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FOREWORD

The issue of NEETs (those young people Not in Education, Employment or Training) has been the subject of much investigation in recent months and significant media attention.  Less attention, however, has been given to those young people who enter employment without training.  Yet experience tells us that there is a strong link between entering work without training and the chances of becoming NEET at 17 and 18.  Indeed, Connexions Services in the region tell us that much of the churn within the NEET group is from those young people who drift in and out of employment without training.  So tackling that may help to tackle the NEET problem and all that comes with it.   

As important is the loss of economic potential represented by these young people. Demographic change means that there are projected to be fewer young people entering the labour market.  If projections of employment growth are to be realised, we must ensure that all our young people have the right skills to make an effective contribution.

So why, when there is a government commitment that all young people aged 16-18 should be in some form of learning, do there remain significant numbers of young people for whom this is not the case. Well, the reasons are many and varied and behind each statistic is a personal story, often complex and challenging.  

And, let’s not forget that young people are just one side of the equation.  What about the role of employers in all this?  Research tells us that only half of those employers who take on young people are prepared to give them formal training and this in turn is conditioned by the type of firm, its sector, location and the economic conditions under which it is operating. 

We also know from recent research that many of those who are responsible for guiding and advising young people in making their choices are often themselves not well informed about the opportunities afforded by Work-Based Learning (WBL).  Indeed, the infrastructure, which provides support to young people, is also about to undergo significant change. Since the Learning Theme workshop, government has launched its youth green paper, Youth Matters  (DfES, July 2005), setting out new proposals for the advice and guidance services for young people, and bringing in local authorities centre stage.

Through our Learning Theme, we have explored the issues that lead young people to enter employment without training. Young people begin to feel disillusioned with learning at a young age and schools and parents have a part to play in better supporting them to make effective choices.  Employers, too, need to be better informed about the support that is available to them in providing formal WBL opportunities to young people.  Action is needed on a range of fronts and we hope that this Learning Theme has added to the debate and the ideas that will be needed to get results

Chris Evans

Director
Executive Summary

Raising the participation of young people in education and training is a central aim of government.  However, a relatively small but significant number of young people who enter employment between the ages of 16-18 do so without the benefit of training. This represents not only a wasted opportunity, but also links to potential problems for the future.

Young people make a wide range of choices at 16 and research reveals the breadth of circumstances in which young people find themselves at varying transitional stages from school to work. This spectrum ranges from the NEET (not in education, employment or training) group at one end to those who remain in full-time education at the other.  

According to the report, Supporting young people to achieve; towards a New Deal for Skills (2004), 56 per cent of the 16–18 cohort are engaged in full-time education and a further 20 per cent of the cohort are in training or other education. The remaining 24 per cent of the cohort are not participating in learning: 15 per cent are in work without formal training and 9 per cent are NEET. So, almost a quarter of our young people are disengaged from education and training.

The UK has the fourth lowest number of young people aged 15-19 in education of all OECD countries and the average number of young people in education in the UK is more than 5 per cent lower than the mean level for all OECD countries. The numbers of young people not in education and yet in employment are therefore comparatively high in the UK. 

Within the region, figures from Connexions Services show that in March 2004, the percentage of young people aged 16-18 in employment without training was 10 per cent of the cohort and equal to the average for England as a whole.  But this masks a diversity of participation across the region, ranging from a high of 14 per cent in Devon and Cornwall to 3 per cent in Gloucestershire.

Based on the evidence, the minimum attainment in learning for fulfilling participation in a flexible, modern economy like the UK is level 2, which is equivalent to 5 GCSEs grade A*-C 
or an NVQ2. Basic skills and level 2 qualifications in particular are also key to preventing social exclusion.  34 per cent of young people with no qualifications and 17 per cent of those with qualifications below level 2 are not in full-time education, training or employment, compared with only 7 per cent of those with qualifications at level 2. As such, level 2 qualifications act as a spring-board to a future of employment with training opportunities.  The Government has found that people who have a level 2 are far more likely than those without to receive training from their employer in the workplace.

Research
 shows that the attainment of vocational qualifications at all levels can improve the employment chances of unqualified school leavers.  Yet, although there is some take up of NVQ level 2 qualifications by school leavers, and of apprenticeships and low level City and Guilds qualifications, very few individuals who obtained no school level qualifications manage to reach Level 3 through the vocational route, and only around a quarter of this group manage even to reach Level 2. Research also underlines the importance of a stronger vocational offer post-16 and preparation for this route and its opportunities pre-16.

Yet those wishing to take the work-based route face a complex maze of different provision and qualifications, variable quality advice, and stigma attached to the vocational route.  Employers too are confused and ill informed about the support that is available to them in providing work-based training.

The Learning Theme considered the issues and barriers faced by young people, by employers and by those working to support young people make more effective choices.  

RECOMMENDATIONS

The recommendations set out below emerged from the discussions and debates between practitioners, policy-makers and funders in the South West region.

Understandably, a number of recommendations were aimed at central government and the need to change policy at the national policy level if this issue is to be tackled. The SWESA  is invited to raise these issues with national government colleagues. 

National policy recommendations:

· There is a need to develop an all-age, impartial advice and guidance service.

· Parity of esteem across the academic and vocational routes and greater simplification of the qualifications system is needed if young people and employers are to value and participate in Work-Based Learning (WBL).

· Action is need to reduce the inequalities in pay between training allowances and wages that turn many young people away from jobs with training.
· Apprenticeships should be expanded in breadth and age eligibility.
· Increased flexibility in funding arrangements is needed to support relevant training for employers.
Recommendations for the Region:

1.
Actively promote the work-based learning route to young people

The poor image of the vocational route deters many young people from pursuing the opportunities that do exist.  An effective campaign is needed within the region to highlight the opportunities and benefits to be gained by workplace learning.

2.
Introduce work experience in schools for young people and track development of employability skills 

Earlier interventions are needed to ensure that young people are better prepared for the world of work and to ensure that they are equipped to make effective choices. Work experience opportunities should be available in schools from Year 10. Employers have successfully piloted work experience taster CDs with young people. These kinds of initiatives need to be supported more extensively and form part and parcel of school activities. The skills gained through work experience need to be recorded and formally recognised in school reports.  Use opportunities provided by schools enterprise and entrepreneurship funding for earlier intervention with those most likely to opt out of learning.

3.
Track and assess the skills of young people in employment

Employers often provide significant informal learning opportunities for young people in employment. Yet these skills are not formally recognised and this may inhibit the young person from advancing in their careers. Employers should be encouraged to allow their young employees to take part in accreditation to enable the valuable skills learned to be recognised and valued.

4.
Develop a major promotional campaign targeting employers 
Evidence from a range of studies shows that employers are ill informed about WBL initiatives and the support that is available for young people.  Employers also complain of poor quality and a lack of consistency in advice from agencies responsible for working with young people.  A major campaign targeting employers is needed to extol the benefits of WBL and the vocational route. Extend the involvement of Chambers of Commerce in promoting business advantages of employing/training young people and promoting good employer role models.

5. Recognise the role of Connexions services in brokering employment and training for young people within the emerging skills brokerage model 

Connexions services are responsible for working with employers and seeking placements and training opportunities for the young people that they work with.  The emerging skills brokerage model will need to take into account and, if possible, integrate these activities within the skills brokerage functions within the region.

6.
Take action to improve knowledge and understanding of the cohort in the region.
The agencies in the region need to develop a consistent and robust approach to data collection and analysis across Connexions and other related services. This will need to include the more-effective tracking of young people’s work experience outcomes and employment destinations, including liaison with employers and a better understanding of ‘churn’ (young people’s entry, withdrawal and re-entry to the labour market) within the NEET group.  Opportunities exist within the SWESA Research and Knowledge Development Fund to support some initial work in this area.

7.
Develop measures to identify earlier those young people at risk of disengagement and develop measures which provide additional support

Research suggests that results in GCSE examinations are the single most important predictor of whether a young person will stay on in education after the age of 16.  Young people are also guided but perceptions of their own ability are based on their performance up to two years earlier.  Action is needed in schools to identify and provided support for young people.  This needs to be a multi-agency support involving youth services, post 16 education and training providers, information advice and guidance services (IAG) and employers themselves.

8.
Develop capacity within the infrastructure to equip those advising young people better 

A Multi-agency approach is needed to build capacity amongst advisers, teachers and tutors about the nature and opportunities for WBL. Connexions should work more closely with teachers and parents to raise awareness (and esteem) of non-academic/WBL routes, including guidance on local Labour Market Information (LMI).  This should also extend to support for families which are critical influencers over young people but who often have little knowledge about learning routes.

9.
Develop a regional mentoring initiative aimed at supporting young people on their transitions to learning and work 

Mentoring has a critical role in supporting young people in making transitions into working life. The regional initiative should include the development of formal and informal mentoring models for practitioners, peers, parents, professionals, advisers, teachers and employers.  Community networks also provide an important source of mentoring. 
1
INTRODUCTION

This is the report of the SLIM Learning Theme on Young People in Employment without Training, which looks at the problems and issues faced by a small yet significant number of young people entering the labour market for the first time.

This issue was initially raised by one of the Connexions services in the region, but reflects national trends and concerns.  

The Learning Theme process brings together a wide range of regional stakeholders to explore, in depth, issues of particular relevance to the region. The process aims to enhance understanding of the key issues and thereby influence and inform future policy developments.

This Learning Theme has sought to identify:

· What causes young people to enter employment without training?

· What can be done to improve understanding of, and access to, WBL for young people?

· How do we support and raise employers’ awareness of the importance of training for young people?

In doing so, the Learning Theme drew on a literature review, which looked at current developments in policy and practice. It also benefited from a lively online discussion enriched by the expertise of numerous practitioners in the South West. 

The Learning Theme culminated in a workshop at Lyngford House, Somerset, with fifty participants in attendance representing careers services; further and higher education; private training providers; national, regional and local government; the voluntary and community sector; and regional and local initiatives. This report summarises feedback received from this diverse group of delegates.

The report is structured as follows: in Section 2, we consider the nature and scale of the problem, which sets the context for the workshop and online discussions presented in more detail in Section 3.  In this section we also look at some examples of good practice developing in the region. Section 4 contains our conclusions and recommendations.  

2
THE CONTEXT

2.1 The national policy context

The Government is committed to ensuring that all young people reach the age of 19 ready for higher education or skilled employment. Raising the participation of young people in education and training is therefore central to meeting this commitment. In this Learning Theme we focus on the relatively small but significant number of young people who enter employment between the ages of 16-18 without the benefit of training. This represents not only a wasted opportunity, but also links to potential problems for the future.  

2.1.1
Government-led policy initiatives

The Government’s aim is that after age 16, all young people should continue in learning, whether in school, college or the workplace in order to increase the proportion who have achieved at least level 2 by age 19. According to the report, Supporting young people to achieve: towards a New Deal for Skills (2004), 56 per cent of the 16–18 cohort are engaged in full-time education and a further 20 per cent of the cohort are in training or other education. The remaining 24 per cent of the cohort are not participating in learning: 15 per cent are in work without formal training and 9 per cent are not in education, employment or training (NEET). So almost a quarter of our young people are disengaged from formal education and training.
Yet at the same time, the emphasis on skills, particularly for young people, has become more intense. In 2003, the Government launched its Skills Strategy with a new learning entitlement at Level 2 (and 3 in some areas and sectors) and which stressed the need for all people of working age, and especially young people, to increase their formal skill levels.

As a report by the think tank, Inclusion
, points out, the challenge for young people, particularly for those who are failing to achieve a full Level 2 qualification or who are working in low-skilled work, is immense. In simple terms, their future prospects are bleak. Their working lifetimes are likely to be dominated by low-skilled and low-paid jobs and they are more likely to be unemployed, as the employment rate for those with no qualifications has been dropping steadily for many years.  

Table 2.1:

Percentage of young people who are not in education and are employed in OECD countries 2002

	Employed                               m
	Employed                               m

	United States

            
	Switzerland 

            8.0

	Mexico 


29.0
	Sweden 


7.0

	Turkey 


24.2
	Greece 


6.9

	Portugal 


20.3
	Slovak Republic 

5.8

	United Kingdom 
            16.2
	Luxembourg 

            5.7

	Iceland 


14.8
	Czech Republic 

5.7

	Netherlands 

            14.7
	Germany       

            5.2

	Ireland 


13.6
	Finland 


4.7

	Australia 


13.3
	Hungary 


4.5

	Austria 


12.1
	Belgium 


3.6

	Norway 


11.5
	France 


1.9

	Spain 


            11.0
	Poland 


1.0

	Canada 


10.8
	

	Denmark 


  8.9
	

	Italy 


              8.7
	


Source: OECD, 2002
The Inclusion report also goes on to highlight our poor performance when compared to other OECD countries. The Government’s ambition is to move from having one of the lowest rates of participation in post-compulsory education and training in the OECD to one of the highest. The UK currently lies 27th out of 30 OECD countries for participation in education at age 17. In 13 OECD countries, more than 90 per cent of pupils continue to be enrolled beyond the age of compulsory education. The UK has the fourth lowest number of young people aged 15-19 in education of all OECD countries whilst the average number of young people in education in the UK is more than 5 per cent lower than the mean level for all OECD countries. As the figures above show, the numbers of young people not in education and yet in employment are therefore comparatively high in the UK. 

It is the view of Government that the best option for young people is to spend the years between childhood and adulthood continuing to acquire skills to equip them for a lifetime in the labour market. However, the Government has recognised that for some young people, particularly those who had a poor experience of compulsory education, the world of work can provide a suitable pathway. 

Since Labour came to power, several major policy initiatives have been aimed at improving young people’s career opportunities. The New Deal has been the most prominent of these, together with the launch of the Connexions service, a new minimum wage for 16 and 17 year olds, Education Maintenance Allowances, the right to time off to train, and reforms to the Apprenticeship system and to academic and vocational education more broadly.
£140 million more from 2006-07 was announced in the Budget 2005 to raise participation in training by 16-19 year olds, particularly those most at risk of dropping out. That includes testing out new financial incentives for young people to train while in employment. Also announced was the expansion of the range of WBL for 14-16 year olds. 

