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 Report to East Sussex County Council 

Review of Participation in Apprenticeships by 16-18 Year Olds in East Sussex

Introduction

This report is the outcome of research commissioned by East Sussex County Council to: 
· Explore barriers to apprenticeship participation by 16-18 year olds and to recommend ways in which barriers may be overcome

· Consider how young people are prepared and supported into employment / Apprenticeships and how this may be improved

· Identify good practice

· Review successful models of apprenticeship provision elsewhere in the country and to consider ways in which these may be adapted and implemented to improve participation in East Sussex.

The research was conducted by LSN during July 2010 and involved meetings with key personnel from East Sussex County Council, Connexions, FE Colleges and private training providers as well as with a number of Apprentices. The report is also based on a review of key data, strategy and planning documents and a consideration of national research publications. Details of the above are provided in Appendix 1.
Key Findings 

· There are a wide range of stakeholders whose contributions are necessary in order to increase the number of 16-18 year old Apprentices. At present, there is no clear, central forum which brings partners together to drive a coherent Apprenticeship strategy. This creates a risk of inefficient use of resources, inconsistent information and a lack of shared strategic planning or prioritisation.

· The local economic context, in particular the high proportion of small and medium-sized enterprises, the large scale of public sector employers and the significance of certain sectors are highly relevant to the local Apprenticeship strategy. Coupled with the rural character of much of the county and high unemployment in the urban conurbation of Hastings, these factors present real challenges to the development of Apprenticeships.

· Information, advice and guidance to support young people in considering a pathway towards an Apprenticeship is not founded upon a strong understanding of the product or consistent messages regarding the challenge and opportunities offered by Apprenticeships.
· Undertaking an apprenticeship is a challenging option for young people and 16-18 year olds are not always able to demonstrate to employers or providers the skills, readiness or maturity necessary for success in employment and training. In a period of recession and a competitive employment market, 16-18 year olds are at particularly high risk of unemployment

· There are a variety of factors which act as barriers to success in Apprenticeships, including learner readiness and changes to employment status during the programme. The development of flexible and varied delivery models and of pathways into, through and beyond the apprenticeship, have potential to alleviate some of these barriers

· Apprenticeship Training Agencies (ATAs) provide a model with potential to support increased participation in an area with a high proportion of small and medium sized enterprises, but there is currently a relatively low level of awareness of such models and a number of queries as to their operational approach among partners

· There are a range of financial incentives and disincentives which have a significant impact on providers, employers and young people

· The phasing out of familiar Key Skills and the introduction of Functional Skills is identified by providers as a risk to recruitment and completion as well as potentially reducing the flexibility of their delivery models.
Summary of current Apprenticeship policy
At the time of this research (July 2010), a number of initiatives and policy directions relevant to Apprenticeships are important to note.
· In 2008 the government introduced a target of 20% of 16-18 year olds participating in Apprenticeships by 2020
· Progress Check Indicator (PCI) targets were introduced for all Local Authorities; notification has been given that these local targets will be removed

· In 2009 the National Skills Strategy highlighted the importance of Advanced (Level 3) Apprenticeships and Higher Apprenticeships

· In June 2010, the government announced reductions in Train to Gain budgets and a relocation of £150 million to fund the introduction of an additional 50,000 Apprenticeship places, with a particular focus on small and medium-sized enterprises
· In June 2010 the new Conservative / Liberal Democrat coalition government announced its intention to support the development of University Technical Colleges 
· The Specification of Apprenticeship Standards (SASE) will become mandatory from April 2011, 
· Key Skills will be phased out by March 2011, after which all Apprentices will be required to complete Functional Skills as defined by their framework.

· SASE requirements for competence and knowledge components of the framework may be delivered through a variety of programmes approved by Sector Skills Councils and registered on the Qualification and Credit Framework (QCF)

· There is a growing interest in links between Higher Education and Apprenticeships, through the development of Advanced Apprenticeships, proposals to allocate UCAS points to Advanced Apprenticeships and the development of HE-level work-based learning pathways

· Current legislation requires that Apprentices are paid a minimum of £95 pounds per week; from October 2010 this will change to a minimum of £2.50 per hour

· From April 2011, Programme-led Apprenticeships will not be a legitimate or fundable model; all young people enroled on an Apprenticeship framework will need to be employed at the start of their Apprenticeship.

· In 2009, 12 pilot Apprenticeship Training Agencies (ATAs) were funded to develop innovative models to increase participation in Apprenticeships.

· John Hayes will act as Minister of State in both the Department of Education and Department of Business, Innovation and Skills. In this role, he will be responsible for 16-18 Apprentices and Careers Advice, alongside his BIS responsibilities for FE, Adult Skills, SFA, Skills Strategy, Lifelong Learning, Informal Adult Learning, Apprenticeships, Sector Skills Councils, Workplace Training Reforms, Qualifications reform programmes.
Summary Analysis of East Sussex Apprenticeship Performance Data
The primary target for Local Authorities in relation to 16-18 year old Apprenticeships has been established and monitored by the 14-19 Progress Check Indicator (PCI), which assesses the number of recorded starts between periods 1 and 6 (August – January). The indicator was introduced for the first time in 2009 and recent information suggests that it will no longer be used by national government to review progress. Performance against the PCI is graded as Red, Amber or Green. 
The targets for East Sussex for the period between August 2009 and January 2010 were as follows:
Green 715, Amber/Green 619, Amber 570. The number of starts in East Sussex for this period were 501, resulting in the county being rated as Red. It should be noted however that of the 19 Local Authorities in the South East (SE) region, only 5 achieved an Amber rating (mostly achieving Amber only by very small margins), with the remaining 14 all being rated as Red.

In addition to this annual PCI target, Local Authorities are provided with regular data from the National Apprenticeship Service (NAS). This data comes in two main forms; the Summary Report provided for each period and the Local Authority Apprenticeship Profile provided on a quarterly basis. These data sets present not only the number of starts measured by PCI target, but also completions, success rates, most popular sector take-up etc.
Starts

In terms of Apprenticeship starts, the most recent report (NAS Summary Report – Period 11 June 2010) shows that East Sussex has a total of 748 starts, which is a 10.3% increase on the same period in 2009 (678). This position ranks East Sussex 11 out of 19 and is positioned relatively closely to that of the two statistical neighbours within the SE region: Kent (11%), West Sussex (14.2%). The SE regional average increase over the same period was 11.3%. The regional average increase is affected by the large increases in some of the smaller, urban authorities (Medway 32.3%, Portsmouth 39.6% and Southampton 37.8% - see also 11 below). 
Completions
For the same period (Period 11, June 2010), East Sussex shows an improvement in the number of 16-18 year olds completing the Apprenticeship framework of 9.9%. This exceeds the SE regional average of 8.8% and ranks East Sussex 8 out of 19. 
Success 
The most recently published success rate relates to Period 10 (up to May 2010) and shows a success rate of 60.3%. This is significantly lower than the SE regional average for the same period of 70.9% and ranks East Sussex as 19 out of 19, although 10 of the 19 Local Authorities rates are below the regional average.
The Provider Gateway
 includes Provider Performance Reports which detail the success and completion rates achieved by individual providers. This information can be used by the LA to inform dialogue with the SFA to influence improvement and commissioning decisions as appropriate.
Using Data to Inform Strategic Planning
The NAS data is comprehensive and useful in its presentation of the county’s performance in relation to that of national and regional averages and to statistical neighbours. It is however not in a form that can easily be used with a wide range of stakeholders, being detailed and complex. East Sussex Council Officers have recently developed an Apprenticeship Data Summary to enable the key headlines relevant to review and planning to be communicated to stakeholders. 

Accompanied by a short narrative, this initiative represents good practice and has potential to be further developed and used effectively to stimulate discussion and to inform clear planning to improve performance. It is useful in particular to compare the LA’s performance against others in the region and statistical neighbours to enable a review of East Sussex performance to be clearly placed in context. It is important to ensure that the summary presents accurate data in such a way that it enables stakeholders to recognise the key headlines which inform strategic planning and 

avoids any risk that strategic messages might be obscured by detail. 
The NAS data is less comprehensive in its ability to present data relating to the number of Apprenticeship vacancies and applications, since it derives this data only from the NAS Apprenticeship Vacancy Online (AVOL) facility
. It does not therefore include vacancies which may have been advertised through other sources, or have the capacity to analyse the rates of application for these vacancies. 
For example, The NAS Apprenticeship Profile data
 shows that 969 young people applied for Apprenticeship vacancies between August 2009 and April 2010; of these 595 were aged between 16 and 18. The number of vacancies posted in the same period was 181, of which 148 were at Level 2 which is most likely to be appropriate for 16-18 year old applicants. 27 young people successfully secured Apprenticeships, of which 18 were aged 16-18. During the same period however, 666 16-18 year olds began Apprenticeships. 

The research acknowledges that applications and starts in the same period do not necessarily correlate, and that the NAS online application service is relatively new, but recommends that in order to use the NAS data effectively to inform planning, it is important to maintain a clear picture of the extent to which employers are using the service to post vacancies and young people are using it to make applications and secure places. It is recommended further in the main report that work is undertaken to draw together information held by other sources to give a fuller and more accurate picture of learner demand, applications rates, analysis of reasons for non-successful applications etc.

Key Findings and Recommendations

	There are a wide range of stakeholders whose contributions are necessary in order to increase the number of 16-18 year old Apprentices. At present, there is no clear, central forum which brings partners together to drive a coherent Apprenticeship strategy. This creates a risk of inefficient use of resources, inconsistent information and a lack of shared strategic planning or prioritisation.




Analysis

1. Increasing the number of 16-18 year old Apprenticeships is a challenging area of work, requiring strong and co-ordinated leadership and the commitment and engagement of a variety of organisations representing different audiences and contributors. The energies and resources of individual organisations are limited and there is potential that working closely together to develop and implement a shared strategy will bring about greater impact.

