:
· Have the barriers to the growth of the Apprenticeship programme been accurately and comprehensively identified?

· Will the proposals to strengthen the Apprenticeship programme – including revisions to the blueprint – be welcome among Apprentices, training providers and employers?

· Have we identified the right range of functions for the NAS?

· What more can be done to encourage employers to offer Apprenticeship places?

· How can we encourage those who already do to offer more places?

· Have we identified the right measures for effecting a culture change around Apprenticeships?

· Have we identified the right measures to address the Apprenticeship programme’s diversity issues?
� The Welsh Assembly Government will make a related announcement later this year.


� This was a joint review between the Department for Innovation, Universities and Skills (DIUS), the Department for Children, Schools and Families (DCSF), the Cabinet Office (the Strategy Unit) and the LSC.


� Comments should be sent by 31 March 2008 to: Lynn Khan, Apprenticeships Unit, DIUS, E3A, Moorfoot, Sheffield S1 4PQ Email: info@dius.gsi.gov.uk
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