The most recent Skills White Paper
 also set out some challenging goals, with respect to young people:

·  Young people to reach age 19 ready for skilled employment or higher education, by increasing the proportion achieving full Level 2 qualifications - participation at age 17 to increase from 75 per cent to 90 per cent over the next 10 years.

· More young people to get higher education qualifications - the proportion of 18-30 year olds benefiting from higher education to rise towards 50 per cent.
· To increase by 75 per cent, between 2002/03 and 2007/08, the numbers successfully completing Apprenticeships as the main work-based route for young people to gain employment skills. Apprenticeships are currently used by around a quarter of 14-19 year olds as part of their transition from school to work
.

As set out in the Budget 2005, to underpin the reforms in the 14-19 White Paper, Government plans to provide further support to encourage 16 and 17 year olds not in learning to obtain the skills and qualifications they need. £80 million has been allocated over two years to pilot a negotiated Learning Agreement for 16 and 17 year olds in work with no training in eight areas of the country from April 2006. The pilots will test the effectiveness of a range of financial incentives in encouraging employers and employees to take up this offer and in supporting Apprenticeships as a key route for 16-17 year olds in the labour market. 

There are also plans to introduce a £60 million pilot scheme over the same period offering 16 and 17 year olds who are NEET financial support in return for a commitment to progress towards formal learning. These pilots will be supported by a further investment of £20 million over two years in pilot areas to boost employer and WBL pre-16. This will offer an extra 20,000 opportunities across the pilot areas for 14-16 year olds to benefit from better vocational learning either in colleges or with employers.

Most recently, in July 2005, the Government launched its youth green paper, Youth Matters
.  The vision for the reforms set out in the green paper is to create an integrated system which is responsive to the needs of the individual, which supports all teenagers to achieve the five Every Child Matters outcomes, and which strikes an appropriate balance between supporting and challenging young people.  The Government therefore intends that the reform must address four key challenges. These are:

· how to engage more young people in positive activities and empower them to shape the services they receive;

· how to encourage more young people to volunteer and become involved in their communities;

· how to provide better information, advice and guidance to young people to help them make informed choices about their lives; and

· how to provide better and more personalised intensive support for each young person who has serious problems or gets into trouble.

The green paper sets out a range of proposals in relation to young people’s access to good quality information, advice and guidance (IAG).  It states that the advice should be impartial, comprehensive and free from stereotyping. It should be available in ways that young people want – for example, face-to-face support and advice from people who know them and their abilities; but also on demand and interactively via the web, text and telephone. The proposals include clear minimum expectations of the IAG that each young person and their parents should receive. These would be:

· at age 11-12 (year 7): an introduction from a variety of people including other students to what is on offer within secondary school;

· at age 13-14 (year 9): support in considering post-14 choices – particularly in the light of the 14-19 reforms, future career possibilities and the world of work, and a personal session with an adviser if they or their parents need or want it;

· throughout their teenage years: better help to think through post-16 options, personal social and health issues and career choices; and

· easy access to an innovative ICT service.

Government will be exploring how to give further impetus to the quality and impartiality of IAG by expressing these expectations in a set of quality standards.  These will be the subject of consultation. 

To support this and to reflect the wider reforms of services for children and young people set out in Every Child Matters, government proposes devolving responsibility for commissioning IAG and the funding that goes with it, from the Connexions Service to Local Authorities, working through children’s trusts, schools and colleges.

It is expected that children’s trusts, schools and colleges will work in partnership to commission IAG locally. But where schools and colleges believe existing provision is poor, they would have the right to commission services directly. Following a phased approach from 2006, it is expected that these new arrangements to be in place by 2008. Local Authorities would be responsible for commissioning, as part of an integrated youth support service, IAG for young people who do not attend a school or college.
2.1.2 Employment without training and evidence of NEETS

Much press attention has recently focused on the position of NEETS. One of the reasons why those entering employment without training are of such interest is that there is a strong link between that and the chances of becoming NEET at 17 and 18.  The NEET report
 suggests that: 

Poor educational achievement in Year 11 and disaffection with school in the form of exclusion and truancy in Years 10 and 11 were associated with entry to the NEET group and to a slightly lesser extent, entry into work without training.

The Report goes on to suggest that:

 … the chance of becoming NEET at age 17 was lowest among people who had been in full-time education one year earlier and was highest amongst young people who had been in work with no training; 3.8 per cent of young people who were in full-time education at age 16 had become NEET by the age of 17, compared to 14 per cent of those in work with no training at age 16.
 

As a recent newspaper
 article highlights: “NEET dropping out of education at 16 will cost taxpayers an average of £97,000 during their lifetime, with the worst costing more than £300,000 apiece. Their impact on crime, public health and antisocial behaviour was so marked … that a single 157,000-strong cohort of 16 to 18-year-old NEET would cost the country a total of £15 billion by the time they died prematurely in about 2060. They are … 22 times more likely to be teenage mothers; 50 per cent more likely to suffer from poor health; 60 per cent more likely to be involved with drugs and more than 20 times more likely to become criminals.”
Based on the evidence, the minimum attainment in learning for fulfilling participation in a flexible, modern economy like the UK is level 2, which is equivalent to 5 GCSEs grade A*-C or an NVQ2. As the New Deal for Skills report highlights
, basic skills and level 2 qualifications in particular are also key to preventing social exclusion.  34 per cent of young people with no qualifications and 17 per cent of those with qualifications below level 2 are not in full-time education, training or employment, compared with only 7 per cent of those with qualifications at level 2.  As such, level 2 qualifications act as a springboard to a future of employment with training opportunities.  The Government has found that people who have a level 2 are far more likely than those without to receive training from their employer in the workplace.

Research
 shows that the attainment of vocational qualifications at all levels can improve the employment chances of unqualified school leavers.  Yet, although there is some take up of NVQ level 2 qualifications by school leavers, and of apprenticeships and low level City and Guilds qualifications, very few individuals who obtained no school level qualifications manage to reach Level 3 through the vocational route, and only around a quarter of this group manage even to reach Level 2. The research also underlines the importance of a stronger vocational offer post-16 and preparation for this route and its opportunities pre-16.

2.1.3
Socio-economic factors and external influences

This is a complex issue and many factors are in play.  Research has looked at the attitudes of young people and the impact of them on their choices post 16.  Attitudes to Education, and Choices at Age 16:  A Brief Research Review, Report to the DfES Advisory Panel on Research Issues for the 14-19 Age Group highlights the following issues: 
· Young People’s Attitudes - the association between negative attitudes towards school and the decision to leave full-time education at age 16 is established, yet the mechanisms that underpin this association are complex.   

Their analysis
 suggests that results in GCSE examinations are the single most important predictor of whether or not young people stay in full-time education after 16. In reaching their decision, they are guided by their own perception of their ability which is largely based on their performance, but also by their experiences of schooling generally, the attitudes of teachers, by family dynamics and by personality
.  
Other critical factors include:

· Parental influence - the association between the level of the parents’ education and occupation and the route that young people take at 16 has been well-documented and leaves little doubt about the strength of the influence that parents have on their children.  

· School culture – there remain substantial differences in staying-on rates between individual schools. 

· Friends - evidence suggests that usually young people are not unduly swayed in the short term by what their friends choose to do, but over a longer period of time, friends probably help to form their general attitudes towards school.  
· Local area effects – there are differences in post-16 participation rates between regions, travel-to-work areas and smaller local areas which are not wholly accounted for by GCSE results, personal characteristics and family background.
  

· Prevailing youth culture - wider commercially-based youth culture has some effect on young people’s attitudes towards education.  
Whilst it is difficult to obtain a clear picture of the characteristics of those who enter employment without training, we know that this group is likely to move in and out of the NEET group. The main risk factors associated with being NEET and the major routes into disengagement include:

· Family disadvantage and poverty;

· Having a special educational need;

· Truancy and exclusion from school before the age of 16;

· Low, or no, educational achievements at the age of sixteen;

· Having poor health (including mental health problems);

· Teenage pregnancy;

· Having parent(s) who are unemployed;

· Membership of some minority ethnic groups;

· Drop out from post-16 education;

· Drop out from government sponsored training.

The reality for many young people who chose to make the transition to work is that the process is anything but smooth. One report which looked at young people in Scotland
 concluded the following:

· Few young people left school with clear ideas about how they could manage their transition to work effectively. 

· Young people who lacked qualifications and skills often had difficulties in establishing themselves in the labour market and became vulnerable to repeated and extended periods of unemployment. 

· Family knowledge and connections were central to the effective management of transitions. 

· Aside from the larger companies, firms tended not to provide young people with core transferable skills and most provided minimal training. 

Two Learning and Skills Development Agency (LSDA) research reports
 come to the following conclusions about why young people do not make a point of seeking employment with training.

WBL is very poorly presented to young people in schools:

· It is seen as a poor relation to academic studies post 16, for the less able;

· There is widespread suspicion that WBL routes are not pushed by teachers in schools with sixth forms because they are seen as competitors to their own offer;

· There is limited understanding among teachers and tutors of the WBL landscape, and Connexions PAs and careers teachers have not kept up to date on the changes;

· Parents are seen as crucial influences but have little knowledge of the learning routes and so little confidence in advising young people;

· Current 14-19 development groups (LSC and LEAs) are focusing very heavily on inter-school/college collaboration and curriculum development, and scarcely at all on WBL routes.

Wider systemic factors are:

· The WBL route is much more complex and demanding and potentially demoralising than the more straightforward academic options, and yet there is no single agency taking responsibility for guiding and supporting young people in this;

· A mismatch of supply and demand (since WBL is dependent on employer availability and preparedness to be involved, rather than capacity being determined by demand, whether that be young people or even economic needs);

· Rurality issues have not been addressed;

· There needs to be better support for e2e learners into apprenticeships, and for young people when in WBL;

· In general, employers are not pushing the WBL route hard enough. The research shows that the main determining factors for employer engagement are size and the relationship with training providers, but also past experience of its value in recruitment. 

2.2 Regional performance

The South West has a significant proportion of its 16-18 year old young people in jobs without training, and the overall figures mask marked in-region variations between the six individual LSC areas
. 

As can be seen from the table below, those in employment without training range from as little as 3 per cent in some LSC areas to as high as 13 per cent.  Whilst the trend broadly reflects labour market conditions in those areas, the Swindon and Wiltshire results would appear to buck that trend.

Table 2.2: 16-18 year olds in employment without training to Level 2

	 
	March 2004
	March 2003
	Variance

	
	Employment w/o training to level 2
	Part time employ

ment
	Temp

orary employm

ent
	Total
	
	

	ENGLAND
	9%
	1%
	0%
	10%
	7%
	30%

	SOUTH EAST
	9%
	1%
	0%
	10%
	5%
	104%

	LONDON
	6%
	1%
	0%
	7%
	6%
	12%

	EAST OF ENGLAND
	11%
	1%
	0%
	12%
	9%
	39%

	SOUTH WEST
	9%
	1%
	0%
	10%
	7%
	35%

	Bournemouth Dorset & Poole
	11%
	0%
	1%
	12%
	8%
	57%

	Cornwall & Devon
	13%
	1%
	0%
	14%
	11%
	28%

	Gloucestershire
	3%
	0%
	0%
	3%
	2%
	53%

	Somerset
	11%
	0%
	0%
	12%
	10%
	16%

	West of England
	3%
	1%
	0%
	4%
	3%
	17%

	Wiltshire & Swindon
	11%
	1%
	0%
	12%
	6%
	98%

	WEST MIDLANDS
	11%
	1%
	0%
	12%
	10%
	21%

	EAST MIDLANDS
	10%
	1%
	1%
	12%
	8%
	40%

	YORKS & HUMBER
	7%
	1%
	0%
	8%
	8%
	-5%

	NORTH WEST
	8%
	1%
	1%
	9%
	8%
	12%

	NORTH EAST
	8%
	1%
	0%
	9%
	7%
	29%


Source: Connexions database, March 2004 

Experience of Connexions Bournemouth Dorset Poole suggests that much of the churn within the NEET group comes from those young people who drift in and out of such employment.  This churn, as with even stable employment without training, militates against access to learning/training, and hence career progression.

It has become accepted wisdom that to be internationally competitive, the workforce must be upskilled and prepared to train and retrain; that there will be very few jobs which do not demand qualifications by the middle of the next decade. 

2.3 Assessing the impact on individuals

Concern for these young people is shared by many groups: advice and guidance staff from Connexions, JobCentre Plus, and local services; colleges and work-based training providers; employers; youngsters and their families. Correlations have been found between continuing cycles of social deprivation and the reduced prospects for individuals in this group to find well paid jobs throughout their active working lives. Such disadvantages themselves give rise to low aspirations at best and lack of integration with their communities at worst, with additional costs to society, the economy and individuals in terms of unfulfilled potential and dependence on state benefits. 

2.3.1 Identifying the young people

One of the most striking features highlighted in the research literature is the sheer breadth of young people’s circumstances at varying transitional stages from school to work. A number of studies have been conducted which characterise post-16 choices by individuals according to a spectrum of options ranging from the NEET group mentioned above at one end to those who remain in full-time education at the other. Between these poles there are many and varied combinations of education, training and employment including youngsters who undertake:

· Part time work alongside more academic courses of study;

· Full time vocational training towards recognised qualifications, eg NVQs; 

· Other government-supported training on a full or part-time basis (such as Apprenticeships or Entry to Employment schemes);

· Work related learning in colleges;

· Employers’ own training in the workplace, eg WBL;

· Employment without training.

To add to the diverse mixture of approaches, it is not always apparent from the above provision which is based at colleges, place of work, external training or outreach centres. In addition to the above groups, the Connexions Partnerships’ annual activity survey
 also notes a ‘not settled’ category for those economically active but not in full time education, training or employment. Neither are the funding sources nor partner organisations always transparent, as different delivery models and available resources may be channelled through various agencies depending on their location and local arrangements. When attempting to predict and track post-16 participation rates in training according to social and educational factors, local area effects cannot be underestimated, as highlighted by Payne
:

It is well established that differences in post-16 participation rates between regions, travel-to-work areas and small local areas remain after differences in young people’s GCSE results, personal characteristics and family background have been taken into account.
Thus, the research does not reflect a homogeneous client group with consistent data based on UK-wide definitions, particularly where data can be drawn from Local Education Authorities, LSCs and large national surveys and sampled at several times over the year. Nor can it be assumed that national evaluations of interventions such as those run by Connexions partnerships are necessarily comparable. In some ways, it is easier to focus on youngsters identifiably NEET than harmonise the impact of many individual programme variations.