2. A range of organisations have specific roles designed to contribute to the increase in Apprenticeships, including NAS (regional and national), the Local Authority, Colleges and private training providers, Connexions, employers, economic development agencies and Universities. Consultations with representatives of some of these agencies identified areas where there is potential for further co-operative working; specific examples are discussed in this report.


To increase Apprenticeships requires a strategy that faces towards young people, their 
parents, carers and teachers as well as facing towards employers, industry and economic 
development. A successful strategy will need to tie these priorities together, ensuring for 
example that young people have opportunities to develop the skills that employers are 
looking for. The specialist expertise represented by the stakeholder agencies needs to be 
brought together to inform strategic planning.
3. The public role of NAS in raising the profile of Apprenticeships, encouraging learner demand and employer engagement as well as by providing an on-line vacancy service is a significant contribution to the agenda. However, a fully embedded and sustainable strategy must be built upon strong ownership of the agenda by all relevant stakeholders coming together to play their relative roles.

4. It is recommended that East Sussex consider the formation of a forum to focus specifically on Apprenticeships. Such a forum should relate closely to the county’s 14-19 Partnership and the Local Area Partnership Boards (LAPBs), but should act as the central focus for expertise and strategic planning to increase Apprenticeships. There are examples in other areas of similar models; for example Kent has a clear Kent Apprenticeship brand and a steering group comprising representatives of a range of agencies, Hackney has established the Hackney Apprenticeship Task Force and Westminster has developed Westminster Works. All of these examples have raised the profile of Apprenticeships, provided a single central point of focus and engaged a wide variety of partners in joint planning and regular review of data to assess progress, identify barriers and develop shared solutions.

5. Such a forum will have a range of benefits which will provide impetus to the work. Firstly it will provide an opportunity to develop a clear and powerful Apprenticeship Strategy which is based on an analysis of local issues, defines and responds to local targets and identifies priorities. Notification that the current government intends to remove the previous PCI target for Local Authorities provides an opportunity for local targets and outcomes to be developed.

6. Secondly, a forum will enable all key stakeholders to come together regularly to share responsibility for implementing the strategy, sharing insights, issues and responsibility for solutions. A shared framework provided by the strategy will provide opportunities to align the work of individual organisations and thus increase impact, remove duplication and reduce the risk of inconsistency. 

7. There are a number of local initiatives which are relevant to the development of Apprenticeships and the forum will provide an opportunity to share information about these initiatives and ensure that they are supported and incorporated into the overall strategy. Current examples include the work of the Strategic Local Partnership in reviewing progression pathways from Apprenticeships into HE, the work of the Local Authority in developing information on Apprenticeships for Connexions PAs and in examining models of work with training as part of the Raising the Participation Age pilot (RPA).

8. Within the Local Authority there are a number of strategic drivers which inform and are informed by the Apprenticeship strategy; the forum will be able to make effective linkages between these overlapping areas of work and ensure that priorities for the development of Apprenticeships are reflected within other relevant Council strategies and plans. Examples of areas with direct relevance where joint planning is important include Phase 2 of the LA’s RPA pilot relating to work with training models, the 14-19 priority to expand the range of vocational provision in Key Stage 4, the NEETs Strategy and its examination of progression pathways and e2e provision and the work of the economic development team in defining and responding to specific sectors and working with employers.

9. Finally, the profile and influence of such a group will provide capacity to lobby for change when barriers to increasing Apprenticeships are identified. 

Recommendations

· Establish an Apprenticeship Forum involving providers, NAS, employers, Connexions together with representatives from the Council’s economic development and14-19 teams and linked to learner input.
· Charge the forum with identifying the strategic priorities to provide focus to the shared challenge and with developing a shared action plan

· Secure clear and public support for the strategy from key local leaders

· Use the collective voice of the forum to lobby locally and with national bodies, including sector skills councils, to address barriers to increasing participation

· Include representation from the Strategic Learning Partnership (University of Sussex) to ensure inclusion of Higher Apprenticeships within planning (and IAG)

	The local economic context, in particular the high proportion of small and medium-sized enterprises, the large scale of public sector employers and the significance of certain industry sectors are highly relevant to the local Apprenticeship strategy. Coupled with the rural character of much of the county and high unemployment in the urban conurbation of Hastings, these factors present real challenges to the development of Apprenticeships.




Analysis

10. The economy of East Sussex is characterised by its high number of small businesses and high levels of self-employment. Three quarters of businesses employ less than 5 people, while 88% employ 10 or fewer. Only 27% of people who work in the county are employed by organisations who have more than 100 employees (this compares with an average of 43% nationally and 40% regionally). 

11. An analysis of the number of 16-18 yr olds Apprenticeship starts in East Sussex in 2009/10 shows an increase slightly lower than the regional average.  Some of the larger increases in the region are to be found in smaller, more urban Local Authority areas with large specific industry sectors - Medway (32.3%), Portsmouth (39.6%), Southampton (37.8%).

12. In a number of areas nationally, increases in Apprenticeship participation have been supported by relationships between providers and large local employers, particularly in sectors where Apprenticeships are well-established within the culture of the industry and the qualification is a key to promotion through a clear career structure. A large employer enables a provider to develop a sustained relationship and to design bespoke provision tailored closely to fit the employer’s needs, as well as  in some cases to invest in specialist training centres.
13. Feedback from the consultation with providers identified the importance of developing and maintaining relationships with employers. In many cases providers have long-standing relationships with individual employers who will contact them directly when either looking for a new employee or when they have an employee who they wish to engage in an Apprenticeship. Additionally certain providers will have a reputation within specific sectors for delivering training, e.g. Plumpton College’s relationship with the land-based industries. 

14. The East Sussex Apprenticeship Strategy therefore needs to develop approaches to working with SMEs, while identifying any major local employers or specific sectors which offer potential for a longer-term strategic partnership.
Small and Medium-Sized Employers

15. The model of an Apprenticeship Training Agency (ATA) has potential to support SMEs in particular by removing from employers the need to employ the young person or to manage the administrative elements of recruitment and employment. Instead, the young person is employed by the ATA and placed with appropriate employers. This model also enables an employer to provide training without committing to a full-time or permanent employment and can benefit a young person who has the opportunity to be placed with a number of employers and to gain a range of skills in different settings. The South East Apprenticeship Company (SEAC) has been recently established; this and a number of national case studies are presented in Appendix 2
16. It may be possible to secure some of the benefits of an ATA even without the formal establishment of a company by working through existing networks of employers in a particular sectors or by stimulating the creation of such networks where they do not already exist. For example, a group of primary schools who already work closely in a cluster have expressed an interest in providing opportunities between them for an Apprentice. Within specific sectors, there may already be networks of small companies with whom discussions could take place to explore opportunities to place Apprentices across the members. A number of ATA models focus on specific sectors, for example the Gateshead Creative Apprentices initiative is a partnership between Gateshead College and a range of key local and regional creative and cultural organisations. Paragraphs 84-88 below discuss ATAs in further detail.

17. Another approach which may support SMEs in engaging with Apprenticeships is the development of pre-Apprenticeship models which enable a young person to work towards an Apprenticeship even where they are not in employment at the outset. It may be possible for SMEs to support the provision of a work placement model even where they are unable to commit to full-time employment. 
18. The development of flexible models of Apprenticeship delivery which accommodate a learner who may move between periods of employment and full-time study, may also act as an incentive to SMEs who cannot guarantee long-term employment, including for example those in seasonal industries such as land-based or travel and tourism. See Paragraphs 71-83 below for further discussion of flexible models of Apprenticeship and pre-Apprenticeship. 

Specific Industry Sectors
19. The Apprenticeship Strategy needs to be firmly built around clear priorities for working in relation to particular industry sector priorities. The economy of East Sussex is dominated by service industries. In 2008, 85% of jobs in the county were in the service sector, 8% in manufacturing, 6% in construction and less than 1% in agriculture, fishing, energy and water. Six out of ten people who work in East Sussex are employed in public administration, education or health (34%) or distribution, hotels and restaurants (27%). Combined, these sectors are particularly important sources of employment in Hastings (68%) and Eastbourne (69%) economies. By contrast the county has an under-developed business and financial services sector, compared with many parts of the South East region. 
20. The key employment sectors locally of Business, Retail and Public Sector are reflected in Apprenticeship vacancies reported by NAS
. The most popular frameworks for 16-18 year old participation are consistently in Hairdressing, Child Care Learning and Development and Construction. Numbers in Child Care are significantly higher than the regional average (2008/9 East Sussex 14.5%, SE region 7.9%).
21. It is recommended that the East Sussex Apprenticeship strategy identifies priority sectors, including those which represent a high proportion of employment opportunities and those which are predicted to grow, as well as those where there are current or predicted gaps in the skills of workforce. The strategy may wish to consider those industries which are prominent in the county, but which are typically not attractive to young people and develop approaches to challenge preconceptions and highlight career potential. The local strategy should encourage employers to see the employment of young people as Apprentices as a key component in their succession planning. 

22. An interesting example can be seen in Gateshead, where the County Council identified a gap in Social Care Workers and developed a programme which provides opportunities for young people to gain experience across the full range of social care contexts and settings through a programme of 4-6 week placements. Such a programme serves to challenge perceptions of social care by providing trainees with a broad-ranging experience as well as equipping a cohort of young people with diverse experiences which will help them to develop the awareness and skills necessary for the multi-agency working which is so much a part of the development of integrated service teams. As such these young people are developing the skills necessary for future leadership in Children’s Services 
23. In general terms, it is important to ensure that information, advice and guidance provided to young people and their parents or carers highlights the employment prospects of Apprenticeships in these larger employment sectors. As discussed further in paragraphs 32-55 below, IAG regarding post-16 choices needs to be underpinned by effective careers education which raises awareness of Apprenticeships and employment and by opportunities to participate in vocational pathways at Key Stage 4 which are relevant to these sectors. The traditional perception of Apprenticeships in ‘trade’ areas such as Construction, Hairdressing, Engineering is perhaps re-asserted by the dominance of vocational programmes in these same areas. In developing a broader range of KS4 and post-16 pathways, it may be useful to give particular consideration to those which support progression into public administration, education or health and distribution, hotels and restaurants. This would need to be accompanied by IAG which challenges any negative perceptions which may be held by young people about retail, hospitality, business administration, health and care and demonstrates the positive career options.

