YOUTH WORKFORCE STRATEGY
APPRENTICESHIPS FOR THE YOUTH WORKFORCE: INITIAL BRIEFING PAPER

Introduction

As part of the Youth Workforce Strategy outlined in ‘Aiming High, the 10 Year Strategy for Positive Activities for Young People’ (2007) DCSF has commissioned this research, which is part of a range of projects being undertaken by and with the full support of both CWDC and Lifelong Learning UK. DCSF wants to explore the feasibility of a new graduate entry programme for the youth workforce. The Youth Workforce is defined as those organisations that work with 13-19 year olds, providing positive activities, information, advice and guidance and targeted support.

What are Apprenticeships?

Apprenticeship programmes provide a route for new recruits to a work area to develop skills for employment. They are government funded (Learning Skills Council) programmes of structured on-the-job training, leading to a recognised qualification.

Sector Skills Councils have designed Apprenticeship Frameworks to cover a number of areas of the Youth Workforce.

Elements of Apprenticeships
Apprenticeships are work based programmes that enable learners to have a job, earn a wage and receive structured training in their chosen occupation. They are open to young people aged 16-25, with some limited availability for over 25s. Normally, apprenticeship frameworks include:
· A NVQ qualification which demonstrates the apprentice’s competence in their job role

· Key or Core Skills which recognise the apprentice’s generic skills which are useful in the workplace

· Technical certificate demonstrating the apprentice’s understanding of the knowledge that underpins their job role

· Knowledge of Employment Rights and Responsibilities
Apprenticeship Levels
There are 2 types of apprenticeships:

· Apprenticeships, which lie at Level 2 of the National Qualifications Framework and normally last at least 1 year

· Advanced Apprenticeships, at Level 3 of the NQF, which normally last at least 2 years

Funding

The training costs of apprenticeships are funded by the LSC. Employers are expected to meet the salary costs of apprentices.

Apprenticeships in the Youth Workforce

The following approved Apprenticeship Frameworks have been identified as providing routes into the Youth Workforce:

· Youth Work Apprenticeship (LLUK)

· Youth Work Advanced Apprenticeship (LLUK)

· Children’s Care, Learning & Development (Skills for Care and Development)

· Advanced Apprenticeship in Community Justice (Skills for Justice)

· Apprenticeship in Health & Social Care (Skills for Health)

· Advanced Apprenticeship in Health & Social Care (Skills for Health)

· Advanced Apprenticeship in Active Leisure and Learning (Skills Active)

Current issues for Youth Workforce Apprenticeships

In general, there are a number of common issues affecting the implementation of apprenticeship frameworks in the youth workforce. 

Take up of the programmes by employers and training providers has largely been less than anticipated, despite initial enthusiasm from employers in the planning stages. Employers have highlighted the following barriers:

· Cost of employing apprentices is hard to find within tight budgets

· Some apprenticeship frameworks are seen as unwieldy and overcomplicated, with overlapping qualifications for NVQs and Technical Certificates bringing extra costs and additional pressure on apprentices
· Many employers feel that 16-19 year olds lack the required maturity to work effectively with their peers, and would prefer apprenticeships aimed at adults over 25 years

· Some employers have expressed concerns that offering apprenticeships would raise expectations about the availability of permanent jobs in the youth workforce which could not be sustained

Complex funding arrangements for apprenticeships are highlighted as barriers by both employers and training providers:

· Employers are concerned about the costs to them of employing apprenticeships and managing schemes

· Availability of LSC funding is dependent on local and regional priorities

· Requirements for high completion rates and funding clawback makes training providers nervous about starting new apprenticeships in untried areas.

Young people are enthusiastic about apprentice-type routes to qualification, and where apprenticeship schemes are introduced there is usually considerable interest from local young people. However, there is often a high drop-out rate because:
· Young people have difficulty making the transition to regular paid employment and training: apprenticeship managers often find they play a ‘youth support’ role with apprentices in the initial months of a scheme

· Many apprenticeships frameworks are highly specialised and some young people may discover that they do not want to progress into the specific area of the workforce covered

· Some parts of the youth workforce have not yet built a ‘critical mass’ of qualified and experienced work-based assessors to enable apprentices to complete NVQs, and this leads to delays in assessing work, lack of confidence in the assessment process and can lead to young people dropping out of the programme, or reaching the end of their time without achieving the required qualifications

Key questions to consider

Apprenticeships are popular with young people (at least in theory), but less popular with employers, for a range of reasons noted above. Many of these concerns could be addressed by learning from what works in current apprenticeships and other work based approaches to providing pathways to progression in the youth and children’s workforce. The following questions should be considered.
Should we develop a more generic Youth Apprenticeship Framework?

Such a scheme would enable young people to undertake a Level 2 qualification, possibly linked to the proposed 14-19 Diploma, and enable them to undertake work placements in several different settings in the youth workforce. Young people could then progress to more specialised Advanced Apprenticeships in specific areas having had a broader introduction and made informed choices about where their strengths and interest lie. 
Should we seek approval to open up apprenticeships in the Youth Workforce to adults over the age of 25?
Employers in several settings (youth work, schools workforce, youth justice) have indicated that adult apprenticeships would help them to recruit adults in communities who lack professional qualifications but want to find paid employment working with young people. This would fit with the wider agenda following the Leitch Report (2006).
Are apprenticeship frameworks too complicated?
The current requirements for separate qualifications for job specific skills (NVQs), knowledge (Technical Certificates) and transferable skills (Key Skills) place onerous burdens on apprentices, alongside the often complex requirements of the workplace. There is a strong argument to review existing frameworks to remove duplication and excessive assessment requirements within apprenticeships in order to make them more achievable for employers, trainers and participants

Is there sufficient understanding of available apprenticeships in the field and amongst young people?

There is a lack of careers information about many aspects of the youth workforce, which makes it difficult for young people to make informed choices about potential careers working with young people. The Youth Workforce Strategy should include a component to provide interesting and informative materials directly for young people, and for use by careers advice and guidance staff. A national promotional campaign could also add to young people’s understanding of the options available in the youth workforce.
How can we make apprenticeships better value for money for employers?
Employers currently seem reluctant to create apprentice posts in their workforce because they may not fit the current employment patterns (e.g. in youth work, much pre-professional Youth Support work is carried out by part-time staff who work on a sessional basis, usually in the evenings, in youth projects: full-time Youth Support posts are rare, and employers are not used to providing such posts). Pilot apprenticeship schemes have highlighted far greater management and support needs of apprentices than anticipated. LSC funding requirements usually mean that full costs of training are only made available for those who successfully complete programmes, leaving employers and training providers out of pocket. At present the financial risks of establishing apprenticeship schemes outweigh the potential benefits of bringing new young workers into the workforce, and many employers are unwilling to take this risk.
Next steps

· Check out the assumptions made in this paper with SSC colleagues and a range of youth sector employers

· Seek guidance from LSC on potential funding for a generic Youth Workforce Apprenticeship Framework

· Commission the design of a generic framework if appropriate

· Work with CWDC and SSCs to provide more effective marketing and promotion of apprenticeship frameworks in the youth workforce.
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