2.3.2
Patterns of participation

Connexions partnerships are demonstrably in the front line when recognising the impact of individuals’ circumstances on their capacity to take on and sustain employment with training. Research across a small sample of Connexions partnerships aimed to identify good practice that had some success in reducing numbers of NEET young people
:

· Effective mapping of the cohort;

· Targeting resources;

· Understanding why young people become NEET, including churn rates and inadequate provision;

· Building the capacity of Connexions personal advisers to provide quality data;

· Effective data sharing amongst partners;

· Effective preventative action, including early diagnosis and support;

· Working with local LSCs and providers.

The issues of churn, the influences of families, social factors and educational achievement, and the complex interrelationships of various post-16 pathways have been studied by a range of commentators. Patterns of participation in post-compulsory education and training by 17 year olds were reviewed by the LSDA
, who noted the adverse effects for this age group of one-year courses on sustained participation in post-16 education and training. 

A report to DfES by the Centre for Research in Social Policy
 reported that: “the chance of becoming NEET…was highest amongst young people who had been in work with no training”. Their far-ranging survey of young people and their parents analysed their attitudes together with effects of churn and short-term training opportunities:

The chance of becoming NEET increased among young people who moved into alternative destinations following one year spent in work with training…Movement into work with no training more than doubled the chances of young people becoming NEET at 18, when compared to young people who had spent two years in work with training. The risk of becoming NEET from work with no training was reduced either by movement at 17 into work with training or full-time education. It is apparent that the likelihood of young people entering the NEET group from employment is very different depending on whether a young person has been in work with or without training.
The survey also noted that the work with training route was found to offer the most stable trajectory to young people, of whom almost 80 per cent remained within the group after two years. Work with training was also found to be a popular option for those moving out of the NEET group for almost 50 per cent of the 17 to 18 year old cohort. Jobs with training are also regarded as a positive option for young people with higher educational attainment at GCSE level: just 2 per cent of young people who had obtained five or more A*-C GCSE passes at the end of Year 11 became NEET after two years in work with training.

Connexions Cornwall and Devon also analysed the relationship between GCSE attainment and the initial destinations of school leavers between 2001 and 2003
. In the autumn after completing Year 11, only just over 1 per cent of those achieving five or more A*-Cs were NEET, while those achieving fewer than five GCSEs at this level made up almost 92 per cent of NEETs. In 2003 nearly 24 per cent of NEETs had left or lost employment, which in the main was due to personal circumstances rather than dislike of the WBL placement. Young people surveyed responded that their NEET status might have been prevented by better advice and guidance, earlier support and help with personal circumstances. These findings were replicated in related action research by Connexions Somerset
 

2.3.3
The impact of IAG

The pivotal roles of both formal and informal IAG provision on young people was anticipated in 1999 by the Social Exclusion Unit
 and more recently examined within the Nuffield Review of 14-19 Education and Training
. The paper questioned young people’s perception of value of their sources of IAG, and concluded that only a small minority of youngsters felt that school careers guidance and support prepared them adequately for their choices and post-16 decisions. Connexions’ services themselves, by contrast, tend to be highly rated by students. However, the presence of Connexions within schools is highly variable according to locality and too often is not well linked to the in-house careers advice available. The Nuffield paper highlights perceived tensions “between the primary aims of Connexions and those of individual schools”, bearing in mind that schools “also will have institutional strategic needs that prioritise particular pathways at 14, 16 or 18”. Such pathways are likely to recommend academic routes for the more able students at the expense of impartial IAG.
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The need for quality guidance on WBL at a much earlier stage in schools was echoed in recommendations by an LSDA 
 report which called for parity between academic and vocational careers advice to improve the uptake of WBL.  At present, too often WBL is presented as an option for lower achievers and hence is considered a second class choice by students. Many more positive promotional and marketing programmes are needed that act independently of funding streams and targets, alongside professional development for advisers and teachers that clarifies and communicates the benefits of WBL. Creativity and flexibility on the part of training and service providers would improve the image of WBL and open it up as a real opportunity for more young people.

2.3.4 Systemic and financial constraints

The Centre for Economic and Social Inclusion acknowledges that for the under 24s: 

Policy changes towards greater educational participation may mean that employment is a lower preference in policy terms. UK educational policy is still largely sequential, not valuing employment alongside education. So policy makers see employment and education as alternatives rather than partners. Therefore policies such as Education Maintenance Allowances encourage young people to be economically inactive while studying. 

Harmonising apparent contradictions in the differential financial support systems available to young people undertaking education and employment were a significant theme of Government in their underlying policy for their New Deal for Skills
. In recognition of a need to reform radically financial arrangements for 16 to 17 year olds, the report put forward recommendations to raise minimum pay levels and reduce disincentives currently affecting work-based training for young people. Current Child Benefit payment eligibility, for instance, requires that a young person be in full time education to qualify for payment up to age 19, unlike training allowance schemes under which Child Benefit payments are stopped. 

With the present national expansion of Education Maintenance Allowances to cover full time education up to age 18, there are concerns that a tacit message is sent out to young people that the academic route is preferred to the vocational. Many youngsters remain uncertain about the financial disbenefits involved in taking up the work-based training allowances present in Apprenticeships, particularly for lower income families where these are much reduced compared to wages available in jobs without training. More clarity is generally needed by all parties involved in training decisions to ensure these are made independently and free from financial bias.

There are historical reasons to explain why integration of work with training and educational systems has been so long in coming. LSCs have not long taken over overall responsibility for all post-16 provision, and schools have only recently been required to offer some measure of work related learning. With the new 14-19 Education and Skills White Paper
, it is hoped to open up the range of opportunities to provide improved and more flexible access to vocational routes for young people, including increased work-based experience from a much younger age. A new emphasis on employer participation and personalised learning experiences that are better able to select and time education and training to suit individuals will be coupled with fairer financial support. Encouraging evidence from, and extra funding for, Apprenticeships as well as Entry to Employment schemes for the lower skilled now provide useful models on which to base rationales for positive change.

2.4
Employer perspectives

Low-skilled young people aged 16-17 not in full-time education and not qualified to level 2 have the right to paid time off to study for approved qualifications and 18 year olds already studying have the right to complete their qualification. The young person takes up this right by agreeing a package of paid time off and training with their employer. 

However, evidence suggests that many employers are failing to provide this support to their young recruits. In February 2002, DfES completed a survey of 833 employers to evaluate the impact of the right to time off on employers
. The survey found that following the legislation, only 56 per cent of employers offered any training towards formally recognised qualifications for 16-17 year olds not on Modern Apprenticeships. The survey also found that while promotion of the right to time off was raising awareness of the legislation among employers, very few of the employers surveyed made a direct connection between the introduction of the right to time off and any change in their approach to recruiting or training young people.

Surprisingly little research exists on the recruitment of young people into employment. The Employers’ Training Of Young People
 study aimed to contribute to the understanding of the training and development that employers provide to young people outside government-funded training
. The study distinguished four reasons why employers recruit young people:

· Those who recruit young people to jobs because they are prepared to accept low rates of pay (associated with low-skilled jobs) – i.e. young people seen as low cost;

· Those who recruit young people to train them up for a particular job, which does not conform to industry standards and therefore conventional or government- sponsored training programmes are thought not to apply – i.e. industry non-standard development;
· Those who recruit young people to a traineeship or ‘junior’ role in order to fill some as yet undefined post in the future – i.e. non-specified development;
· Those who recruit young people to jobs because they are young – i.e. young faces associated with particular products and services.
Some employers recruited young people for a combination of these reasons (eg low cost labour while being trained to their own specification).  Importantly, however, personal attributes such as ‘maturity’ and ‘motivation’ were seen by employers as being more important than possessing high-level, basic or vocational skills.

In addressing this issue from the perspective of employers, it is important to understand to what extent they regard the acquisition and application of skills as essential to the realisation of their business objectives. 

As Ewart Keep suggested in a conference paper
:

Skills are sometimes important, but often ultimately incidental, to the achievement of organisational goals. Policy makers often talk and act as though the prime function of employers was to employ/use skills – particularly those created by the public education and training infrastructure.

2.4.1
Employers’ uptake of training for young people

One report which looked at large employers and apprenticeships
 found the following factors to be significant indicators of employers’ preparedness to offer training:

· Product and production strategies. Employers producing high-quality goods or services are more likely to provide apprenticeships.

· Labour market structure. Employers facing fluid occupational markets for skills often rely less on training and more on recruitment as their source of skill supply. 
· HR strategy. Employers may seek to recruit already skilled young people rather than bear the costs of training, thereby avoiding involvement in training schemes.

· Collective action. Employers who take a more collective view of the shared employer interest in skill supplies offer more apprenticeships. 

· Ownership structure. The managers of quoted firms with dispersed stock ownership face an incentive to increase accounting profits in the short-term and may reduce the tendency to recruit apprenticeships.

· Attitude to public subsidy and regulation. Some employers, particularly less financially secure ones, may be more attracted than others by public training subsidies.

· Attitude to the ‘national interest.’ Some employers may be moved to provide apprenticeships by sympathy with the social and educational needs of youth.

The Employers’ Training Of Young People Report
 found that employers varied markedly in the formality of their approach to training young people.  Some adopted a very ad hoc approach, while others provided formal training programmes.  The study found, however, that few employers provided for the long-term development of their young recruits. There was little evidence of recording and accreditation of training and, where this happened, it was formal rather than informal training that was recorded.

Despite the lack of formal training, the employers interviewed believed that young people learn a lot in their first working years.  The skills developed by young people appeared to fall into one of three categories:

· Generally transferable skills - workplace procedures, appropriate behaviour etc;

· Occupationally or sectorally transferable skills - customer care, answering the telephone, typing and computer skills etc;
· Organisation or job-specific skills - eg understanding of an employer’s particular systems or products.

These findings suggest that there may be more scope for accrediting the range of skills people learn in their first years of employment, in any form of job. 

The report also found that on-the-job training was the predominant method used by employers, including:

· The intensive approach - short and in depth;

· Formal build-up - ongoing over a period of time and specified in a formal programme;

· Informal build-up - informally planned, but where skills needed are specified; 

· Ad-hoc - provided as and when required. 

Few of the employers studied provided off-the-job training for their young people, whose value was generally regarded with scepticism by employers. Many employers were well disposed towards NVQs. However, these tended to be organisations with a fairly positive stance on training and/or had adopted the ‘traineeship’ model of young people’s employment.  

The report also found that employers’ reasons for providing training were a mixture of pragmatism and implicit, or occasionally explicit, strategy. Few had actually thought through the links between their business strategy and their approach to training, but nonetheless there were clear links.  

At the other end of the scale, organisations competing in terms of price and speed of delivery tended to have a systematised organisation of work in which various slots were filled by young people.  Here, the tasks were fairly narrow and defined and the training limited to ensure that those doing them had the skills to carry them out efficiently and effectively.

2.4.2
Barriers to employer provided training

A review of the literature shows that the following factors can act as barriers to employers engaging in training:

· Employers may lack the necessary time to get involved in planning and reviewing on-the-job learning.

· Employers may be uncertain about who takes responsibility for supporting learners.

· Many draw a distinction between on- and off-the-job learning, viewing the former as their role and the latter as that of the training provider.

· The technical language of learning, assessment and qualifications may be off-putting to employers.

· Tight budgets for all aspects of learning may limit the time and resources available.

· Time spent on education and qualifications may not be seen as commercially rewarding.

· The demands of learners may be thought to conflict with those of other workers.

· Employers may be deterred by the background history of some learners (such as ex-offenders, drug-users, those who have a poor record of work attendance or have been dismissed by another employer).

· Dissatisfaction with the standard of IAG about WBL opportunities, including apprenticeships. 

· Many employers thought that careers and Connexions advisers had a poor understanding of the Modern Apprenticeship (MA) programme and that referrals were often inappropriate. 

· The size of the company was a major determinant in terms of the levels of resource for learning provided by the employer. Small and Medium-sized Enterprises (SMEs) generally support informal training. 

Further barriers exist to the take up of government sponsored training programmes such as apprenticeships. One report on the take up of MAs in the Retail
 sector showed that many employers are simply unaware of the relevance and details of MAs (now Apprenticeships). In particular
, the main barriers to take-up of MAs, based on interviews with owners and managers of 73 SMEs in eight industrial sectors, were the lack of:

· Knowledge and understanding of MAs on the part of businesses;

· MAs’ relevance to training and skills needs;

· Help and support, including training and finance;

· Suitable young employees in terms of age and ability.

Addressing this credibility issue is therefore a key challenge facing a range of organisations and agencies. 

2.4.3
Supporting training provision by employers

A range of reports has identified some useful ways in which employers could be better supported to provide training for young people.

A recent LSDA Report investigating the extent to which employers are engaged in MAs
 identified ways in which engagement could be increased. The recommendations below have been taken from this report and, whilst they relate specifically to MAs, the issues raised can be applied to employer engagement in training provision for young people more generally. These include: 

· Employer selection processes - A significant number of employers were using an introductory ‘taster’ or probationary period to assess the appropriateness of the potential recruits and most employers considered that this approach was having a positive effect on both retention and achievement.  The report proposes that examples of good practice in ‘taster’ or probationary periods need to be explored further.  The report also suggests that models of apprenticeship that are appropriate for use by SMEs need to be developed. Such models would need to take practicality and cost into consideration.

· Access to advice - Connexions personal advisers need to review and update regularly their information and knowledge about WBL and MAs, as well as consulting employers on their recruitment requirements.

· Supporting agencies - The relevant Sector Skills Councils (SSCs), in conjunction with developments at the Qualifications and Curriculum Authority (QCA), have a considerable role to play in the further development of the component parts of the MA framework to ensure they meet sector-specific needs. Supporting agencies could make a more positive contribution, for example by encouraging and facilitating employer networking and developing employer trainers’ coaching and teaching skills.

· Building relationships - Effective provider–employer relationships underpin effective programmes. Resources for the development of these relationships should be secured, especially for work with SMEs.  Providers should review the capability of SMEs to provide adequate learning resources on-site and take compensatory action when this is not available. Additional funding for this may be required. 