24. In developing the Apprenticeship strategy it may be valuable to adopt a ‘deep-dive’ approach to investigating effective ways of promoting particular industry sectors and of developing pathways into employment in these sectors. Selecting a priority sector and examining possible strategies to increase learner demand, to develop employability skills, to prepare young people for employment, to increase Apprenticeship availability and to support employers may provide valuable insights and act as a pilot approach which may then be adopted for further industry sectors. A ‘deep-dive’ exercise would be a valuable activity for the new Apprenticeship forum, providing an opportunity to work together and to think across all the inter-dependent elements of a successful strategy.
25. The ‘deep-dive’ approach may begin with an existing area where there is evidently opportunity for employment but either low demand or low success in entry from young people. Through close working with economic development it may also be possible to identify sectors in which there is future potential for employment and to work to ensure that a strategy for developing Apprenticeships for 16-18 year olds is fully embedded within the broader skills strategy for that industry. Examples may include wind-energy technologies and creative applications of digital technologies. Should the strategy determine to focus on specific sectors and to develop new pathways into existing frameworks, or even to liaise with Sector Skills Councils to development new frameworks, work would need to be undertaken to ensure that providers are supported in making strategic decisions which may involve adjustments to their offer and to their workforce.
Public Sector
26. Nationally, approximately 20% of workers are employed in public service areas, yet public sector organisations employ only 10% of Apprentices. There are a wide variety of job roles in the public sector applicable to Apprenticeships, including those within the Health, Public Services and Care frameworks, which include Advice and Guidance, Community Development, Community Justice, Public Services, Teaching Assistants, Youth Work, Customer Services, Business Administration, Team Leading, Management, Payroll and Personnel. Additionally public sector organisations employ staff in a wide range of roles which are encompassed within other frameworks.

27. In East Sussex a high percentage of organisations with more than 100 employees are within the public sector. Across the county 34% of employees work in public administration, education or health. Among 16-18 year olds, the most popular Apprenticeship frameworks include Child Care Learning and Development and Health and Social Care.
28. Significant work has already been undertaken by East Sussex County Council to introduce an in-house Apprenticeship scheme and to promote the model to other public sector partners, including schools and Colleges. These models are in relatively early stages and practical delivery issues are being addressed, in particular relating to recruitment and contractual arrangements.
29. Evidence from research demonstrates that successful introduction and sustainability of in-house Apprenticeship programmes requires strong leadership from the most senior levels of the organisation. Setting challenging targets for the appointment of Apprenticeships within an organisation can be a powerful tool to embedding the programme within units and departments, particularly when supported by Personnel policy which integrates the support and training of Apprenticeships within performance management. In Kent, for example, the Leader of the County Council has publicly declared support for Apprenticeships and set challenging targets for the county which exceed those set by national government and embedded these targets within departments of the County Council. This sends a powerful message which enables all stakeholders to recognise the strategic priority. In addition, the Council has allocated funding to support the development of the Kent Apprenticeship brand and the in-house Kent County Council Apprenticeship scheme entitled ‘Kent Success’ as well as offering incentives to employers to employ vulnerable young people. 
30. Clear senior leadership will support those Officers and Managers charged with delivering increased Apprenticeship employment, empowering them to work across the organisation to develop solutions and address barriers. For example, the use of departmental targets for Apprenticeships is evidently a useful way of engaging department heads, but such an approach requires leadership from the top of the organisation.
Support for Managers
31. Employing an Apprentice places a significant responsibility on managers within public and private sector organisations. In small businesses, a busy manager may not easily see how they have the time or capacity to support and train an inexperienced young person and even in larger organisations, there may not be an established infrastructure for supporting young employees. During the research and consultation a number of suggestions to support managers in building their confidence were made; these include:

· The development of an Apprenticeship Champion role within departments or organisations, to ensure that one person has a clear role in supporting Apprentices and their managers and for liaising with other parts of the organisation to smooth out any difficulties. 

· The use of named mentors who can provide the Apprentice with on-going support and a point of contact for queries and problem-solving.
· The development of a short, perhaps 1-day, training programme for Apprentice Managers to ensure that managers have a clear understanding of their role and insights into strategies to address difficulties. A generic programme of this type might be developed by training providers working together to design a programme which could be quality marked as the East Sussex standard, and then delivered locally by individual training providers, perhaps as part of their package of liaison support for employers.
Recommendations

· Develop and maintain strong links with the South East Apprenticeship Company (SEAC) to ensure that as it develops, it is responsive to the needs of East Sussex

· Consider the potential to focus on specific industry sectors within the Apprenticeship strategy and to build networks of employers with capacity to adopt elements of the Apprenticeship Training Agency (ATA) approach

· Identify key existing networks of employers with potential to support shared Apprenticeships, or to develop an ATA approach, including clusters of education and training providers and Local Area Partnership Boards

· Work closely with economic development partners to identify key industry sectors around which to focus the Apprenticeship strategy

· Where gaps in Apprenticeship provision are identified in relation to employer demand, support training providers to adjust their provision

· Where there is low learner demand for opportunities within a large or growth area, develop strategies for raising the profile of the sector and the opportunities it offers

· The Local Authority needs to plan strategically for new growth areas in Apprenticeships and work closely with the YPLA to ensure that priorities are reflected in funding and tender decisions
· In developing KS4 vocational pathways, give consideration to pathways appropriate for entry to employment in priority industry areas and develop sector-specific IAG to raise awareness among young people of the opportunities in these large employment areas

· Initiate a ‘deep-dive’ investigation to plan a strategy for increasing Apprenticeships within a selected sector and then roll-out the model if effective
· Ensure strong and clearly communicated support from senior leadership

· Embed the commitment to recruit young Apprentices within Personnel policy 

· Consider establishing departmental targets for Apprentice recruitment within the Council

· Provide support for managers in understanding and carrying out their role in training and supporting an Apprentice
· Consider the development of a short county-wide training programme to support employers in managing Apprentices
	Information, advice and guidance to support young people in considering a pathway towards an Apprenticeship is not founded upon a strong understanding of the product or consistent messages regarding the challenge and opportunities offered by Apprenticeships.




Analysis 
32. The commitment to offering young people the opportunity to access Apprenticeships is clear nationally and locally, with Apprenticeships identified as one of the major pathways within the 14-19 qualifications offer and highlighted in the East Sussex 14-19 Plan. 

The Apprenticeship ‘product’ is well known among Colleges and private training providers 
who have well-established experience of delivering Apprenticeships to 19-24 year olds and 
to adults. Understanding and awareness of the option of Apprenticeships for 16-18 year olds 
is however less well-understood across the school and FE sector. The profile of 
Apprenticeships has been raised in recent years, firstly by the introduction of a target for 
20% of 16-18 year olds to undertake Apprenticeships by 2015 and the concept of every 
suitably-qualified young person being entitled to access an Apprenticeship. The introduction 
and national promotion of the National Apprenticeship Service (NAS) has also served to 
raise awareness and Connexions staff reported an increase in enquiries from young people 
following national marketing.
33. In making choices and decisions regarding post-16 options, young people are influenced by a wide range of messages and views received from a variety of sources. Parents, carers, peers, teachers, Connexions Advisers, national marketing and press all contribute to the ways in which an option is viewed. 


In the course of the consultations leading to this report, a number of interviewees reflected 
on the fact that there can still be a rather limited view of Apprenticeships as an option 
relevant only to those seeking employment in a limited range of industries. Additionally that 
Apprenticeships are seen by many as a route appropriate to those young people who have 
not excelled in ‘academic’ study. As such Apprenticeships are inter-twined with views and 
perceptions of academic or vocational learning, which serve to present the option narrowly 
rather than as a route appropriate for many. This can, for example, lead to the 
Apprenticeship only being actively presented as an option to those young people who are 
engaged in vocational programmes at KS4, rather than more widely to the whole cohort.
34. Appendix 3 presents the text of a letter written by Andy Palmer, Head of Skills Development at British Telecom and published in the Times Education Supplement (13.8.2010). The comment celebrates the Apprenticeship route and considers the impact of vocational pathways too often being seen as ‘the poor relation of the qualification system’. As sponsor of the new Hastings Academy, there is potential for BT to be engaged in developing the East Sussex Apprenticeship strategy and developing the potential of the Academy to make a significant contribution to opening up routes into Apprenticeships.

35. It is essential that knowledge and understanding of the Apprenticeship pathway is developed more fully among young people and all those who act as key influencers. The consultation and research has highlighted the following areas for consideration in raising awareness and understanding of the Apprenticeship ‘product’.

Careers Education
36. Young people need to be prepared to consider their post-16 options, not only in Year 11 but throughout their school career. A number of young people consulted in the course of this research indicated that while at school they had not been aware of the Apprenticeship as a possible route and had only ‘come across’ it after having embarked on another form of post-16 learning which had not met their needs. A strong and robust programme of careers education will provide opportunities from Year 7 for students to become aware of the different types of learning and work and become self aware and confident in their ability to make choices and decisions. It is important to ensure that careers education programmes include opportunities to understand different types of learning pathways and that Apprenticeships be fully included in this consideration. Such activity can serve to challenge any preconceptions or stereotypical views about Apprenticeships.

Clear, powerful messages
37. It is important that young people are able to access accurate, up-to-date and complete information regarding all post-16 options. Knowledge and understanding about Apprenticeships is held by employers, providers, young people, Connexions etc. and it is important that these variety of voices are captured and presented to young people in a coherent way. It is recommended that a key action for the Apprenticeship forum would be to establish the key messages which should be used as the basis for local activity, marketing and training for professionals. As a starting point for this discussion, the consultation exercise identified the following key messages through discussion with young people, Connexions Advisers and providers:

· An Apprenticeship can be an option for many young people, whether they have followed an ‘academic’ or ‘vocational’ route at Key Stage 4

· Progression onwards from an Apprenticeship can be multi-directional, including into work or into Further of Higher Education
· An Apprenticeship is a challenging option, requiring hard work and determination both to secure employment initially and to sustain the learning until completion. 

· Apprenticeships are available in a wide variety of industry sectors and job roles

· Skills and confidence gained through an Apprenticeship can make a young person highly attractive to future employers
Professional Development for Advisers and Key Influencers
38. In order for young people to receive impartial, accurate and complete information, advice and guidance (IAG) about Apprenticeships, it is essential that those professionals who provide the IAG to be as knowledgeable and confident in their understanding of Apprenticeships as they are about other post-16 options. In light of the relative newness of Apprenticeships as an option for 16-18 year olds in contrast to established routes such as A-levels and BTECs, it is recommended that a programme of professional development be designed and implemented.
39. County Council staff have already developed an Apprenticeship information pack for Connexions Advisers and NAS representatives have undertaken to meet with Connexions Advisers to provide information about Apprenticeships. This positive pilot activity should be built upon to ensure that information is communicated widely not only to Connexions professionals but also to key personnel within schools and Colleges, including Heads of 6th Form, Careers Guidance Managers, and Apprenticeship Champions (see paragraph 44). Information could be communicated through a programme of professional development for the range of staff, ensuring that the wider workforce has a good level of understanding. It may be useful to bring these professions together so that different views and perceptions can be shared and the core messages reinforced.
Role Models

40. Positive role models can be an effective way to demonstrate the realities and opportunities of Apprenticeships to young people. There are a number of ways in which Apprentices can be presented to young people as positive role models. There is a positive interest amongst schools in the prospect of employing Apprentices within the school in a range of roles. The presence of a young Apprentices working in the school environment is a direct and tangible example to others, both students and staff, and may serve to challenge perceptions about the type of jobs which are appropriate to an Apprenticeship.
41. The County Council might consider incorporating within its in-house Apprenticeship scheme opportunities for young people to attend events or activities in schools and Colleges to describe and discuss their experience of securing and under-taking an Apprenticeship. 

42. The Apprenticeship forum may be in a position through its links with employers and providers to identify examples of successful professionals whose careers have been supported by an Apprenticeship, who could contribute to demonstrating the benefits of the route.

43. In all of the above, care should be taken to demonstrate the range of jobs applicable to Apprenticeships, the variety of industry sectors with opportunities for Apprenticeships, the variety of routes by which a young person progressed into an Apprenticeship and from the qualification into work or Higher Education.
Apprenticeship Champions

44. Sussex Downs College reported that as part of their strategy to increase the number and success of Apprenticeships, the role of Apprenticeship Champion has been introduced into each subject department. The role is important in acting as a point of contact for young people, but also as a source of expertise and knowledge about Apprenticeships with which to raise the awareness of colleagues. This model has potential to be usefully developed within schools, ensuring that each school has at least one key member of staff who adopts the role. The Apprenticeship Champion could then be targeted for professional development and charged with a responsibility for ensuring good awareness among the wider school workforce, and a network of Champions would be a useful vehicle through which to disseminate and capture knowledge and intelligence relating to Apprenticeships.
Application Process
45. The process for applying to undertake an Apprenticeship is fundamentally different to that of applying to progress into College or 6th form. The Year 11 cycle of IAG activity is built around a well-established timetable for post-16 applications which is not applicable to Apprenticeships and which can therefore present a barrier to those with an interest in Apprenticeships. Typically schools begin to hold Post-16 Options events in the Autumn term of Year 11 to support young people and their parents /carers in considering options, and post-16 providers offer post-16 Open Days to publicise their available offer. A typical experience might involve the young person considering which subjects of study they wish to pursue and which provider offers them the most suitable course, experience or venue and then progressing applications to one or more providers or courses. This pattern is well-established within the annual calendar of schools and Colleges.

46. If however a young person expresses an interest in progressing to employment or to an Apprenticeship, there is a much less well-established process for responding to this interest and as a result there is a risk that their expressed interest may become diluted in the face of complexity and a lack of support. 

47. To be enrolled by a provider onto an Apprenticeship framework, a young person needs to be employed. A young person cannot therefore make an application for an Apprenticeship while still in Year 11 at school and certainly not in the Autumn or early Spring term when the majority of College of 6th form applications would be being made. The NAS Online Vacancy Service allows a young person to register an interest in an Apprenticeship but there is no evidence locally that this has led to further information about employment opportunities being made available to the young person. Consequently Connexions Advisers reported that they would often advise the young person to also consider making an application to College or 6th form as a ‘back-up’ option in the eventuality that they are not able to secure a job. 

48. It has been suggested that the County Council, Connexions, schools and training providers and the Education Business Partnership might explore the potential to collaborate in developing a programme of targeted support aimed at those young people who, in Year 11, express an interest in progressing to employment / Apprenticeships. In light of the anticipated rise in the statutory participation age, such a programme could be relevant to all forms of combining work with learning. Such a programme could provide opportunities for young people to be supported in reviewing their career plans, seeking employment, preparing for interviews, seeking vacancies, preparing and submitting applications for jobs, and planning for the realities of work such as finance, transport. The programme might include enhanced opportunities for work experience and or enterprise activity and potentially guarantee an individual Connexions interview to every young person who expresses an interest in employment or Apprenticeship.
49. It is also recommended that opportunities for Colleges and private training providers to provide and present information about Apprenticeships at school Options Evenings should be expanded to ensure that information accessed at such events is comprehensive and includes all post-16 pathways.
50. Connexions staff reported that the process of completing an application for an Apprenticeship is typically more complex than that of an application to College or 6th form and that for some young people this becomes a barrier in itself, either to their pursuing an application or to their being considered by a prospective employer. A College or 6th Form application usually only requires the young person to state the course(s) that they wish to apply for whereas an Apprenticeship or job application requires more information to be presented. A targeted programme such as that proposed in paragraph 48 above could address some of these barriers. Paragraphs 56-69 below discusses further the importance of preparing young people to present themselves to employers.
Accessing Information About Vacancies

51. The National Apprenticeship online vacancy service 
 is designed to act as the primary source of information for applicants to seek information concerning available vacancies and for employers to post information regarding vacancies. It enables young people to search for vacancies in sectors and locations. Information about vacancies is also held in a variety of other sources, including by providers, Connexions, Job Centre and Job Centre Plus.

52. It is apparent that employers frequently contact training providers to inform them of vacancies. This often comes about by virtue of the established relationship between a provider and an employer, which gives the employer confidence that a provider will recommend only suitable candidates. Providers report that they are more often approached by employers seeking a suitable candidate than by applicants seeking employment. Connexions local offices display information concerning local vacancies and receive information from Job Centre and Job Centre Plus in the county as well as accessing information relating to vacancies in neighbouring counties.

53. Through the Sussex Council of Training Providers (SCTP), training providers in Sussex manage an on-line resource providing information about Apprenticeship frameworks offered by providers across the area. The website
 enables applicants to search for a provider in the area who offers training in selected locations and sectors. The site provides a link to the NAS Vacancy Matching Service.

54. The NAS web-site aims to act as a comprehensive and primary source of information; however it is not clear what percentage of local vacancies are available in this way. It would be valuable to carry out further research on this point to establish the extent to which it is accurate to refer to the NAS web-site as comprehensive. A clear view should be developed as to which sources of information should be recommended to young people to support their search for an Apprenticeship and built into the programme to support young people seeking to progress into employment (as discussed in paragraphs 56-69 below) and into the professional development for staff.

55. At present it is easy to see how a young person or parent/carer may become confused about information and application processes, between information from individual providers, from Sussex Apprenticeship, from NAS and from Job Centres and Connexions. A large number of information sources exist, each of which provide an element of the required information and link to other sources for information about the other element. For example, the area prospectus gives information about programmes and a link to NAS, Sussex Apprenticeships gives information of programmes and providers but not of employment vacancies: NAS provides employment vacancy information. In general few links are made between the application process and the advice and guidance needed to make decisions and work through the application process. For example, if a young person registers an interest in an Apprenticeship on the NAS web-site, this does not trigger any contact with Connexions Advisers. 
The Apprenticeship forum could review the various sources of information and consider ways of increasing coherence, simplicity and comprehension. In particular to consider ways of linking information regarding vacancies, training providers and registering a learner’s interest. A step-by-step guide for young people and parents/carers could be developed jointly by the forum. This could be addressed by the development of an East Sussex Apprenticeship web-based portal which links clearly to NAS, the Area Prospectus (www.myfutureeastsussex.com) and Sussex Apprenticeships and includes details of the support a young person can access to enable them to consider their choices and prepare their application.
Recommendations
· Embed an appreciation of the Apprenticeship pathway within careers education from Yr 7 upwards and celebrate the challenge and benefits of Apprenticeships with awareness of the need to challenge existing perceptions that Apprenticeships (and vocational pathways) are suitable for lower ability learners

· Work with employers, training providers, Higher Education and Connexions to develop a clear and coherent set of core messages which can be consistently communicated by all stakeholders and which can drive a strategy to raise awareness of Apprenticeships among young people, parents/carers, teaching and support staff, careers advisers and guidance professionals
· Provide regular opportunities to enable careers education and guidance professionals to secure their knowledge and understanding of Apprenticeships

· Celebrate the successes of young Apprentices and involve them in acting as role models 

· Consider the introduction of Apprenticeship Champions within schools, Colleges and the County Council

· Work with Connexions, training providers, schools and the Education Business Partnership to develop a programme of targeted support for all young people who express an interest in Apprenticeships

· Ensure that there are opportunities for training providers to participate fully in school-based options evenings
· Improve understanding among professionals of the sources of information regarding Apprenticeship vacancies and improve the alignment of the Yr 11 cycle of application to all post-16 options.