· Real world context - The extent to which the demands placed on employers in terms of their engagement in Apprenticeships are realistic should be re-evaluated. For example, information on learners should be collected for a clear purpose. Employers need to understand why the data is required, and its method of collection should be simple and efficient. 

· Joint incentives - To promote increased levels of employer engagement and subsequent learner retention and achievement, a system of joint rewards to providers, employers and learners should be considered.

There is clearly a complex range of issues which determine why employers recruit young people, whether they are likely to provide them with training, and the nature of the provision.  

The fact remains that, even where a young person is keen to pursue training, a range of reasons exists as to why the employers may not be inclined to provide and record training in a way which secures their longer term development in the workforce.

A common feature of the various reports which have looked at relevant interventions such as MAs have highlighted a substantial lack of awareness, which can be potentially overcome.  Effective working relationships between employers, training providers and IAG agencies are critical to success, and offer a practical means of providing real progress through partnerships.

3
WORKSHOP AND ONLINE DISCUSSIONS

In this section, we highlight the critical discussions and debates to emerge from the Learning Theme process.

The Learning Theme workshop on Young People in Employment Without Training brought together representation from Connexions Partnerships and other careers advisers, local LSCs, public and private training providers from across the region including a number of further education colleges, industry bodies including SSCs, Government Office South West and the South West Enterprise and Skills Alliance (SWESA). Many individuals had already exchanged views in the online discussion on the SLIM Website, of which extracts are reproduced below. Workshop participants were able to share their diverse experiences of working with an age group of youngsters at a transitional point critical for their future lives, often asked to make decisions based on insufficient information or incomplete understanding of the long-term implications.

SLIM were also delighted to be able to draw on the following speakers with considerable experience and expertise of the particular needs of young people, two of whom had travelled from the North West to share their knowledge with colleagues from around the region:

· Professor Ken Roberts, University of Liverpool;

· Ms Janine Blythe, Connexions Lancashire;

· Ms Jane Rexworthy, Skillsmart Retail Sector Skills Council.

Details of the speakers’ presentations can be found in Annex 1 below.

Delegates addressed the following questions:

· What measures can be taken to make employment with training a more attractive option for young people? Are financial incentives enough?

· At what stage in schools does WBL become less valued by students? How can we encourage schools to develop a more straightforward route into WBL for likely candidates?

· What are the relative contributions of formal and informal sources of IAG for WBL? How much of a role do schools, families and peers play in young people’s decisions?

· How can greater coordination be achieved between agencies advising youngsters on training opportunities available within employment? What measures could be taken to support harmonisation of data on young people currently collected in fragmented form by separate agencies?

· How do we support and raise employers’ awareness of the importance of training for young people?

· How do we promote employment with training options to employers? What good practice models have currently been achieved by businesses both locally and elsewhere?  What targeted support do small businesses need to overcome the bureaucracy (both real and perceived) involved in taking on Apprentices or other government supported trainees?

· How can we encourage employers to develop their own (preferably accredited) in house training for the young people they employ?

· What evidence of good practice in employment with training for young people in particular industries can be transferred between sectors? What contribution could clusters of employers and networks of trainees make in aggregating supply and demand for employment with training?

The workshop and online discussions covered a range of themes and a selection of contributions from the online debate as well as case studies are included below. 

3.1 Young people

As youth unemployment is at present very low, there are potential issues of ‘problematising’ young people in jobs without training. Despite a large number of policy interventions over the last fifteen years designed to boost participation in learning by reforming the qualifications system, evidence suggests that these are not necessarily tackling ‘real world’ concerns for young people. These are more likely to centre round difficulties with sustaining motivation as well as cognitive issues with learning in school-based settings. With informal learning in the workplace not as visible, although acknowledged as more prevalent, than formal training, it is easy to underestimate the amount of informal learning that takes place in jobs without training. Informal learning also provides opportunities to cascade training, and hence empower young people who had gone through trainee programmes by managing or supporting their own apprentices in turn.

One participant commented in online discussion:

Whilst I'm sure that some young people, in what is officially categorised as work with no training, are receiving some useful informal training that is helping to raise their skill levels and employability, the statistical evidence that exists does seem to support the view that this group are still much more likely to become NEET than those in full time education or work with training. The studies quoted in the recent research brief indicate this to be the case and I have just done a small bit of analysis on our 16 – 18 cohort in Cornwall and Devon. During May only 0.4% of those in full time ed joined the NEET group, whilst 1.7% of those in work with no formal training joined the NEET group in May - i.e. they were over 4 times more likely to become NEET. Of those in employment with training 0.7% became NEET in May.

Of course it is entirely possible that May was a very unrepresentative month but would be interesting to know if other Connexions partnerships have similar information.

- Richard Hartley, Connexions Cornwall and Devon
Young people’s own attitudes to WBL are unclear and impossible to generalise, based as they are on individuals’ perceptions which may have been formed for many reasons. For instance, it is difficult to state with certainty whether they actually undervalue WBL and the careers progression opportunities it provides, or to what extent these are received attitudes from external influencers. With this in view, parents and peers need to be cultivated to recognise their influential roles, and become informed and more involved in impartial choices for young people in transitional stages at school. Particularly where patterns of low aspiration can be perpetuated in communities over time, positive role models could likewise be sought through community networks. The Youth Service also has a potentially expanded role to play if it is better integrated with other sources of advice for young people.
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The NEET label is a convenient tag for young people, but again as a definition tends to obscure issues rather than reflect the reality of changing circumstances. Available Connexions tracking data confirm that young people are a transitional cohort who may only be NEET for intermittent periods of time as they move through short-term employment and training opportunities. In order to capture progression that may otherwise be lost to view, it would be helpful to develop different measures of success that reflect real life situations, rather than long term outcomes. By rewarding engagement with short-term interventions and celebrating successes outside academic contexts, more account could be taken of ‘circulating’ young people as they move through successive transitions in the labour market. 

We have accepted as a 'given' that the school leaving age should keep rising without any debate. Now we have the problem of boys who are alienated from the education system. This has been a serious issue amongst our members who are parents as well as business people.

Personally, I think we should be discussing post 14 education in its widest sense, including permitting young people to leave school provided they have a job to go to. How far that needs to be tied up with educational requirements has to be debated. The FSB has no policy on reducing the school leaving age to 14, but it does consider that the way subjects are taught must be relevant to the real world. I was horrified to hear that the national curriculum prevents maths being taught using examples like rates, PAYE, laying bricks, etc. If this is true it is appalling. 

I know this is an old idea, but we should be examining the idea of giving everyone the right to 4 years free post 14 education. So if someone leaves school at 14, they can return later, at no cost, to gain those qualifications they now realise are important to them. Similarly for someone leaving at 16. Please note, this is a personal view, not FSB policy. I suggest this as I have seen many people in their early 20s who confess to having messed around at school and who then wanted to get the qualifications they have missed. We should be making it easier for them to do so!

- Viv Rayner, Federation of Small Businesses

There is at present too much emphasis on a ‘once only’ model that presupposes a continuing disposition to learn in the years immediately following compulsory schooling. Many young people are not ready or willing to sustain learning whilst still in their teens: they need the opportunities, resources and funding to support learning into their 20s, by which time Apprenticeships and post-19 funded qualifications are no longer available. 

Andrew Williams confirmed online the limitations of tracking data:

Bournemouth Dorset Poole stats for the same snapshot period [May 2005] are: 

16-18 Cohort 0.2% of those in full time education (at the end of April 05) became NEET in May 2005

· 1.4% of those in employment without training (at the end of April 05) became NEET in May 2005 

· 1.0% of those in employment with training (at the end of April 05) became NEET in May 2005

So the distinction between full time education and employment without training was greater here than in Cornwall & Devon but not such a distinction between that and employment with training…

- Andrew Williams, Connexions BDP

One strong financial disincentive to employment with training that arises repeatedly in young people’s and practitioners’ experiences are the inequalities in pay between training allowances and wages. Other anomalies have been highlighted when comparing training allowances with Education Maintenance Allowances (EMAs) payable to students post 16 staying on in full time education
, which could be seen as competition for the same market of 16- to 17-year-olds between academic and vocational routes. Unlike EMAs training allowances at present are not linked to family income, and at £60 per week compare poorly with the salaries of well over £100 a week that can be earned by young people in employment without training. For many low earning families, neither training allowances nor EMAs are an option: a youngster’s full wage is a financial requirement. This confusing disparity has not been lost on young people with their own keen perceptions of injustice, as one student’s comment on EMAs illustrates:

I think that Education Maintenance Allowance should be based on how much the STUDENT earns, not the parents. After all, the EMA the child receives is for them, not the parents … I did a survey and found that four in every ten students benefit from £30 a week. I also know that some people who don’t have this weekly allowance skip lessons as they feel there’s no need. What kind of message is this sending out? 

– Lucy at age 16 (now undertaking an Apprenticeship in Administration)

A current study by the National Foundation for Educational Research is investigating attitudes to training allowances
, to inform future policy developments and wider issues concerning the financial support available to young people in training.

A practitioner updated online discussants on forthcoming changes to the system:

Some of you may be aware that there are going to be some changes to financial support arrangements from next April for young people in NON EMPLOYED work-based learning. In essence, the current 'training allowance' will be disappearing to be replaced by a means-tested education maintenance allowance (EMA) - the means testing based on household income. If the EMA remains in line with that currently paid to young people in full time education it will be a MAXIMUM of £30 pw (significantly less than the current training allowance). Currently there are 3 levels of allowance with children living in families where the household income is £30k getting nothing. 

Details of the above are yet to emerge but it will be happening, a bill has passed through Parliament and now received Royal assent. The other side of this is that families of those in work-based non employed training will become entitled to continue to receive child benefit, child tax credit etc, in the same way as those in full time education.

In Connexions Cornwall and Devon we fear that what young people will see is that the financial reward for going to non employed WBT is reducing (even though their parents may get extra) and this will further deter them from this route, possibly having the effect of either increasing the NEET numbers or encouraging more young people to consider going into jobs without training. NB - young people in EMPLOYED apprenticeships will not be affected by these changes but, for those needing most help to engage, it seems to us that this will make it increasingly difficult to persuade them to consider options such as Entry to Employment (E2E). We understand why the changes are being made - in theory to equalise the playing field between work-based and full time ed routes - unfortunately we fear it may have the opposite effect of that intended and may well end up doing more damage to the reputation of work-based learning routes.

- Richard Hartley, Connexions Cornwall and Devon

Delegates at the SLIM workshop agreed that more could be done by schools to instil greater work readiness in young people. Employers have piloted in schools ‘taster’ CDs introducing young people to work experience, which have been well received. School reports provide an opportunity to chart development of employability skills in younger age groups.

3.2
Employers

Low achieving youngsters are often regarded as less attractive or employable than those with academic qualifications who (generally) stay on longer at school, but it is unclear as to whether these attitudes stem from schools or employers themselves. Some employers see little immediate benefit in employing low skilled young people, particularly where they view the locus of social responsibility for youngsters’ education as residing with the state rather than with private enterprise. Those who leave school early can easily be considered by employers as those whom the ‘system’ has failed. However, conversely the lower minimum wages payable to young people can act to provide an economic incentive for employers, and other measures could be introduced to play to young people’s strengths.

An online discussant contributed the small business perspective: 

1. We are getting comments from members that the 'vocational' route or 'business' is still regarded by schools as the route for 'thickies' and that bright children always go to the 6th form and University. While it is probable that this is a reflection of their own background, the knock on effect is obvious.

2. Schools seem to be 'anti' small businesses. Yet this is where most of their pupils will be working. We would like to address this, but short of setting up an education programme for each school are not sure the best way to go about it given limited resources. 

3. Careers advice at schools is centred round what to do in the 6th Form. Indeed, we have reports of teachers being instructed NOT to mention anything apart from 6th form work. Given the extra funding behind children in the 6th form and the status that goes with a large 6th form, this is hardly surprising! If youngsters are to get the unbiased advice they need, it has to be from outside the school and/or the funding regime for 6th formers has to be brought in line with FE colleges.

4. Transparent working between the partners is essential, but so is the level of commitment and priorities. At the moment, the 14-16 year olds are very low down on the FE college list. This is evidenced by the closure of mechanics course in a Gloucester FE college half way through the year when the tutor left. The youngsters were actually told there was no point in working as it would not be continuing - what kind of a message is that!

5. Schools and colleges need to remember that we each have different 'core' activities and objectives. For a small business, their core activity is the running the business and their objective is to survive. Schools and colleges cannot expect business to jump when they say. Effective programmes have to be structured around all the core activities and objectives. That is why we really like the idea of a mentor for the small business.

6. Be realistic - is there another way to meet the objective. I was appalled reading of the requirement for training rooms in the firm for apprentices. If you want small businesses to engage, you have to stop thinking big business. Why is the training room required? What will you achieve with it? Is there another way of achieving the same end?

- Viv Rayner, Federation of Small Businesses

There was agreement by delegates at the workshop of an overwhelming need for earlier interventions to ensure youngsters are better prepared for the world of work. Work experience opportunities should be promoted for younger students in the 14-16 age group, and brought in earlier than Year 10 as at present. Consideration should also be given to legislation that would extend availability of ‘Saturday jobs’ from age 14, that would link more closely to the GCSE subject preferences currently selected at school in Year 9. At the same time, Education-Business partnerships between schools and employers could be further developed for ‘work tasters’, and offer additional means of harmonising expectations by all parties. Once a placement is agreed, both parties should be prepared to work through the basics of employability (eg time keeping, lunch provision) with youngsters, to ensure local understandings match on both sides. Following work experience, better tracking and debriefing for employers and schools would be especially valuable to inform improved cooperation in future.

In Gloucestershire I was approached by one school to work collaboratively to set up a programme for year 10 pupils along the lines of the Young Apprenticeship, which is being piloted in various counties, but not ours.  I took this on enthusiastically, setting up a working relationship with an apprenticeship provider who identified suitable employers whom I contacted to secure their commitment.  I also wrote specifications for the requirements of the employers to convey to the school.  Several months on I have been frustrated by unforeseen severe delays on the school side, despite them approaching me in the first instance.  The commitment of one large employer has been lost and we are left with, I think, three or four placements, which is at least some progress.  I have asked to be invited back in at the evaluation stage, once the students are settled into the programme, but communication from the school with me has not been good, despite my playing a major part in the setting up of this programme. 

The enormity of the 14-19 strategy in terms of its logistics is very apparent.  As I mentioned earlier in this debate, I still cite insufficient human resources amongst the key players as the biggest obstacle to progress in improving the movement into, and retention of, young people in the workplace.  To gain the essential commitment of employers, proper support mechanisms must be in place amongst partner agencies.  Sorry if that sounds bleak, but it is the reality on the ground, where initiatives are being launched on mainstream funding.  Those operating with timebound ESF funding are making a better impact, as in the Kickstart Project I mentioned earlier.

- Carolyn Kell, Connexions Gloucestershire

Beyond schools and employers, wider partnerships could be formed that would further reinforce positive messages to youngsters and employers on the value of vocational training. Greater involvement of the voluntary sector – often with their own links with youngsters - with employers could be beneficial for work experience, for which models based on sponsorship models offer further potential for exploration. Local Chambers of Commerce and small business associations are also well placed to highlight to members the business advantages of employing young people. SSCs as they develop should also have a greater role in liaison with employers, perhaps to offer a ‘one stop shop’ to assist employers in recruiting a younger cohort. A coordinated portfolio of support for small businesses negotiated by SSCs would do much to overcome multiple agency approaches and perceived ‘initiative-itis’ that affects small businesses.

I wonder if the size of employer makes any difference. You have been referring to formal training. We know from research carried out in co-operation with SFEDI that there is a lot of informal training in small businesses. Of course depending on the young person and how such informal training is delivered that can work both ways!

I really like the 'mentor' idea for the business as well. For small businesses the paperwork and officialdom associated with apprenticeships can be very daunting and off-putting. The promise of a 'friend' who knows the ropes could probably tip the balance and encourage more small businesses to offer apprenticeships.

- Viv Rayner, Federation of Small Businesses

Once young people have been recruited into work, employers would benefit from improved recognition and mechanisms for transfer of soft skills for all staff. Employers have shown themselves to be willing to assess and train for skills not already present in young people at induction. Evidence suggests that, for example, a lack of communications skills would tend to be given greater immediate attention by employers than team working, which would be seen to emerge over time. More encouragement could be given to workplace learning by bringing in more flexible funding arrangements to support relevant training for employers, of which an employer training tax levy is one possible route. Good employer role models should be more widely promoted by industry bodies, possibly involving sympathetic small business managers who are ex-NEET themselves and could confirm the effectiveness of more individualistic approaches.
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3.3
Information, advice and guidance (IAG) providers

Delegates at the SLIM workshop have been aware that there has been a certain amount of ‘mission drift’ from Connexions’ initial remit. Unlike earlier careers services, launched as an advice service for the 13-19 age group, Connexions have now targeted lower achieving youngsters with social problems. The many practitioners who drew on their wealth of experience in advisory issues agreed that there is a general need for a more universal, all-ages guidance service, or at least one that can adequately treat the diverse circumstances of all young people. Greater consistency in quality is needed for advisory services throughout the UK. Since the workshop, the publication of the Youth Green Paper has opened a consultation on proposed moves to integrate Connexions with local government targets. It is unclear as to whether such changes would be likely to dilute IAG services further or would instead extend provision available to all younger people.

Practitioners recounted their experiences in working within funding initiatives perhaps overly targeted for the needs of particular groups, a number of which have been launched in recent years: Entry to Employment (E2E), the Increased Flexibility Programme (IFP) for 14-16 year olds and 14-19 Pathfinders. There was a sense that these opened up opportunities for young people at both the high and low ends of an ability spectrum but left a larger number of middle achievers without support. The large amount of individual support available to youngsters in E2E programmes, for instance, is acknowledged as critical to programme success, but is rarely continued by employers once a young person has entered work-based training following the 22 week programme. Perceptions of support now withdrawn can damage youngsters’ expectations of the work experience. 

According to the E2E Moving On Plan, the E2E Passport undertakes that:

All learners who achieve a positive progression should be followed up and supported for at least eight weeks after leaving E2E ... Where a young person is progressing to employment only, a Connexions Personal Adviser must endorse this as the appropriate next step for the young person in order for the E2E provider to claim a progression bonus.
A guidance practitioner commented online on the disparity between policy and practice:

I note what you say about the onus being on Connexions to provide a PA to support any young person during the 8-week period after exiting e2e.  However, the practice is likely to be very variable from one Connexions service to another, depending on overall deployment of human resources.  In Connexions Gloucestershire we have a fairly watertight protocol for supporting young people during their 22 weeks on e2e - attendance at the case conference and the exit review.  However, we were unable to commit to the LSC's expectation of attendance at the 4-weekly reviews for example.  We simply don't have sufficient resources.  

Also, we are unable to commit to having a PA available to support every young person in the 8-week period after exiting e2e.  The protocol places the onus firmly on the provider to supply this support.  At the moment I don't think this is happening, but there are moves afoot for providers to improve their outcomes to employment at the end of e2e.  But, even if the provider is dedicated to giving support during the 8-week period it would not be the kind of support offered by staff within the Kickstart team, who make regular visits to the employer and employee at the work premises.  As I stated in my original email, one of the key successes of the work in Lancashire, is that the employer is not forgotten.  They need support as well as the young person.  Many employers may commit to offering training, if they had the necessary mentoring support to do it.  Drop-out, by either the employer or the employee, is likely to be high, without this level of back-up.

Another problem is that e2e providers report young people disappearing and they may not be tracked by Connexions for some time after that, assuming they are on our database in the first place!

The advantage, therefore, of the Kickstart Project [see below p 64] is that there is a team of people, solely dedicated to this work.  Connexions refers young people who are leaving e2e, to the team, as one way of addressing the issue.  Where there is no dedicated team for post-16 work and the role of every PA is generic, as in Gloucestershire, mainstream funding is simply insufficient to offer the necessary level of support to young people in employment.  I hope that helps with the overall debate.

 - Carolyn Kell, Connexions Gloucestershire
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IFP partnerships, which have aimed to broaden curriculum beyond age 14 with vocational qualifications, have involved very few work-based training organisations and have not succeeded in keeping up with young people’s demand for vocational places
. Coordinating partnerships’ efforts has been challenging, attendance and achievement figures with comparable courses have declined and the short term funding (now finished) does not encourage sustainability. Similar obstacles have been observed in evaluation studies of the 14-19 Pathfinders
, where the lack of parity of esteem between academic and vocational routes, costs of vocational courses, and a lack of understanding of work related learning were of particular note.

I have just been looking at the Ofsted summary of the Increased Flexibility Programme (IFP) established to support partnerships of Schools, FE Colleges and providers of work-based learning in order to provide improved opportunities for vocational learning among 14-16 year olds.

Students have responded very well to the programme, and improvements among a large number of students in their attitudes, behaviour and social skills have been identified.

Certain problems have, however, been identified that in some ways illustrate the difficulties faced in integrating academic and vocational studies within the current structure, namely:

- a lack of systematic systems for quality assurance and student tracking

- few work-based providers involved, and quality generally poor 

- demand for places in FE Colleges outstripping supply

- schools routinely failing to pass on information about prior attainment of students and full timetable details to avoid overlap

- schools make good use of data to monitor progress on GCSE courses, but few schools review progress on courses attended outside school

- IAG on work-based routes is generally very weak in schools

This would appear to be a case of a programme that works well for the young people, but is hampered by the difficulties we continually face in transparent partnership working.

Of how much concern is this to people given the current clear policy directive of more and closer inter-agency working, rather than less?

- Peter Whalley, Marchmont Observatory/SLIM

Connexions staff themselves have found their efforts hindered by a restrictive remit. At present they recognise three categories of young people’s employment status: employment with training (invariably to Level 2, as per the LSC definition), employment with locally recognised (eg employers’ own) training, and employment with no training. These categories do not adequately reflect the more flexible, dynamic nature of young people’s engagement with the labour market described above, which is characterised by short term interventions. The ‘circulating’ cohort (or churn) is not adequately represented by single counts of participation on programme once or twice a year. An improved understanding of the nature of churn – and measures to integrate it positively with outcomes – is needed.

Janine Blythe contributed good practice from Lancashire online:

I couldn't agree more. In Lancashire we have adopted a similar system with young people in Jobs without training and have found, as you have, that the way the LSC funds qualifications is providing a barrier in itself. We have been doing some intensive lobbying with our LSC (it has to be said that they are as concerned as we are about the lack of participation from this group) which has resulted in a project which we are just about to embark on. This project will enable us to develop learning plans with individuals and commission bite sized learning from a variety of sources, FE, E2E, WBL and private sector. We have done this previously on a fairly small scale (ESF and Level 2 funded) and it has been very effective in engaging young people from this group, largely because it is their choice, is at a level appropriate to them and has definite benefits to their employer. This stepped approach, we have found, is essential to build confidence and self esteem and quite often this results in the individuals being confident and willing to embark on longer term, mainstream programmes. We find that the adviser working with them is a key role in building and maintaining confidence in addition to brokering learning and supporting the employer to engage. 

There will be significant challenges I am sure, not least for Learning Providers struggling to balance the delivery of this new 'product' against their individual contracts, but I believe it is the only way to move forward if we are to engage with this group and meet their immediate needs which may not be an Apprenticeship.

- Janine Blythe, Business Services Connexions

Outreach provision by Connexions staff has declined in recent years. Employment agencies now manage Apprenticeship work placements with youngsters who have been referred to them by Connexions, whilst guidance staff tend to focus more on youngsters at schools: another example of ‘academic drift’. Workshop participants felt that too much onus for Apprenticeship provision rests with training providers rather than employers at present, for which Connexions acts as a ‘shop window’. Practitioners felt that Connexions efforts would be better focused on improving links between schools and employers, on the one hand working more closely with teachers and parents to raise awareness (and esteem) of non-academic/WBL routes. On the other side, Connexions should also target employers more, and would be well placed to take on impartial brokerage roles with local businesses to tailor jobs and training models to their business needs. In this they could support efforts by local LSCs, who also need to be more involved in promoting training to businesses.

A college based practitioner highlighted good practice online:

In Bristol we have been trying to address the high level of young people in the NEET group in the city through an initiative Education Unlimited (EUL). The project aims to raise the motivation, aspirations and skills of disengaged young people in Greater Bristol and provide a flexible, relevant and supported pathway into learning and work.  The delivery of activities is funded through enrolments onto LSC funded programmes and the EUL management and buddy team is funded through a LID bid. The EUL team consists currently of a manager, 6 buddies and a full time administrator.

The Buddies are located in outreach centres where they make initial contact with disengaged young people and establish a culture of compassionate compacts by gaining the trust of the young person and a willingness to move on to something better. A range of diagnostic tools and action planning is used to identify needs and agree aspirations.

Progression aspirations are clearly defined from day one and employment, ideally with training e.g. an apprenticeship, or progression to a FE course are considered key outcomes.  Soft outcomes include improved levels of social activity and acquisition of wider key skills, citizenship skills and employability skills. The buddies provide continuous support both for learning and to reduce any personal, social or financial barriers throughout the learning process, until the buddy and the young person are confident that this support is no longer required. Currently we have about 250 young people on the programme and many of them have now moved into employment or training. Although the real test will be if they remain in employment and training. From next year EUL will be funded by an ESF bid. The project has identified the key role of the buddy, the unsuitability of the current LSC funding methodology with its focus on completion of full qualifications to provide the flexibility needed for the kind of individualised  programmes needed.

- Judith Stradling, City of Bristol College

Further good practice was reported online by a Connexions practitioner (see Annex 1 for details of Janine Blythe’s workshop presentation on Kickstart Lancashire):

Many of you will probably already know of the Kickstart Project, the most impressive support currently available for young people in work without training, and critically, their employers as well.  This is run by Business Services (a brand of Connexions Lancashire), working closely with the local LSC.  Its success in addressing the issue lies in its mentoring support over approximately a two-month period, to both the young person and the employer.  The money is available to support employers, but they need over and above this - someone to help them with the paperwork and to be there to advise them and the young person during the crucial early stages (when drop-out can occur) of introducing the training element.  This team provides precisely that.  

 It is critical that Connexions addresses this group of young people in its ongoing efforts to reduce the NEET group.  However, I wonder whether this level of support, which I believe is what is needed, would ever become a commitment within Connexions' mainstream funding, as it must be very costly to provide?  The Kickstart Project is funded through ESF.  

- Carolyn Kell, Connexions Gloucestershire

Guidance and careers practitioners agreed that young people at risk of disengagement need earlier identification within schools. The present system relies too heavily on potential achievement of qualifications and should be extended to include pre/entry stages between ages 11 and 14 in the initial years of secondary school. For this, it would be helpful for Connexions to provide a single contact point for each school that could act as a source for labour market information. Further links could also be built between schools and voluntary agencies to deliver softer, non-target driven outcomes in partnerships: improved collaboration with community based youth clubs, for instance, would be especially helpful.

Voluntary sector good practice was also featured online:

Wings is a registered charity looking to create an environment where the individual can access learning in its widest sense leading to increased skill base, self-esteem and confidence.

We work with may young people, many disadvantaged for all sorts of reasons from 11 years up and including NEETs with successful partnerships with Connexions, YOT and local colleges. This is done in a variety of ways from our cyber cafe, ICT facilities through to boat building and conservation activities.

However, none of this would be possible without the effective use of our 6 youth workers who make those initial contacts, develop the person relationships, and then work alongside the young people in the various projects we run. For us innovation and motivation are the key to engaging in a working relationship which then can be developed and allow progression to further education in local colleges or employment.

However the frustration for us is funding. We can reach those considered 'hard to reach' yet funding is difficult to obtain from mainstream initiatives. The existing funding from the LSC does not appear to look outside of the 'box' and look at alternatives to what has previously been funded and which has not necessarily been successful otherwise we would not be having this debate. It is difficult for organisations like ourselves to access the funding to reach a group which we know and can prove that we can access and work with.