· Review the range of sources of information available and consider options to improve coherence and to develop stronger links between information and guidance

· Provide targeted support for young people who express an interest in Apprenticeships in Yrs 10 or 11, potentially through innovative partnerships between schools, Connexions and training providers
	Undertaking an Apprenticeship is a challenging option for young people, and 16-18 year olds are not always able to demonstrate to employers or providers the skills, readiness or maturity necessary for success in employment and training. In a period of recession and a competitive employment market, 16-18 year olds are at particularly high risk of unemployment




Analysis

56. As discussed above, young people develop the skills, awareness and knowledge to prepare them for successful employment over a period of time and readiness is achieved through sustained attention. This is particularly relevant to any strategy to increase take-up of Apprenticeships among 16-18 year olds. Progressing into employment with training at the age of 16 is a challenging proposition for many young people, some of whom may lack the maturity or skills to ensure their readiness. At a time of economic recession it is probable that young people will be particularly disadvantaged in a highly competitive employment market where entry level jobs traditionally the domain of the younger person are sought by older, more experienced people. The national picture of those 16-18 year olds who are not in education, employment or training (NEET) indicates growing numbers among 17 and 18 year olds.


NAS data reveals that a high proportion of applications for Apprenticeships are unsuccessful 
for a variety of reasons The main recorded reasons for lack of success are No Show at 
Interview (22/14.1%), Ineligible for the Opportunity (20/12.8%), Not Suitable for the Vacancy 
/ Does Not Meet the Employer Requirements (54/34.6%), Vacancy Already Filled / More 
Suitable applicant (23/14.7%). An understanding of these reasons needs to inform the 
design 
and content of any targeted support programme or universal employability skills 
programme.

57. The position of career learning and development in the curriculum has changed since 2008. A new non-statutory subject called Personal, Social, Health and Economic education (PSHEe) has been created which the previous government planned to make compulsory by 2011. PSHEe has two programmes of study covering ‘personal wellbeing’ and ‘economic wellbeing and financial capability’. Careers education (already a statutory requirement at KS3 and KS4) along with work-related learning and enterprise education (already statutory at KS4) and financial capability make up the programme of study for economic wellbeing and financial capability
. Two further requirements have been placed on schools: one to implement the principles of impartial careers education
 and the other to include information on all 16-18 options and especially Apprenticeships

Employability Skills
58. The research indicates that it may be useful for the 14-19 partnership to consider its strategic approach to developing the employability skills and readiness of young people. This might include bringing together the views of providers, employers and the expertise and resources of the Education Business Partnership (EBP), District Councils and others to establish a framework for employability skills development / work-related learning, to recognise good practice, to disseminate models across schools and to consider piloting activity if applicable.
59. The partnership may wish to consider piloting models such as the Edexcel Work Skills Programme alongside main qualifications in Key Stage 4 and as a focus for the employability programme. For example, in Tower Hamlets, the Local Authority has supported the development of a Passport to Employability programme in schools. Led by the EBP, the programme includes mock interviews with local employers, a series of events exploring teamwork, leadership and other employability skills and interaction with business mentors. The Work Skills qualification is now being introduced to the programme to provide an opportunity for formal accreditation.
60. An employability skills programme could be considered as a whole school activity across Key Stages 3 and 4, or as an activity targeted towards those seeking progression directly into work in Yr 12. It may also be a useful approach to support young people who have entered post-16 education or training but who have disengaged during Yr 12 or 13; in such cases a programme of employability skills including opportunities for work placement, volunteering or sector-specific tasters could provide valuable support and engagement to move the young person on to a positive engagement.
61. The development of such a programme would benefit from close joint working between schools, employers, training providers and Connexions. In the course of the research conducted for this report, it was suggested that focused partnerships between schools and training providers might be developed to ensure an on-going dialogue on matters of employability. Working through the Sussex Consortium of Training Providers (SCTP) it may be possible to pair each school with a training provider and to nominate a named Employability Champion in each school and provider. The unilateral relationship may then serve to help drive forward work on developing employability skills and preparing young people for employment, and collectively the group of Employability Champions in each Local Area Partnership Board (LAPB) area could be developed as a valuable resource of expertise.

Work Experience and Tasters
62. As schools develop programmes to ensure that these requirements are met, they will be considering the place of work experience, enterprise and employability education as well as the opportunities for cross-curricula approaches offered by the new secondary curricula. Discussions with young people in the course of this research indicated that they did not recognise their work experience placement (undertaken in Year 10 or 11) as part of a wider programme of activity to support them in preparing for employment, but rather as an isolated experience from which they did not carry forward learning. While this response is anecdotal and may prove not to be typical across a wider sample of young people, it does highlight the potential for work experience placements to be more fully integrated within a programme to prepare young people for work. In particular there are opportunities for young people to be supported in reflecting on the experience and articulating the skills they may have gained or become aware of the need for as a result of the placement, as well as opportunities for additional work experience placements for young people who express a desire to progress to employment in Years 12 or 13. 
63. Apprenticeship mentors, such as those undertaking County Council Apprenticeships may be able to contribute to this by reflecting with their younger peers as to the skills and awareness they gained from experiences of work. For example, two of the Apprentices interviewed for this research had initially chosen to study Hairdressing at post-16 (despite having had no prior opportunity to experience study or work in the area); after a period they had both decided that they did not in fact enjoy Hairdressing but came to a realisation that they enjoyed and were good at the customer service elements of working in a salon. Consequently both pursued an Apprenticeship in Customer services.
64. Individual Learning Plans can provide a helpful framework within which to encourage young people to reflect on their sills and preferences and to use this self-awareness gained through experiences of work to inform their decisions regarding post-16 options.

65. It has not been within the scope of this research to investigate work experience processes or availability in detail, however it is understood that not all schools offer young people the opportunity for work placement. In developing the Apprenticeship Strategy it may be valuable to consider the extent to which work experience is available, and linked to specified sectors where a young person has a particular interested as well as to consider the potential to encourage public sector partners to offer more comprehensive range of work placement opportunities. 
66. Short taster programmes can provide an insight into a specific subject or sector area and / or to a mode of learning and can be particularly important when a young person is considering a post-16 option in an area that they have not studied at Key Stage 4. It is recommended that in developing a targeted programme of support to those young people who express a wish to progress to employment from school, consideration is given to including tasters and / or additional periods of work placement in the relevant sector.

Key Stage 4 Vocational Pathways

67. It is evidently a priority within the Local Authority’s 14-19 Partnership to extend and expand the range of vocational learning pathways available to young people. In preparing young people for work, programmes such as the Diploma and BTECs can offer opportunities to engage with employers, to visit places of work and to undertake projects which simulate real-world industry scenarios. Opportunities to study vocational subjects and / or to participate in applied learning programmes can provide young people with further opportunities to develop their awareness of the world of work and to develop the range of skills that employers are seeking.
68. It is recommended that young people undertaking vocational programmes are provided with information relating to Apprenticeships, highlighting opportunities both in the same sector area, but also highlighting the transferable skills they have acquired and the range of job roles in which their skills could be relevant.
69. As discussed in paragraph 74 below, there may also be opportunities to support the transition from full-time education to employment and Apprenticeships by mapping the potential for prior accreditation of elements studied in full-time education within the Apprenticeship framework. For example where a young person has achieved Functional Skills or Personal, Learning and Thinking Skills through Diploma study or has undertaken a specialist programme which maps onto the requirement for knowledge and competence.

Recommendations

· Develop strategies for securing feedback on the reasons for a high proportion of unsuccessful applications to Apprenticeships and use this intelligence to inform support and employability programmes
· Develop a programme or strategy for improving employability skills, working with employers, providers, District Councils and Education Business Partnership

· Consider support for an Employability Champion in every secondary school, linked through LAPBs and SCTP to a specific training provider
· Consider the development of Work Skills programme to sit alongside KS4 vocational options

· Review the work experience provision managed through schools and develop ways to enable young people to gain the maximum possible understanding as a result of their experience

· Consider the introduction of tasters to introduce young people to specific roles, sectors and modes of training

· Review the development of vocational pathways in KS4 and ensure that learners on these pathways are introduced to Apprenticeship options, as well as mapping any opportunities for accreditation of prior learning

	There are a variety of factors which act as barriers to success in Apprenticeships, including learner readiness and changes to employment status during the programme. The development of flexible and varied delivery models and of pathways into, through and beyond the apprenticeship, have potential to alleviate some of these barriers




Analysis
Preparing Young People for Employment
70. Developing the readiness of young people for Apprenticeships can be supported by approaches to developing the employability skills of young people and in delivering information, advice and guidance as discussed above. Another approach is the development of pre-Apprenticeship models, a number of which exist already. Government policy regarding Apprenticeships identify employment as the cornerstone; this is reflected in a number of changes, including the removal of funding for Programme-led Apprenticeships from April 2011, which strengthen the principle that a young person must be employed from the first day of enrolment onto an Apprenticeship framework. The government has however also signalled its intention to develop pre-Apprenticeships to prepare young people for employment where they are not ready at the age of 16. 