- Andrew Smith, Wings South West

3.4
Systemic issues

There was general agreement at the SLIM workshop about an overall lack of parity between academic and vocational routes in education and training. The academic emphasis distorts the market and marginalises those with vocational prospects. Greater emphasis is needed to redefine and accredit vocational routes within a practical, ‘real world’ context. At present vocational progression is unhelpfully modelled on academic achievement, where evidence suggests that Level 2 to 3 progression aligns neither to actual work patterns nor training undertaken. In the workplace, ‘portfolios’ of Level 2 qualifications to suit a job are more the normal practice for young people: less than 30% of those who complete Levels 1 and 2 progress to Level 3. Alongside this, existing funding structures based on literacy and numeracy targets are distorting provision and act to hinder progression in some cases.

There is some very good practice going on around the region on 14 - 19 increased flexibility between schools and colleges which has motivated young people; there is also some very good practice between schools and training providers eg  WVT in Yeovil and the Yeovil schools and I have also  witnessed, like Judy, young people for whom it was the first time they had been praised and accredited for what they had achieved. It is early days to see what impact Young Apprenticeships are having but there ought to be some examples of good practice.

It does beg the question as to what age we want young people entering the labour market. Whether up to 18 entry is mediated by the education world along a continuum of fulltime academic courses with some work experience/shadowing through to employed based apprenticeships with appropriate further education support.

If one wanted to be really contentious is there a case to lower the school leaving age to 14 and legislate that employers must provide vocational education including qualifications in English and Maths between 14 and 16 with support and guidance to enable young people to return to full time education at 16 if they wish?

- Peter Renshaw, Connexions Somerset

In addition to unequal parity of esteem, the UK ‘supply side’ system conceives of education and training as a target driven ‘either-or’ exercise, rather than enabling both to act together. There is not a culture that supports individualistic allocation of resources to sustain mixed approaches. Funding for schools and colleges to develop course structures is too inflexible, and is geared towards longer term, target-driven outcomes, rather than enhancing young learners’ mobility to shift between non-accredited, bite-sized programmes at sub-Apprenticeship level. The existing 14-19 system does not include incentives for providers to support vocational or non-qualified learning. There is an urgent need to clarify and redefine entitlements for funding that take more account of young people’s individual preferences. 

It seems interesting that the approach of mentoring both young people and their employers during the pivotal first two months of the Apprenticeship programme should yield such beneficial results, and yet forms no formal component of the programme nationally.

Perhaps one way that the LSC could drive up retention and achievement rates on Apprenticeships (other than through the existing financial penalties and incentives) could be to formally recognise the crucial role of mentorship in workplace learning, and to move away from the requirement of completing a full NVQ in all cases. For many young people leaving compulsory education with few or no qualifications, the challenge of incorporating study towards a full NVQ along with integrating into a new role as a full-time employee can be too much. 

Furthermore, there is little by way of incentive for those providing workplace mentorship to young people.

Another point worth raising is that withdrawals from FE courses during the first couple of months are considered as not having enrolled, and as such do not count towards completion rates and success rates - an interesting difference in the way Work-Based and FE success rates are calculated. I wonder how the 'real' drop-out rates compare?

- Peter Whalley, Marchmont Observatory/SLIM
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To boost awareness of vocational training and its relationship to the workplace, initial skills assessments for young people should be based on their involvement in ‘real world’ situations that can then be linked to appropriate courses and/or Apprenticeships, rather than qualifications’ requirements. This approach reflects the importance accorded to personal achievements of individuals seeking to change employment at later stages in their careers. Apprenticeships should also be expanded in breadth of offer as well as age eligibility, again to match more closely actual employment patterns of young people who may wish to defer training. One useful initial step would be to map availability and uptake of Apprenticeships across industry sectors and occupations to be able to assess existing patterns of demand and supply
. 
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To an extent, it has seemed that Apprenticeships have become a 'victim of their own success': demand for places has been expanding to the point where local LSCs have been unable to make sufficient funding available for them.

I was relieved to read therefore of last Wednesday's announcement of extra funding allocations for Apprentices within the work-based learning sector, with 'record numbers of over 255,000 young people taking part' (LSC press release, 22 June: http://www.lsc.gov.uk/National/Media/PressReleases/cash-focus_for-apprenticeships.htm). Headline measures are:

a. funding rates for young people in the key priority 16-18 age group will be increased by 2.5 per cent (for both Apprentices and E2E)

b. 25 per cent of the National Vocational Qualification funding in 2005/06 will be paid when young people complete their Apprenticeship framework (complete their full training programme) - this provides a clear incentive for providers to improve their achievement rates 

c. the LSC will work urgently with sectors such as construction, health care and early years trainees to help them improve their achievement rates 

d. Funding rates for learners aged 19 and over when they start an Apprenticeship will be reduced by six per cent from 2004/05 levels; providers will be expected to recoup these funds by seeking a greater employer contribution for the training of employees aged 19+ 

e. The LSC will introduce in advance a 'planned mix of provision' by which local LSCs will be able to increasingly focus local training provision on meeting the skills needs of local employment sectors.

However, the press release goes on to state:

"The percentage of Apprentices completing their framework - completing their Apprenticeship training in full - has increased by four per cent, but still only 35 per cent who start an Apprenticeship go the full distance with their training."

Are these planned changes likely to make a difference? 

- Jo Pye, Marchmont Observatory/SLIM

Enterprise and entrepreneurship funding for schools offer opportunities for earlier intervention that can help to develop positive partnerships with industry. Responding to local needs, schools should have greater scope to adapt curriculum to meet the needs of the labour market in their own local area. Greater involvement of Local Education Authorities and the Youth Service in schools and with Connexions could help identify which individuals and businesses would benefit most, raising effectiveness of programmes such as E2E. To incentivise schools, making visible their successes in reducing numbers of those with NEET destinations could be one way of charting progress.

Celebration of achievement was reported online by one practitioner:

Although I agree with many of the issues raised about 14-16 vocational training in college I think there is also some good practice as well which is raising motivation and achievement. We currently have about 100 14-16 year olds taking an alternative curriculum in the college.

These are young people who have been excluded from schools or at risk of exclusion. We have just had an awards evening for this group where they received their NVQ certificates and for many of these young people it was the first time they had been recognised for achieving something.

60% of them will be progressing on to college vocational programmes next year.

We also have about 700 14-16 year olds who come into the college from about 29 schools for about half a day a week over 2 years. We have invested in training staff to teach this age group and built vocational workshops on 2 of our sites to provide dedicated training facilities. We have put in place a guidance and interview process to ensure that they are not 'dumped ' at college. This is more effective with some schools than others. Where it works best is with our links with a school 'cluster' in Kingswood where the curriculum has been planned a part of the schools work-related curriculum, is supported by a school staff in joint planning and guidance, gives accredited outcomes at Level 1, and in some cases at Level 2, and where school and college staff share staff development.

- Judith Stradling, City of Bristol College

Awareness also needs to be improved on the part of schools and guidance practitioners of ongoing changes in the labour market which have implications for young people entering employment. These include broader recognition that job availability for 16 year olds is generally contracting, with greater numbers of graduates taking jobs for which A level students were previously recruited. This effect is particularly noticeable in the construction and engineering industries. At the other end of the labour market, migrant workers are now filling less skilled positions that might otherwise be looking to recruit and train young people. Here, efforts should be made to tackle perceived inequalities in types of job available, where ‘lower status’ employment opportunities are less likely to attract some younger applicants. Rural areas have particular difficulties in maintaining adequate employment pools and would benefit from dedicated pilot funding to overcome their additional disadvantages when accessing support.

As a training practitioner commented online:

I think we need to think more about the role of mentors, perhaps a local mentor in more rural and isolated areas could support young people and small/micro businesses to work together more effectively. This mentor figure could be a well known local community based person. Some of the work being carried out on learning brokerage (e.g. Dr Jocey Quinn, University of Exeter) would support this approach, as too the work on sustainable communities (Creating Excellence).

- Paula Jones, Learning South West

Finally, delegates at the workshop discussed the new regional priority of developing a skills brokerage service.  It was felt that the role that Connections plays in brokering the relationship between employers, young people and their training needed to be recognised in the emerging skills brokerage model.

3.5
Mentoring approaches

Whilst the online discussion was in progress, David Blunkett paid tribute to the pivotal role of workplace mentors in encouraging young people to remain in work. He noted:

Education and training should be the main focus for 16 to 17-year-olds, but for those young people who have been alienated by school or college, we need to look for work place solutions to get them back on track.

Positive role models, acting as mentors in the workplace, could be the first step to re-engaging young people who have dropped out of education and training.

- DWP Press Release, June 2005

Following universal agreement by workshop participants on the usefulness of mentoring approaches that arose during discussions, delegates were invited to explore more fully its potential contribution to the region. It was considered that mentoring is a context specific intervention that would vary substantially between settings in which it is applied. Thus, the question of who might become involved in the mentoring of young people is likely to involve separate development of distinctive models for a variety of stakeholders. These might include practitioners, peers, parents, professionals, advisers, teachers, and employers. Similarly, sensitive analysis would be required of when to mentor, including selection from a range of interventions and their application at different phases of transition. Development of mentoring models could usefully take account of interventions and transitions along a ‘continuum of need’.

Workshop discussions moved on to cover the training of mentors, and acknowledged that better understanding is needed of mentoring skills as distinct from guidance and/or brokerage skills.  Greater knowledge of the organisational costs (including opportunity costs) of investing in targeted support over varying time scales would also be helpful. Mentoring would benefit from informal as well as formal training models, depending on context, but credibility and appropriateness of mentoring should be embedded in training throughout. 

Mentoring has already become a key intervention for Sector Skills Councils (SSCs) staff in their work with employers, both for ‘bite-sized’ learning as well as NVQs. They are able to demonstrate positive links between mentoring activities in workplaces and a positive impact on businesses’ profitability. The German ‘Meister’ model can be used as a template for UK businesses, which provides much useful evidence of the benefits of supportive approaches. Induction training offers employers an ideal opportunity to consider buddying and ‘train the trainer’ initiatives for suitable staff, especially for those training Apprentices. Mentoring can also be readily embedded within line management structures to support continuing development of both mentors and mentees.

[image: image10]
Mentoring could also be developed into a practical platform on which to build collaboration between schools and employers, as already piloted in Young Foresight design and technology initiatives in schools around the country. In programmes like these, an ‘ambassador’ from industry works with teachers to support both formal and less formal learning outcomes in Year 9. 
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Training to support mentoring approaches should become more available within schools, for schools advisers and E2E staff, where timing is critical. The most successful interventions offer the important dimension of empowering mentees to become mentors themselves. For young people themselves, peer education practice within schools (such as the APAUSE programme for sex education) has been well accepted by students. Finally, mentoring could also be used to build capacity in the voluntary sector and strengthen their existing linking role between individuals and partner organisations.

You have already made reference to the work that Connexions Somerset undertook on the level two initiative and one of the lessons from that was that not only could Connexions identify the young people in work without training through the tracking system but with dedicated staff the employers could be supported and encouraged to see the benefits of training as could the young people.

I have also been involved with celebrating achievement through recognising good practice both as a judge for the LSC Champions of Learning and as a National Training Award judge and Paula's comments about mentors is also relevant; I have noticed that the role of 'the significant adult' - either as a formal mentor/supervisor etc or informally is a key factor in encouraging and supporting young people to undertake and achieve learning in the workplace.

In a rural area I do think we need to consider the issue of critical mass  - because of relatively small numbers if too many organisations are offering provision then no economies of scale are achieved and provision may be lost through insufficient numbers and funding. You would expect me to say that as the Connexions has the responsibility to monitor the status of young people 13 - 19 and has infrastructure and delivery mechanisms to work with young people they should be given the lead and funding to address the issue. Using the range of providers and links with employers which they have developed including links through work related learning and Education Business Link Organisations I believe they are uniquely placed to address the issue of young people in work without training.

- Peter Renshaw, Connexions Somerset

4
CONCLUSIONS AND RECOMMENDATIONS

This Learning Theme has debated the issue of young people in employment: we have explored the factors that lead young people to opt out of training at 16 and the reasons why some employers are failing to provide the formal training that may they need. 

The demographic trends alone show that there is cause for concern: employment growth trends indicate that we need to skill all of our workforce if we are to grow successfully as a region.  And whilst small in number, those who opt out of training at 16 represent a significant potential loss to the workforce.

The issues that have been identified in this report are complex and multi-layered, yet some very clear themes have emerged as critical if this issue is to be tackled. 

Set out below are the main issues and recommendations arising from the Learning Theme:

RECOMMENDATIONS

The recommendations set out below emerged from the discussions and debates between practitioners, policy-makers and funders in the South West region.

Understandably, a number of recommendations were aimed at central government and the need to change policy at the national policy level if this issue is to be tackled. The SWESA  is invited to raise these issues with national government colleagues. 

National policy recommendations:

· There is a need to develop an all-age, impartial advice and guidance service.

· Parity of esteem across the academic and vocational routes and greater simplification of the qualifications system is needed if young people and employers are to value and participate in WBL.

· Action is need to reduce the inequalities in pay between training allowances and wages that turn many young people away from jobs with training.
· Apprenticeships should be expanded in breadth and age eligibility.
· Increased flexibility in funding arrangements is needed to support relevant training for employers.


Recommendations for the Region:

1.
Actively promote the work-based learning route to young people

The poor image of the vocational route deters many young people from pursuing the opportunities that do exist.  An effective campaign is needed within the region to highlight the opportunities and benefits to be gained by workplace learning.

2.
Introduce work experience in schools for young people and track development of employability skills 

Earlier interventions are needed to ensure that young people are better prepared for the world of work and to ensure that they are equipped to make effective choices. Work experience opportunities should be available in schools from Year 10. Employers have successfully piloted work experience taster CDs with young people. These kinds of initiatives need to be supported more extensively and form part and parcel of school activities. The skills gained through work experience need to be recorded and formally recognised in school reports.  Use opportunities provided by schools enterprise and entrepreneurship funding for earlier intervention with those most likely to opt out of learning.

3.
Track and assess the skills of young people in employment

Employers often provide significant informal learning opportunities for young people in employment. Yet these skills are not formally recognised and this may inhibit the young person from advancing in their careers. Employers should be encouraged to allow their young employees to take part in accreditation to enable the valuable skills learned to be recognised and valued.