71. Young Apprenticeships at Key Stage 4 provide opportunities for young people to gain vocational and functional skills combined with extended work placement and as such provide good preparation for employment. Future policy and funding for Young Apprenticeships is not known at this time (invitations to bid for the next cohort would normally be expected in October). As discussed above, young people undertaking YAs or other vocational programmes in KS4 could receive targeted support to enable them to progress to employment and Apprenticeship if appropriate and close co-operation with providers and employers in developing pathways from KS4 into employment roles has the potential to be productive.
72. Existing short-term programmes such as Entry to Employment (e2e) and existing Pre-Apprenticeship programmes offer another way to prepare young people with the skills and experiences necessary to gain employment and consideration might be given to the quality and availability of information, advice and guidance relating to Apprenticeships for young people on such programmes. With the introduction of Foundation Learning and the Qualification and Credit Framework, there is potential to share the experiences of providers in introducing and managing new qualifications and their impact on preparation for employment. There may also be potential to develop additional pre-Apprenticeship programmes which might include not only studying for qualifications to develop employability skills and sector knowledge relevant to an Apprenticeship, but also including voluntary work or unpaid work experience which will prepare a young person for employment.
73. While Apprenticeships offer a formal framework within which knowledge and competence can be gained through work and assessed in work, there may be circumstances in which the formality of the framework is a disincentive to providers, employers and young people in securing work with training. For example, young people who have become disengaged from education but who are highly motivated by the prospect of employment may not be in a position to embark upon an Apprenticeship, would not demonstrate the skills an employer is seeking, or be an attractive prospect to providers if they are at risk of not completing the Apprenticeship programme. Tailored pre-Apprenticeship programmes, which feature clear mapping of pathways into Apprenticeships and support to develop employability skills and experience of work, could be effective in supporting these priority groups of young people. Such an approach might also be targeted towards young people who complete a programme of study in Yr 12.
74. It is recommended that, in line with the Local Authority’s RPA strategy, the Apprenticeship forum gives consideration to mapping pathways towards Apprenticeships and to examining models which enable young people to gain experiences which prepare them for employment. In developing the Apprenticeship and RPA strategies, the LA will need to give consideration to the targets which it sets relating to increasing participation and attainment by 19, reducing NEETs, increasing Apprenticeship take-up and developing work-with-training pathways to ensure that these closely linked strands of work support each other and do not introduce tensions by driving in different directions. The key to this potentially lies in considering the routes by which young people can progress towards employment and ensuring flexibility of progression thorough and between pathways. It is recommended that further research be undertaken to identify any funding barriers which such an approach might present and that a close watch is kept on developments which support the government’s stated intention to introduce pre-Apprenticeship models. 
Recognising Prior Learning
75. In some cases it may be possible to ensure that young people gain certain qualifications which form part of the Apprenticeship framework prior to securing employment and enroling onto a framework. For example Functional Skills qualifications can be studied from age 14 onwards and a young person who has achieved these qualifications is both better prepared for employment and the prior learning can be recognised once they enter the framework.

76. The funding arrangements for learners with prior learning and/or achievement have been reviewed by the Skills Funding Agency in light of the implementation of the QCF and will bring together previous guidance on accreditation of prior experience and learning and exemption. The recognition of prior learning (RPL – formerly referred to as the accreditation of prior experience and learning, APEL) is a method of assessment leading to the award of a qualification, or in the context of the QCF, the award of credit as well. RPL considers whether a learner can demonstrate that they can meet the assessment requirements for a unit or qualification through knowledge, understanding or skills they already possess and do not need to develop through a formal course of learning.

77. Partnerships between training providers and schools, as discussed above, may be able to consider ways in which elements from the framework might be incorporated within the KS4 and KS5 curriculum. The introduction of QCF and the Specification of Apprenticeship Standards for England (SASE, from April 2011) opens up potential for this mapping and recognition of prior learning to support and encourage learner progression. Mapping existing curriculum offer onto Apprenticeship frameworks may identify certain qualifications which meet the requirements; for example qualifications taken as Additional / Specialist Learning for a Diploma or Personal, Learning and Thinking Skills qualifications taken in a Foundation Learning programme may meet framework. It is recommended that the Apprenticeship forum give consideration to a piece of pilot work mapping qualifications and progression pathways relevant to a particular Apprenticeship framework, and perhaps to secure support from the relevant Sector Skills Council. 
Transfer between employment and full-time study
78. If a learner begins an Apprenticeship as an employee, but then loses their employment before completion, funding protocols enable the provider to continue to access funding for a period of 13 weeks while supporting the young person to re-enter employment. If this is not successful, the learner must withdraw from the framework and re-enrol when they secure employment. 

79. It is important in such cases that a young person is supported in accessing a full-time programme of study which is relevant to their Apprenticeship and is supported in seeking work or work experience to ease their transition back into employment. In some cases it may be possible for the provider to align a full-time programme of study with the requirements of the Apprenticeship framework, so that a learner might transfer from an Apprenticeship to a full-time programme and continue to work towards qualifications relevant to the framework in preparation for re-entry to the framework. This may be particularly relevant where full-time programmes have a close connection with the world of work, for example those offered at Plumpton College where full-time students spend extended periods in the workplace. 
80. In some cases a young person may begin a full-time programme of study but be offered paid employment before completion of the course. These may occur either where the programme of study includes experience with an employer who offers employment or through a range of other routes, including where a young person is engaged in voluntary work or unpaid work experience alongside their study. In such cases, providers should feel confident in their role with both employer and young person to enable the trainee to take up the employment and to transfer to an Apprenticeship framework, rather than having to make a stark choice between completing their study and rejecting a job or conversely accepting a job but ceasing any training.
Diversity of Apprenticeship Delivery Model
81. Providers consulted in the course of this research demonstrate that they are continually reviewing the delivery models for Apprenticeships in response to employer feedback and changes to policy and qualifications. The traditional model of 1 day per week release from work to attend training is supplemented by models that include block release and others where 100% of learning and assessment takes place in work. This flexibility and responsiveness is clearly important to employers and it is important to ensure that external factors do not diminish the range of models. Potential risks include the introduction of Functional Skills which some providers feel requires a more classroom-based delivery, the increased minimum turnover required of contract holders which may result in a smaller number of larger contracts. To be responsive can require providers to develop and adapt their workforce, for example to move towards a more predominantly work-based assessment model, or to accommodate Functional Skills assessment.

Other Models of Work With Training
82. As part of its Raising Participation Age (RPA) pilot the 14-19 Partnership is embarking on a programme of work to consider a range of ways to encourage and enable participation in work combined with training as well as to develop new programmes which offer the potential for part-time study combined with part-time employment. It will be important to integrate this work with that of the Apprenticeship strategy, in particular when considering information, advice and guidance and progression pathways and the flexibilities discussed above may serve to ensure that movement towards an Apprenticeship is clearly sign-posted amongst other options for jobs with training.

Recommendations

· Map progression pathways from Key Stage 4 vocational programmes to Apprenticeship frameworks
· Develop pathways to prepare young people to equip young people with the skills to enable them to make the transition from NEET, e2e or Foundation Learning programmes to Apprenticeships and ensure coherence between the 14-19 partnership’s work to reduce NEETs, prepare for RPA, explore models of work with training and increase participation in learning.
· As greater clarity emerges regarding proposals to introduce pre-Apprenticeships, consider models which enable young people to gain elements of the Apprenticeship framework before being registered onto the Framework
· For some young people, transition into an Apprenticeship may be more viable at age 17 than directly at 16. Consider the ways in which 1yr programmes can prepare young people for work and /or Apprenticeships

· Consider the potential to map and accredit prior achievement where it meets the criteria for the Apprenticeship 

· Consider ways in which voluntary work or extended work experience can prepare a young person for employment necessary to undertake the full Apprenticeship

· Review models of ‘nesting’ Apprenticeship components within full-time programmes of study at Colleges, to improve the ability for young people to maintain learning if they become unemployed or move into employment part-way through a programme of study

· Providers offer a range of delivery models to employers, including 1 day per week release, block release and assessment fully within the workplace; this variety is positive for employers and the ability of providers to respond flexibly to employer preference should be sustained
· Review the outcomes of RPA pilot work looking at models of employment with training and share lessons learnt 
	Apprenticeship Training Agencies (ATAs) and Group Training Associations (GTAs) provide models with potential to support increased participation in an area with a high proportion of small and medium sized enterprises, but there is currently a relatively low level of awareness of such models and a number of queries as to their operational approach among partners




Analysis
83. ATAs are based on an Australian programme, and are companies or partnerships acting as a recruitment agency, placing apprentices with “host” employers and linking employers and training providers. If the host business is unable to continue supporting the apprentice for any reason, they return to the ATA and are re-assigned to another business. The model is seen to be particularly attractive to small and medium-sized enterprises by carrying the administrative burden of employment on behalf of the employer and removing a requirement for permanent employment. For young people the model can provide access to employment without having to secure full-time or permanent employment as well as the potential to gain a wide range of experiences relevant to the job role through placement with a number of employers.
84. A Group Training Association (GTA) is a not-for-profit organisation which provides support on accessing and providing training for a group or network of employers in order to encourage involvement in Apprenticeships. GTAs were established back in the 1960s and are primarily aimed at small and medium businesses that may not have the capacity to conduct their own training. A GTA enable them to share expertise with other employers and develop their own dedicated training.
85. In 2009, 12 ATAs and GTAs received government funding. These pilots are being led by Essex County Council, West Nottinghamshire College, NSA Cultural and Creative, E-Skills, South London Business, Lewisham College, Gateshead College, KEITS, Triangle, Fusion, JHP and Hull College. A number of these models are described more fully in Appendix 1.
86. At the time of this research these models are relatively new and are not yet at a point in their development where evaluation of impact is possible in detail. Consultation with East Sussex providers showed a consistent view that while such models offered potential to contribute to increasing Apprenticeship engagement, there are a significant number of practical questions which need to be addressed. Questions include those relating to the relative roles of training provider and ATA / GTA and the ways in which providers will be placed to ensure and manage success. 