4.
Develop a major promotional campaign targeting employers 
Evidence from a range of studies shows that employers are ill informed about WBL initiatives and the support that is available for young people.  Employers also complain of poor quality and a lack of consistency in advice from agencies responsible for working with young people.  A major campaign targeting employers is needed to extol the benefits of WBL and the vocational route. Extend the involvement of Chambers of Commerce in promoting business advantages of employing/training young people and promoting good employer role models.

5.
Recognise the role of Connexions services in brokering employment and training for young people within the emerging skills brokerage model 

Connexions services are responsible for working with employers and seeking placements and training opportunities for the young people that they work with.  The emerging skills brokerage model will need to take into account and, if possible, integrate these activities within the skills brokerage functions within the region.

6.
Take action to improve knowledge and understanding of the cohort in the region.
The agencies in the region need to develop a consistent and robust approach to data collection and analysis across Connexions and other related services. This will need to include the more-effective tracking of young people’s work experience outcomes and employment destinations, including liaison with employers and a better understanding of ‘churn’ (young people’s entry, withdrawal and re-entry to the labour market) within the NEET group.  Opportunities exist within the SWESA Research and Knowledge Development Fund to support some initial work in this area.

7.
Develop measures to identify earlier those young people at risk of disengagement and develop measures which provide additional support

Research suggests that results in GCSE examinations are the single most important predictor of whether a young person will stay on in education after the age of 16.  Young people are also guided but perceptions of their own ability are based on their performance up to two years earlier.  Action is needed in schools to identify and provided support for young people.  This needs to be a multi-agency support involving youth services, post 16 education and training providers, IAG and employers themselves.

8.
Develop capacity within the infrastructure to equip those advising young people better 

A Multi-agency approach is needed to build capacity amongst advisers, teachers and tutors about the nature and opportunities for WBL. Connexions should work more closely with teachers and parents to raise awareness (and esteem) of non-academic/WBL routes, including guidance on local LMI.  This should also extend to support for families which are critical influencers over young people but who often have little knowledge about learning routes.

9.
Develop a regional mentoring initiative aimed at supporting young people on their transitions to learning and work 

Mentoring has a critical role in supporting young people in making transitions into working life. The regional initiative should include the development of formal and informal mentoring models for practitioners, peers, parents, professionals, advisers, teachers and employers.  Community networks also provide an important source of mentoring. 
ANNEX 1: YOUNG PEOPLE: EMPLOYMENT WITHOUT TRAINING - WORKSHOP SESSIONS

The SLIM team are very grateful to Andrew Williams of Connexions Bournemouth Dorset and Poole for his effective and thoughtful chairing of the Learning Theme workshop on young people in employment without training. Andrew’s contribution to the Learning Theme was invaluable in initially conceiving its utility to the region, and bringing on board Connexions colleagues from throughout the South West to make their own constructive contributions. We now look ahead to a proposed Phase 2 in which it is intended that findings published in this Learning Theme report should be explored in greater depth.

In the Learning Theme workshop, we were also fortunate to be able to call on the following individuals for their stimulating presentations:

· Professor Ken Roberts, University of Liverpool:

· Ms Janine Blythe, Connexions Lancashire:

· Ms Jane Rexworthy, Skillsmart Retail Sector Skills Council.

Details of the speakers’ presentations appear below.

Professor Ken Roberts, University of Liverpool

The title of Ken Roberts’ presentation was Choices and Transitions: the Changing Structure of Opportunities. In it, he traced the historical and social development to date of UK guidance and careers services to young people of school age, set against a backdrop of the national education system. His session not only chronicled the constantly changing policy dimension but also compared the UK systems with influences beyond national borders, highlighting particularly a perceived shift in the UK from European towards American models of youth transitions.

In initially aiming to redefine the problem, Ken sought to highlight first a cautious approach to statistics: not all young people are NEET for long periods, and individuals learn in jobs without training. Vocational training hasn’t had a great deal of impact in the UK: education and training models are favoured. Neither is the UK too badly off compared with others: youth unemployment stands at 12 per cent in the UK, but is higher in France and Germany. In the US, 15 per cent of young people drop out of ‘the system’.

The older educational institutions in Europe have traditionally received funding for those for whom attendance is based on ability. There is a divide across Europe between elementary, vocational, technical and professional alternatives on the one side and academic models on the other. This division happens between ages 10 and 16 and typically around age 14 in Northern Europe where the German system is most effective. Here the classroom leads on to employer-based occupational skills, typified by German apprenticeships. Young people who go down the vocational route are not seen as failures and are well integrated with the labour market. Joint agreements exist with trade unions in order to predict labour market needs. In Europe, young people develop occupationally-specific skills and identities, where labour markets become ‘occupationalised’.

By contrast, in the US, the school to work model developed differently between the 1920s and 1960s. Before World War II, there were merged, comprehensive high schools at secondary level for all young people which became the norm. The open college system developed post 1945. At present, 60 per cent of young people go on to higher education in the US. Occupational skills as such are not developed, so performance whilst at school is considered by employers as an indicator of general ability - with higher education the favoured outcome. Young people’s aspirations, therefore, are vague and undefined on entry to the labour market and success is a flexible goal. US employers then provide company- specific training, even in small businesses, and upward mobility of trainees is the usual expectation by all parties. 

Were the UK to adopt this model to its logical conclusion, examinations after the age of 16 could be abolished and a high school diploma would become the norm. Further liberalisation of the labour market should follow. However, in the UK it is not realistic to expect employers to act uniformly as part of a national system, which leads to further difficulties for young people past the age of 15. Influences of economic globalisation on businesses also militate against acting corporately, resulting in more individual and flexible behaviour within companies. To prove this point, it is of interest to note that traditional apprenticeship structures in Germany have never taken hold in the fast moving information technology industries.

Europe-type solutions are declining in efficacy in Britain. It is harder to place young people classified within the NEET group with employers, as 70 per cent of young people stay on in school past 16. Employers are more in favour of training this group and tend to overlook the bottom 25 per cent. Employers need persuasion, particularly when policy aims to increase participation in higher education up to 50 per cent. Over education is entering the British labour market, a phenomenon well known in the US. It produces a workforce keen to get on but still exhibiting a shortfall in skills. The US system leaves skills training to the market as a reactive instrument, whereas European countries plan their skills strategies in advance. When overeducated, the more highly trained young people squeeze places at the bottom end of the labour market. At present, these are also already under pressure from migrant workers who provide a supply of labour without treating underlying systemic problems.

The UK can be proud of its careers advice system compared to other European countries, which leave guidance either to JobCentre Plus equivalent organisations or schools. The UK had established a counterpart agency to Connexions before World War II, which was already well developed by the second half of the twentieth century. By the 1990s, however, the Careers Service was broken up and its successor bodies had targets imposed. Although Connexions is seen by young people as one-stop guidance for all circumstances, their traditional core of advice is still education and careers. 

Traditional youth organisations in the UK have problems handling 14-16 year old NEETs, leaving management of these youngsters to the Youth Justice system. The NEET group is also too low achieving to be wholly identified within the Connexions service. However, when defining the scale of the problem of young people without training, it is too simplistic to think that it is as easy as identifying NEETs and that young people are bound to stay in employment. Training places do not hold for very long, and interventions do not act as a single solution that solves a problem indefinitely. Young people’s need for support is continuing and recurrent, and it is unrealistic to expect to have settled on a result after one intervention.

The solution is to keep young people in circulation, thereby adjusting expectations to meet the realities of transitions.

Janine Blythe, Connexions Lancashire

Janine updated South West colleagues on the development of the Kickstart Project spearheaded by Connexions in Lancashire which had already been highlighted as good practice in online discussions. The project originally grew out of the introduction of ‘time off for study’ legislation, which Janine looked into as a means of encouraging training amongst young people in employment. Dedicated funding to support time off for study had not previously been advertised to employers by Training and Enterprise Councils, although it was available to cover ‘short, sharp’ interventions to young people with less than 5 A*-C GCSEs. However, tracking and locating these youngsters was difficult, as specific employer destinations had not been recorded.

Eventually a cohort of fifteen young people were identified for funding, but they required intensive support at E2E levels to be retained in training or progress on to the next transition. There was pressure to get learning providers on board, as flexibility was not wholly available within funding targets. At this stage, learning providers were not necessarily funded to attend employers’ premises to offer training, and had to justify provision of an immediate benefit to employers through this arrangement. Obstacles were compounded through bureaucratic processes, which required the raising of a specific application for funding. Often this took months, and the long time scale disengaged employers in the meantime. With local LSC support, Janine managed to bring down the application time scale to two weeks.

Kickstart has opened doors to young people and has also promoted understanding of their barriers while disengaged. Many have poor communication skills and are not aware of what constitutes appropriate communication with employers, which can lead to very short-term employment. When this problem was examined from the employers’ perspective, it soon emerged that there were clashes in mismanaged expectations between young people and employers. 

Other initial barriers were also examined for learning and training with this group. There was clearly a need for logistical support to be developed by employers and made available for young people, so Kickstart worked with small and micro-enterprises to help them develop support programmes and improve communications, hence better matching expectations on both sides. The project therefore worked to support both young people and businesses and then mainstream support with employers so that they could take over this role themselves. It was only after this stage that particular support for learning was brought in if needed. Kickstart went on to develop an employer handbook as an interactive workbook that provided good practice on recruitment and retention of young people.

Kickstart has now been responsible for positive outcomes in 600 young people to date and includes a variety of projects promoting engagement in Apprenticeships. Projects cover good quality induction training that is also mapped to NVQ levels and learning providers. The project particularly supports apprenticeships for NEETs, targeting groups across Lancashire and identifying young people most at risk of disengaging or enter jobs with no training. Having started five years ago, the project now considers that there are 8,000 to 12,000 young people potentially in this category. The ‘NEET churn’ phenomenon can mean that over twelve months, of 16,000 placed in jobs, 10,000 might be likely to withdraw. It is very difficult to try to fit young people into a rigid Apprenticeship structure.

Kickstart now needs to be mainstreamed, and the local LSC has made available new funding in the shape of a capacity building project working with learning providers for non-Apprenticeship training. The project has the added benefit of helping to maintain employability and skills in young people as it develops. There are efforts to raise aspirations of young people to NVQ Level 2 as appropriate, which is relevant to employers as well. Additional support will also be provided by a Learner Agreement pilot project starting in Lancashire.

Businesses have also grown more profitable through Kickstart, particularly a local theme park for which particular models of support and training for job roles were specifically tailored. Young people are now line managing their own Apprentices as part of a general improvement in confidence, developed through mentoring approaches and individual advice and guidance. Kickstart needed to identify training providers able to work both flexibly and seasonally. Providers were able to tailor accredited training including NVQs to individuals. They were also able to offer work placements at colleges to permit assessments to take place unobtrusively. Thirty young people from the theme park have now completed full Apprenticeship training.

Kickstart is proud of what has been achieved, working with the most disadvantaged and supporting them to realise their potential. However, the approach is labour-intensive and very expensive.

Jane Rexworthy, South West Regional Manager, Skillsmart Retail Sector Skills Council

Jane’s presentation informed delegates of progress being made in the retail sector to provide training for young people in retail employment in the South West. As a sector, retail covers 13 per cent of the working population and encompasses 35,000 small businesses, of which 85 per cent are micro-enterprises. It contributes 9 per cent to the regional economy, and 20 per cent of retail employees are in leadership and management roles. As retail centres, Bristol, Gloucester, Exeter, Plymouth, Poole and St Austell are all in the process of significant redevelopment.

Young people make up a substantial part of the workforce in retail: 272,000 retail workers are aged between 16 and 17 years. Eight per cent of these are in full time employment, of whom 33 per cent have received training in the last three months. Those working in ‘front of house’ sales and customer service occupations are more likely to receive training. However, anecdotal evidence suggests that only 20 per cent of those working part time in retail have received training over the same period.

When recruiting, retail employers look for good behaviour and communication skills together with ability to work as part of a team. However, following induction employers experience barriers in developing youngsters. These centre round uncertainties regarding staff retention in this age group, whom they see as likely to ‘job hop’. Apprenticeships have low credibility with this group of employers, who have little contact with assessors also. Businesses tend to operate at minimum staffing levels where ‘work comes first’ – there is an emphasis on assessment, not training, and enterprises also suffer from considerable seasonal commercial pressures.

With this poor training culture, young retail employees likewise experience barriers to learning. They have generally received little positive advice from education and find Apprenticeships too long in duration to be useful. They don’t understand careers progression for the retail sector and do not receive support from their employers. Retail is generally seen to be a ‘low skill’ sector, and at low staffing levels, it is often impossible to arrange cover for training purposes.

Employers’ perceptions are that young people have little understanding of careers in retail and enter the sector as a ‘last resort’. They consider time-keeping and social issues to be a problem, and note that many young people working part time are also pursuing courses in further and higher education. As well as perceiving youngsters as not work ready, they are seen as being uncommitted to remain within the sector on a long-term basis.

However, there are signs that the training climate may be changing for employers in retail. Employers are responding favourably to ‘buddy’ approaches, train-the-trainer interventions for those supporting Apprentices and flexible practices such as work shadowing. They accept the benefits of appropriate training delivered mainly in the workplace, and the contribution of ‘bite-sized’ learning for young part time employees as a means of developing their service and selling skills. Employers are growing enthusiastic to establish a Young Apprenticeship programme and see pre-entry to employment training as a key to success. Here, piloting of Target Awards has had an 85-90 per cent success rate.

The advent of new funding through LSCs in the shape of Academies is opening up new possibilities for partnerships and support across a range of sectors. Those to be set up within the South West will align with existing retail Centres of Vocational Excellence already established in Dorset and Swindon & Wiltshire, with Young Apprenticeship pilots planned for the retail sector in Bristol. ‘Mystery shopping’ in town centres by SSCs advisers are drawing in businesses from all South West sub-regions, with 170 independent businesses participating in Plymouth alone. Mentoring and bite-sized learning are both seen as very important developments to encourage employer participation, which has grown from 5 per cent to 25 per cent for this group. 