87. A preliminary review of these case studies indicates common features including the recruitment of young people, the matching service between employers and young people, and between employers and training providers. The Agencies provide a useful focal point and brand with which to raise the profile of Apprenticeships and to co-ordinate access to information. A number of examples work in relation to specific sectors, for example JHP with logistics, Gateshead with Creative and Cultural Industries where the agency facilitates networking of a range of employers to provide opportunities for employment.
One of the potential benefits of the ATA is the opportunity for a young person to gain experience across a range of disciplines. While Trade Unions have been alert to risks for employees, and providers express concerns about the coherence of the training, there are clear potential for young people and employers. For example, in a diverse sector with many micro companies such as the creative industries, a young person could gain a valuable experience of a job role within a variety of settings through a series of placements. Similarly where a broad base of experience is valuable and a multi-agency working with integrated teams is a feature of employment, such experiences could be immensely valuable to the young people and support employers in building a workforce with the right skills.
Recommendations
· Ensure close co-operation with Kent Association of Training Providers, who are leading the development of the South East Apprenticeship Agency (SEAC)

· Review case studies presented within this report and disseminate widely for discussion with providers

· Consider the potential to identify a particular key industry sector and model the ATA approach with a cluster of employers

	There are a range of financial incentives and disincentives which have a significant impact on providers, employers and young people




Analysis 
88. Significant changes to the post-19 and 16-19 funding were introduced during the period of  this research, including the announcement made on 20th July that funding for 16-18 education and training (except that delivered by school 6th forms) will be managed by the Young People’s Learning Agency. Simplification of post-19 funding for education and training was also announced, with Colleges and training providers now set to receive single post-19 budgets to deliver both post-19 Learner Responsiveness and Adult Employer Responsiveness provision. Further announcements were made regarding the reallocation of Train to Gain funding to support the expansion of post-19 Apprenticeships. 
The full implications of these changes on 16-18 Apprenticeships are not clear at the time of writing and will emerge during the autumn and be further contextualised by the Comprehensive Spending Review (CSR) and the Education Bill expected in October. A detailed examination of Apprenticeship funding falls beyond the scope of this research, however it is recommended that the East Sussex Apprenticeship forum regularly reflects on the implications for Apprenticeships of changes to funding levels and processes, in order to share knowledge and insights, to consider the implications for learners, providers and employers and to reflect these within the area’s strategic planning.
89. The funding received by providers for the delivery of Apprenticeship frameworks is strongly linked to the learner’s achievement of the full framework (the achievement element is 25% of the Main Aim). Providers are keen to ensure appropriate recruitment and good chances of learner achievement. Any features of the landscape which put learner success at risk, also raise concerns with providers regarding funding. Potential risks exist with the introduction of Functional Skills (see paragraphs 95-97 below) and providers have raised questions regarding the ATA model and the extent to which it may be more challenging to complete a framework if undertaking placements with a range of employers. There may also be disincentives to providers to introduce flexible delivery models (such as those described in paragraphs 70-82 above) either because of the risk of learner drop-out or the complexities of recording learner progress. For example, if a learner begins an Apprenticeship employed but loses their job, funding can only continue for a maximum of 13 weeks while the learner seeks further employment. If a learner fails to secure employment and transfers to full-time study, the Individual Learner Record may present a profile of non-completion and transfer which is inconsistent with the aim of securing opportunities for learners to maintain study and potentially to move back into an Apprenticeship Framework when employment is secured.

90. Providers are at present incentivised to increase the number of 16-18 year old Apprentices, where funding per learner is higher than that received for post-19 Apprenticeships and there is no expectation for co-funding through employer contribution, which may serve to counter some hesitancy that can be found among employers in relation to employing young people with little prior experience.

91. The majority of apprenticeships undertaken by 16-18 year olds are Level 2 frameworks. Government has highlighted its intention to prioritise Level 3 and Level 4 Apprenticeships which are less likely to be appropriate for 16-18 year olds and the job roles they would be likely to hold. There have also been early discussions about the potential to develop a pre-Apprenticeship model, but little clarity as to the funding of such a model.
92. It should be noted that while funding for post-19 Apprenticeships reduces by 25% when the employer employs more than 1000 employees, this does not apply either to 16-18 year old Apprentices or to registered charities including schools, Colleges and HEIs.
 This factor should be considered in relation to developing support for managers (as discussed in paragraph 31above) and in developing the strategy to engage public sector organisations.
93. The threshold of annual turnover required for a provider to hold a contract to delivery Apprenticeships is set to rise from 250k to 500k. Consequently it is likely that there will be a smaller number of larger contracts, with smaller providers operating as sub-contractors. It will be important to ensure that this does not reduce the diversity of provision currently available to trainees or to employers.
94. Currently 16-18 year old Apprentices must be paid a minimum of £95 per week, although from 1st October 2010, this will change to a minimum hourly rate of £2.50. In some areas, Local Authorities have further supported employers by contributing to the employment costs, particularly to support employers in recruiting vulnerable young people.


For young people however, the prospect of £95 per week salary may not be particularly 
attractive when compared with alternative of full-time study, particularly for young people 
from low income families. A young person studying for at least 16 hours per week may be 
eligible for Education Maintenance Allowance as well as being in a position to secure part-
time employment alongside their study. This factor needs to be taken into account when 
supporting young people to consider their post-16 options and in particular to recognise the 
longer-term financial benefits of an Apprenticeship in contrast to any short-term financial 
disadvantages.

Recommendations
· Ensure regular review of funding policy relevant to Apprenticeships and discussion with stakeholders to examine the implications for the Apprenticeship strategy.

· Include information regarding funding options within information, advice and guidance for young people considering Apprenticeships

	The phasing out of familiar Key Skills and the introduction of Functional Skills is identified by providers as a risk to recruitment and completion as well as potentially reducing the flexibility of their delivery models.




Analysis 

95. From April 2011, Key Skills qualifications will be replaced by Functional Skills in IT, Maths and English; all Apprenticeship frameworks will specify the Functional Skills required. It is clear from the consultation that the majority of providers are continuing to deliver Key Skills up to March 2011 while supporting staff to gain confidence in delivering Functional Skills.
96. Providers frequently cited the introduction of Functional Skills as a potential barrier to increasing the number of starts among 16-18 year olds. Providers are concerned to ensure good success rates and are aware that the sector’s experience of Functional Skills to date (primarily through Diplomas) has demonstrated the challenge of achieving successful assessment. Some providers discussed the potential to assess young applicant’s functional skills as part of the selection process for Apprenticeships and were aware of the risk that staff might feel less confident in their ability to progress a young person towards success than they might have been in the case of Key Skills; this in turn could result in a more cautious approach being taken to recruitment.

97. Further, providers are considering the delivery model most appropriate for Functional Skills and in general appeared to feel that the obligation to undertake Functional Skills might drive them towards a more classroom-based delivery model. This is at odds with the evidence which suggests that the majority of employers prefer a work-based assessment model. The majority of staff involved in assessment and training for Apprenticeships have long-established experience and confidence in delivering Key Skills and much less so for Functional Skills. In addition to its potential impact on recruitment, staff uncertainty regarding Functional Skills could impact negatively on success rates.
Recommendations

· To consider opportunities to support training and professional development for training provider staff in developing capacity to delivery Functional Skills 

· Disseminate widely the experiences of staff who have been involved in delivering Functional Skills within Diploma delivery

· Consider the potential for shared purchase of on-line Functional Skills software available to learners through Virtual Learning Environments

Appendix 1

Research Aims and Process

· Explore barriers to apprenticeship participation by 16-18 year olds and to recommend ways in which barriers may be overcome

· Consider how young people are prepared and supported into employment / Apprenticeships and how this may be improved

· Identify good practice

· Review successful models of apprenticeship provision elsewhere in the country and to consider ways in which these may be adapted and implemented to improve participation in East Sussex.

The research was carried out over a period of 8 days during July 2010. During this time the researcher met  with the following representatives and reviewed the listed documents and information sources. 
Interviewees:
Alison Rendle,11-19 Partnership and Provision Manager: Employer and Stakeholder Engagement, East Sussex County Council 

Claire Witz,11-19 Partnership and Provision Manager: Employer and Stakeholder Engagement, East Sussex County Council
Sarah Hinks, Project Manager: 11-19 Youth Training and Development Programmes

Anne Rodriguez, Learner Services Manager, National Apprenticeship Agency

Gavin Graham, Employer Services Manager, National Apprenticeship Agency

Lisa Rodgers and Heather White, Connexions Personal Advisers (with additional information provided by Heather Yates)
Dominic Coburn, Deputy Headteacher, Rye College
Des Lambert, Principal, Plumpton College

David Stokes, Deputy Principal, Plumpton College

Joanne Fowler, Employer Engagement Manager, Sussex Downs College
Kirsti Godson, Work-Based Learning Contracts and Delivery Manager, Sussex Downs College
Jan Gormley, Apprenticeship Contracts Manager, Sussex Downs College

Julian Stevenson, YMCA 
Anne Rees, Head of Quality, Rewards 
Paul Mitchell, Network Manager, Sussex Council of Training Providers
Frank Doyle, Kent County Council, 14-19 Entitlement Unit

Lindsay Jardine, Manager, Kent Association of Training Providers

Documentation:

External:

Apprenticeship 2010/11 Funding Requirements, Guidance Note, Skills Funding Agency, July 2010
http://readingroom.skillsfundingagency.bis.gov.uk/sfa/Apprenticeship-funding-requirements-2010_11-v1.pdf
A Simplified Further Education and Skills Funding System and Methodology: Consultation Document, July 2010
http://www.bis.gov.uk/assets/biscore/further-education-skills/docs/f/10-1070-fe-funding-consultation.pdf
Skills for Sustainable Growth: Consultation on the Future Direction of Skills Policy, July 2010

http://www.bis.gov.uk/assets/biscore/further-education-skills/docs/s/10-1073-skills-consultation.pdf
East Sussex Publications:

· East Sussex LAA Delivery Plan (August 2009)

· East Sussex 14-19 Plan: Building Better Futures Together 

· Raising Participation Age Trials – Phase 2: East Sussex Expression of Interest

Appendix 2
Apprenticeship Training Agencies / Group Training Associations Case Studies
	Essex County Council

http://www.essexcc.gov.uk/vip8/ecc/ECCWebsite/dis/cha.jsp?channelOid=146156
This GTA works with specified districts of the county and with preferred sectors, including Heating and Ventilation, IT, Marine industries, Construction, Creative and Cultural, Environmental Technologies, Sport and Leisure, Aviation, Ports and Logistics, Windscreen maintenance, Engineering, Manufacturing and Sport.
The programme will contribute 50% of the minimum £95 weekly Apprentices wage and aims to create 1,750 new places by 2012. It includes an engineering and manufacturing programme and a joint venture with Chelsea Football Club to develop sports coaches.




	JHP, West Midlands

http://www.ttplearn.com/logappinfo.html
National training provider JHP Training are partnering with specialist logistics training provider TTP (Target Training Projects) to deliver logistics apprenticeships to local employers in the West Midlands, having identified a skills gap within this sector. This partnership, to be known as the Logistics Apprenticeships Training Academy (LATA), aims to provide 1,800 apprenticeship placements and targets 16-18 year olds in a bid to combat some of the Country’s economic downturn and the nation’s poor perception of the logistics industry.

JHP offer Apprenticeships in Traffic Specialist, Warehouse Specialists, Professional Drivers and Postal Operatives. Apprentices are employed by LATA, trained by TTP and hired out to host companies.

TTP says the majority of logistics companies are not aware of available apprenticeships and specific ones for their industry. "On average nine out of ten employers we speak to do not know that there are apprenticeships in purchasing and supply chain management, traffic office, carry and deliver goods and so on. Traditional barriers, such as age, mean that unlike engineering/construction there are very few examples of logistics companies bringing on young people through apprenticeships. The option is now there for this to happen. There is also limited knowledge of what is involved in a logistics apprenticeship. For example, for Traffic Office Level 3 apprenticeship, the technical certificate is the operator CPC that can be funded under the apprenticeship framework (if eligible). Most employers are not aware of this."


The company’s press release talks about how “the logistics sector remains one which still suffers a stereotypical and traditional image of being in dirty factory surroundings with no scope for progression. In the West Midlands, the logistics industry employs 10% (260,000) of its regional workforce and generates over 12,000 employment opportunities per year; this is £5.7bn of the regions output. The logistics sector is a major player in work sectors, but is the sector with the lowest number of Level 3 and 4 qualifications and only 2% of all the UK’s Apprentices choosing to enter this sector. LATA’s mission is to change this for good by raising the aspirations of young people considering a career in logistics, and in effect changing the perception of the logistics industry as employers for young apprentices.



	South London Business (SLB)

http://www.southlondonbusiness.co.uk/slb_logistics.php
Working in partnership with Skills for Logistics, SLB has set up SLB Logistics Apprenticeship Training Agency. Young people are employed by the agency; the agency identifies recommended training providers who can delivery bespoke training solutions to meet the relevant apprenticeship frameworks and pairs the provider and the employer.

Peter Pledger, chief executive of South London Business, says: "Many employers see apprenticeships as over-bureaucratic and hard to manage. They fear that the time and money that they invest in training staff is lost when the young person leaves and goes to another job. They are also concerned about the amount of effort needed to recruit suitable young people to be apprentices." The SLB Logistics ATA provides a working solution for the employers, who have similar concerns about apprenticeship schemes, but would still like to recruit and benefit from having competent young people in their business, he says.

"SLB Logistics ATA will recruit the young people and, more importantly, is the employer of the young people, but will place them with a logistics business so that they can work as part of the company's core team.

"The company is then paired up with the most appropriate training provider, at which point SLB Logistics ATA will secure the funding for all the training which will be delivered to the young person on the employer's premises, covering those areas that meet the needs of the employer. Through this scheme, many of the concerns that employers may have are alleviated and they benefit from a trained apprentice in their business."

Employers are asked to commit to a minimum period of employment of 9 months although arrangements can be made if an employer is forced to end an Apprenticeship earlier. Employers pay a management fee to SLB ranging from 6.5% to 20% depending on the weekly wage paid to the Apprentice, as well as paying the weekly wage and employer NI contributions.· 




	Triangle

www.theswac.org.uk
Triangle is a recruitment consultancy based in the South West which has established a not-for-profit subsidiary – The South West Apprenticeship Company (SWAC). Apprentices are employed directly by SWAC and placed with a host organisation. SWAC identifies the appropriate training provider from a list of approved providers and facilitates the link between employer and training provider.

The company runs a matching service but also encourages young people to be pro-active in securing employment. The matching service presents vacancies online together with a simple and easily accessible application process. 

SWAC maintains a profile at local and regional events to promote Apprenticeships.




	Creative Apprentices – Gateshead

www.gateshead.ac.uk/page.asp?id=290
This ATA is a partnership between Gateshead College and Gateshead and Newcastle Arts Forum (GNAF) which itself includes key regional creative and cultural organisations. The Agency offers Apprentices in Arts Management, Cultural and Heritage Venue Operations, Live Events and Promotions, Music Business and Technical Theatre.

Gateshead College also has a bespoke programme with Nissan, whereby highly bespoke training is offered to this large local company, using industry standard training facilities at the Skills Academy for Automotive including a replica production line. This provision has been developed on the foundations of a sustained relationship with a major employer.

The College has developed other targeted Apprenticeship programmes, including one in Health and Social Care. In response to gaps in recruitment of social care workers, the College in partnership with the Council introduced a 1 year H&SC Apprenticeship which includes a series of 4-6 week placements in every area of social care in the Council. The College and Council also offer the Gateshead Council Business Administration Trainee Scheme.



	Creative and Cultural Skills

www.ccskills.org.uk
This Apprenticeship Training Agency is operated through the Creative and Cultural Skills, the secotr skills council, and specialises in Creative and Cultural Apprenticeships. Using the Creative Apprenticeship Framework introduced in 2008, pathways are offered in Live Events & Promotion, Music Business (Recording Industry), Technical Theatre (Rigging, Lighting & Sound) Costume & Wardrobe, Cultural and Heritage Venue Operations and Community Arts Management.




	West Nottinghamshire College

http://www.wnc.ac.uk/Apprenticeships-and-Employers/
The College offers a wide range of Apprenticeships in traditional sectors and the new ATA initiative, Vision, is now focusing on manufacturing, rail services, engineering and logistics with training provided in purpose-built facilities. Vision is working in partnership with key employers including Trackwork Rail and the Agency recruits and vets the trainees and operates a matching service with employers.
The College also works closely with West Mansfield District Council to train 350 employees over 2years to meet a range of skills gaps in the Council. This programme has been developed in close consultation with Trades Unions.

The web-site presents details of employment vacancies and training programmes.




Appendix 3
Transcript of a Letter written by Andy Palmer, Head of Skills Development, British Telecom. Published in the Times Education Supplement, 13th August 2010
“Apprentices are the lifeblood of BT. We typically recruit 450 young people on to our programme every year, and they follow a wide range of frameworks, including engineering, business, even vehicle maintenance.

Given the opportunity that an apprenticeship offers, why are vocational frameworks still the poor relation of the qualifications system?

There is undoubtedly a perception problem for vocational qualification which equates them with manual trades. The range of frameworks available should dispel this myth: young people are now undertaking apprenticeships in IT, education, health, leisure, business, law and many other sectors where the accepted wisdom would be that A-levels and a degree would be the entry route to employment.

Addressing the misconception depends on having up-to-date information for teachers and lecturers, young people and their parents. Employers must take responsibility for ensuring that this advice truly reflects the opportunities we have to offer.

Large companies with experience and gaining value from apprenticeships need to work with their supply chains to encourage their greater use.

The schools curriculum allows for a range of more vocationally focused learning through the new diplomas and young apprenticeships. But uptake is woefully low and by failing to promote the widest possible curriculum we risk losing the engagement of a generation who don’t respond to the traditional academic pathway.

Regardless of the route of entry after a short period of time, we would expect both groups to be undertaking similar jobs, to be similarly productive and have similar opportunities to progress through the organisation. Our senior management roles are populated by former apprentices and graduates alike.

Given the current constraints to public spending, surely the finite resources that are available for further and higher education should be focused on ensuring that our young people gain the skills that will give them the greatest opportunity to follow their career ambitions.”
� http://thegateway.skillsfundingagency.bis.gov.uk/


� https://apprenticeshipvacancymatchingservice.lsc.gov.uk/navms/forms/candidate/Apprenticeships.aspx


� East Sussex Local Authority Apprenticeship Profile, Quarter 3 – Period 9, April 2010 (2009/10 academic year), National Apprenticeship Service


� 2009/10 vacancies (up to and including Period 9, April 2010): Business Administration and law (24%), Retail and Commercial Development (24%), Health Public Services and Care (18%), Engineering Manufacturing and Technologies (18%), Leisure Travel and Tourism (6%)


� �HYPERLINK "https://apprenticeshipvacancymatchingservice.lsc.gov.uk/navms/forms/candidate/Apprenticeships.aspx"�https://apprenticeshipvacancymatchingservice.lsc.gov.uk/navms/forms/candidate/Apprenticeships.aspx�


� �HYPERLINK "http://www.apprenticeships-in-sussex.com/"�www.apprenticeships-in-sussex.com/�








� It should be noted that the proportion of applicants who did not meet the employer requirements is significantly higher than the SE regional average (20.3%); however the number of unsuccessful applications which recorded the reason as Other was 18.6% which is significantly lower than the SE figure of 37.5%. This could indicate a problem in recording data or tracking applicants which would be worth examining.





� The non-statutory programme of study for economic wellbeing and financial capability at key stage 3 is available at http://www.qcda.gov.uk/ libraryAssets/


media/PSHE-econ-ks3.pdf Careers education is statutory for Years 7-11 (1997 Act, 2003 Education Regulations).





� DCSF (2009) Statutory Guidance: Impartial Careers Education Available: http://publications.teachernet.gov.uk//DownloadHandler.


aspx?ProductId=DCSF-00978-2009&VariantID=Statutory+Guidance%3a+Impartial+Careers+Education+PDF&





� Apprenticeships, Skills, Children and Learning Act 2009 (Section 250)


� Apprenticeship 2010/11 Funding Requirements, Skills Funding Agency, Guidance Note, July 2010


�HYPERLINK "http://readingroom.skillsfundingagency.bis.gov.uk/sfa/Apprenticeship-funding-requirements-2010_11-v1.pdf"�http://readingroom.skillsfundingagency.bis.gov.uk/sfa/Apprenticeship-funding-requirements-2010_11-v1.pdf�








[image: image2.png]Consulting | Outsourcing | Research | Technology | Training




East Sussex Apprenticeship Report, July 2010, Kate Wilson, LSN v.1


14