The next stage will be to progress to full NVQs, with better business profitability as an accepted advantage by employers. This could be made available to 50 per cent of a younger cohort of 14-16 year olds able to work up to fifty working days a year in the workplace. Employers are taking a lead from large retailers such as Tesco and Asda who have developed their own company-specific NVQ Level 2 qualifications.
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Case study: Youth Development Group West of England





The Youth Development Group consists of eleven youngsters aged 14-17 from schools across the sub-region who act as the ‘voice of young people’ for the Connexions West of England Partnership Board. In late 2004 they were asked to design a postal survey asking over 1750 young people their reasons for becoming NEET. The following circumstances were reported as significant by respondents: bullying, family problems, fear of failure, lack of suitable provision, lack of support, money, mental and physical health problems, pregnancy, pressure from friends, school subjects too hard, teaching styles, transport, truancy, unclear direction, wrong subject choice.





In follow-up focus groups, reasons for leaving education were further revealed to peers:





Transport to get to school, college or work could be a problem.


Lacking confidence to go to a new place.


Breakdown of respectful two-way relationships between staff and young people.


The money available to support young people is not adequate for some people’s circumstances


Teaching methods didn’t always suit the young people’s learning styles.








The length of time in which companies have been involved in the MA programme differs by sector with marine sector companies having the longest average duration of 15.3 years and with advanced engineering at 12 years.  The shortest average number of years companies have been recruiting apprentices and trainees was in the creative sector (3.8 yrs).  The average was slightly over 10 years;


Companies became involved in the MA programme for a number of reasons, the most important being: acquiring sector specific skills and quality of work undertaken by the apprentices along with improving current or future competitiveness.  Increasing productivity or improving internal job mobility were considered less important;


The majority of companies involved in the MA programme used external training providers and were happy with the services they delivered and most companies adapted their standard business processes to accommodate the MA programme;


Whilst most companies were supportive of the NVQ, a significant number questioned the validity of the key skills component of the programme and a number suggested revising the curriculum to include sector specific training in Computer Aided Design (CAD), graphic/web design, more electronics modules, land surveying and silver services along with softer ‘life skills’;


More than half of the companies who ran an MA programme reported that between 80 and 100 per cent of their apprentices stayed on post-completion;


But 41 per cent of companies reported that more than 30 per cent of their MAs left after completing the programme;


73 per cent of companies reported that associated costs were under £2,000 per year. The most expensive MAs were in marine, environmental technology, advanced engineering and ICT.





Case study (cont’d):


The majority of follow-up case studies with individual employers elicited a number of positive comments related to the MA programme.  Common themes raised included:


the value of the key skills component of the programme, ensuring apprentices gained a broad-based education and training;


the value of the programme to the employer (eg access to trained workers, addressing specific skills shortages) and the apprentice (eg mixing work experience and sector specific training whilst getting paid); and


the positive contributions made by supporting agencies such as training providers, colleges and careers service who signpost apprentices and deliver targeted training activity.  


However, there were concerns related to the perceptions of the programme in schools and it was felt that SWRDA could do more to differentiate the MA programme from previous government schemes and promote the benefits to business.








Case study:


The following recommendations for young people at school who were at risk of becoming NEET emerged from practitioners and young people:


Make sure that young people understand the relevance of the subjects they are taking.


Make sure teaching styles are appropriate and varied.


Build in a structured induction period as young people move onto post-16 education.


Make sure support services are introduced and marketed to young people on an ongoing basis


Make sure that young people are offered support when they first show signs of having difficulties – e.g. change in behaviour, lack of concentration.


Ensure access to emergency financial support is quick.


Review bullying policies – involve young people in the solution.


Be aware that young people have lives – and pressures – beyond school/college/work.


Look at the whole young person – not just their academic achievement.


Parents need access to information about curriculum and new exams 





Young people also wished to emphasise the following points:


The need for the curriculum to be more flexible; vocational subjects to be valued and open to all young people.


Transport costs – cheaper/ subsidised fares for young people.


Money - although the Education Maintenance Allowance has helped many, finance is still an issue for some young people.  


The availability of local education and training opportunities.











Case study: Exeter College E2E Programme





Adam was a young man of 16 who had been diagnosed with ADHD when he joined Exeter College in October 2004 and stayed until May 2005. He came from a supportive family who were keen to see him progress into employment hopefully with training, and continued being supportive during his time with e2e.





Adam’s arrival was a natural progression from the ‘Get On’ project (a pre-E2E scheme based in the socially deprived area of Wonford, Exeter), which was being run by Exeter College.  To quote the manager of the Get On project: “You will be doing well if he attends”.





Adam did attend although he showed great reluctance in staying beyond 3.00pm and definitely wasn’t interested in working towards his Basic Skills qualification or Asdan Award.  But with encouragement, Adam came to realise that he could actually gain something from coming to the centre.  He not only achieved his City & Guilds Entry 3 Certificate in Numeracy but also started making friends with his peers and worked very hard to maintain a 100 per cent record of attendance in the centre.





One area that was still causing problems was Adam’s reluctance to participate in work experience – he would agree to start a new placement then not turn up. The Work Experience Co-ordinator was therefore finding it very difficult to place Adam as he quickly began to use up the options open to him.  After trying various options such as carpentry and grounds work, the Work Experience Co-ordinator found Adam a placement with a local ceramic tiling company.  They loved him and he really enjoyed the work.  Not only was he ready to be picked up at 7.30am every morning and work through to 6 o’clock in the evening but also he was enthusiastic to learn.





Following a four week trial during which time Adam had to be reminded about his fruity language a few times, Adam was offered a permanent position which he accepted.  His employer is “over the moon” with Adam and his initial enthusiasm hasn’t dwindled. With further support from his employer, there are plans for Adam to work towards an NVQ in Ceramic Tiling.





Due to the many hurdles Adam has had to overcome, it was unanimously agreed amongst the e2e staff that he should be put forward as Exeter College’s ‘Learner Of The Year’.  True to form, Adam turned up in his plaster splattered work clothes with his mate (Adam wouldn’t allow his mum to come), ogled the women and carried on with his fruity language – but he has definitely moved on a long way from the young man who didn’t want to work and definitely wouldn’t stay after 3.00 pm!


- Courtesy of Sue Dart / Mike Jewell, Exeter College





Case study: Connexions Somerset


The Somerset LSC’s Level 2 initiative was launched in 2001 to boost retention and achievement in local WBL, in partnership with employers, employment agencies and training providers. The project focus was on young people under Level 2 who had entered employment without training, and aimed to work closely with providers to identify and put in place measures to help those at risk of early disengagement. Proactive offers of extra support and intensive interagency work resulted in boosted achievement at Levels 2 and 3, including personal follow-up and support services to young people who otherwise would have become NEET.





Case study: Marks and Start





Over a three-year period Marks & Start, Marks & Spencer's flagship community programme, is offering a two-week work placement scheme to up to 10,000 people who face barriers getting a job. These include homeless, disabled and young unemployed people and parents returning to work. The 'young unemployed' strand is being fulfilled through The Prince's Trust � HYPERLINK "http://83.138.128.154/Main Site v2/14-30 and need help/team up on a course.asp" �Team programme�, a 12-week personal development course, with Marks & Start providing placements for 100 young people over 12 months. Each strand features: 


A two to four-week placement in either a Marks & Spencer store or office in UK and Ireland; 


The allocation of a buddy (a Marks & Spencer employee) as a mentor to each participant; 


The provision of travel expenses, lunch, a uniform (where necessary), help in preparing a CV and a reference (where requested). 


Research conducted in April 2005 by Robertson Cooper Limited for Marks & Spencer highlighted how the scheme has helped overcome barriers for the unemployed:


81 per cent of homeless, disabled or young unemployed said an increase in self-esteem and feeling accepted are the best benefits of employments above improved skills or financial rewards. 


One young person, who went from a Prince's Trust programme into work at Marks & Spencer via the scheme, said "When I started, I instantly felt I was part of the team." 


75 per cent of those now in permanent employment said that they have been able to do things that would not have been possible before, including stabilising their lives by opening bank accounts and securing permanent accommodation. 


Ed Williams, Head of Corporate Social Responsibility, Marks & Spencer, said "Marks & Start has also helped our own people. Around 1,000 Marks & Spencer employees have acted as mentors in the scheme and developed skills such as coaching and communication - all during the course of their working day. While some had initial reservations about taking part, many have told us that the experience has helped open their eyes to the issues that other people face."








Apprentices show higher employee satisfaction and remain longer with employers. Young people who have completed their Tesco Apprenticeship are more likely to stay with the company, compared with other young employees.


Apprenticeships training provides a strong foundation for progression into management positions. The Tesco plc apprenticeship programme develops 70 per cent of the competencies required to meet the criteria for managerial roles. Over 90 per cent of line managers in British Gas’s engineering operations trained as apprentices


Increasing diversity in Apprenticeships widens the talent pool from which to recruit employees. It also reflects a wider customer base and creates a more diverse management profile. 


- Courtesy of Apprenticeships Task Force (� HYPERLINK "http://www.employersforapprentices.gov.uk" ��http://www.employersforapprentices.gov.uk�) 





Case study: Young Foresight





To ensure effective implementation of Part 2 of the Young Foresight Programme (Teaching Designing for the Future) an ambassador's input is really essential. The ambassador brings an industrial perspective to bear, which can be shared with pupils and used by them to enhance their design activity particularly with regard to technical feasibility and market potential.





It is important to see the role of the mentor as one of a partnership with the teacher. This partnership can be enhanced and rendered effective in the following ways.





� INCLUDEPICTURE "C:\\Documents and Settings\\Administrator\\My Documents\\Learning Themes\\gfx\\bpoint.gif" \* MERGEFORMATINET ����
Teachers and ambassadors develop a shared perspective.�
�
� INCLUDEPICTURE "C:\\Documents and Settings\\Administrator\\My Documents\\Learning Themes\\gfx\\bpoint.gif" \* MERGEFORMATINET ����
Teachers and ambassadors identify their expert strengths in relation to the programme to inform their plans either at the training or subsequent to it.�
�
� INCLUDEPICTURE "C:\\Documents and Settings\\Administrator\\My Documents\\Learning Themes\\gfx\\bpoint.gif" \* MERGEFORMATINET ����
Teachers and ambassadors discuss, negotiate and plan in advance the implementation to maximise pupils' learning.�
�
� INCLUDEPICTURE "C:\\Documents and Settings\\Administrator\\My Documents\\Learning Themes\\gfx\\bpoint.gif" \* MERGEFORMATINET ����
The partnership is maintained through a process of collaborative review and planning.�
�
� INCLUDEPICTURE "C:\\Documents and Settings\\Administrator\\My Documents\\Learning Themes\\gfx\\bpoint.gif" \* MERGEFORMATINET ����
Flag requirements for expert input from ambassadors in Session plans.�
�
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Teachers and ambassadors identify essential inputs, their sources and whose responsibility it will be to provide them.�
�
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Practices and tools introduced from industry by ambassadors need to be modified by teachers for use with young learners.�
�
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In the classroom, ambassadors are identified as particular experts whose role it is to teach when that expertise is called upon.


�
�
For the partnership to be effective, it is important that the ambassador and the teacher share the following common set of understandings and expectations.
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Recognise that creativity is a human attribute that can be fostered and developed.�
�
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Be genuinely interested in pupils' ideas and their potential to make a difference.�
�
� INCLUDEPICTURE "C:\\Documents and Settings\\Administrator\\My Documents\\Learning Themes\\gfx\\bpoint.gif" \* MERGEFORMATINET ����
Understand how to value individual contributions and constructively challenge pupils' thinking.�
�
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Recognise the significance of dialogue in learning and how to engage in this.�
�
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Recognise the value of collaboration and teamwork.�
�
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Have a broad and authentic conception of design that is related to production and retail.�
�
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Have an understanding of how design ideas are generated and should be supported�
�
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Model aspects of design activity and solutions so that pupils can access them and make decisions about their significance and value to their design problems.�
�
� INCLUDEPICTURE "C:\\Documents and Settings\\Administrator\\My Documents\\Learning Themes\\gfx\\bpoint.gif" \* MERGEFORMATINET ����
Recognise when students need access to information or examples of design practices.�
�









Case study: Apprenticeships Task Force 





According to research undertaken by employers on the Apprenticeships Task Force, an increasing number of employers are joining or expanding the Apprenticeships programme because they know that raising skills levels adds value to their companies. The research found that Apprentices help to increase their employers’ profitability by raising competitiveness, productivity and quality. They also strengthen the workforce by improving staff retention, career progression and workforce diversity.





The employer-led Task Force has been asked by its sponsors to encourage more companies to use the Apprenticeships programme: Task Force employers are committed to recruiting an additional 2,500 apprentices over the next four years. The Task Force is also working closely with the LSC to support its sector recruitment drive in retail, hospitality and construction. 





Considerable progress has already been made in employer engagement, particularly in the retail sector through the Task Force sector champion Clare Chapman, Group HR Director Tesco plc, and the SSC ‘Skillsmart Retail’. Tesco plc introduced a pilot for 20 apprentices in the Midlands earlier this year and will extend this to 500 places in 60 stores across the UK by 2007. Clare Chapman reported their views: 





The pilot has convinced me that there is a real opportunity for our staff to both earn and learn through Apprenticeships. Our apprentices have told us that they appreciate the chance to be awarded nationally recognised qualifications as well as the chance for further career progression since the training they complete is such good preparation. Apprenticeships also appear to make good business sense. Almost all of our apprentices have completed the scheme and are still with us which improves the service we offer to our customers. The success of our pilot has convinced me that apprenticeships in retail can provide recognition for our people and the high standards of training they can achieve.





The Task Force has been promoting Apprenticeships to other employers through the development and publication of its own research on the business benefits associated with employing apprentices. The Interim Report outlines improvements in a number of key business performance areas:


High quality, formal training leads to higher productivity and subsequently increased profitability. BT apprentices are 7.5 per cent more productive than non-apprentices and BT have calculated, that as a result, they make an increased net annual profit of over £1,300 per apprentice when compared to non-apprentices.








Case study: KPMG report to SWRDA on Modern Apprenticeships





In 2003, SWRDA commissioned a survey and case studies of uptake of Modern Apprenticeships across employers and industry sectors throughout the region. The report reached the following conclusions:





Penetration of MAs across the region’s key sectors is limited. More than nine in every ten companies contacted did not take part in the MA programme.  Similar rates were found across all sectors although the highest penetration rate was found in the tourism and advanced engineering sector;


MA penetration differs by company size with larger firms (employing 200 or more) being nine times more likely to employ MAs than smaller firms (employing less than 50 people);
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