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Foreword  
 
Successful businesses are the foundation stone of a successful economy. But 
every day companies face threats to their survival from competitors, from 
changes in customer behaviour or fashions, and from changes in technology.  
T odayôs businesses have to be flexible and responsive to be able to cope with 
this increasingly fast pace of change. Many rely on a flexible, well-trained 
workforce with a blend of skills and experience to maintain their market 
position. Better skills among the workforce mean greater productivity for the 
company. That is good news for the company; good news for employees, and 
good news for the economy. 
 
 
This particular piece of work was put through tender and is funded jointly by 
the European Social Fund (ESF) and Nottinghamshire LSC co-financing.  The 
Success Through Apprenticeships project was conceived as a creative and 
flexible programme designed to help SMEs get involved in Apprenticeships by 
actively listening to what they have to say.  Hopefully the report has helped to 
unpick some of the myths and preconceptions surrounding apprenticeships. 
 
 
 
 
 
 
 
 
 
Earl King, 2006 
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1. INTRODUCTION 
 

TERMS OF REFERENCE 
The terms of reference of the study were to: examine the barriers facing 
N ottingham shireôs sm all- and medium-sized enterprises in accessing 
Apprenticeship schemes in specific areas of the construction, engineering, 
healthcare and retail industries and to outline recommendations and remedies 
for any barriers identified. 
 
DEFINITION OF SMALL AND MEDIUM -SIZED ENTERPRISES (SMEs) 

To be classed as an SME or a micro-enterprise, an enterprise has to satisfy 
the criteria for the number of employees and one of the two financial criteria, 
i.e. either the turnover total or the balance sheet total. In addition, it must be 
independent, which means less than 25% owned by one enterprise (or jointly 
by several enterprises) falling outside the definition of an SME or a micro-
enterprise, whichever may apply. The thresholds for the turnover and the 
balance sheet total will normally be adjusted about every four years. 

EU definition of SMEs (2003)  

Enterprise category No. of employees Turnover or balance sheet 
total 

Micro Less than 10 Less than Euro 2 million 
Small Between 10 and 49 Euro 10 million to 49 million 

Medium Between 50 and 
250 Euro 50 million 

 
 
In 2003, the Department for Trade and Industry (DTI) estimated that of the 3.8 
million businesses in the UK almost all of these (99.1%) were small (0-49) 
with only 27,000 of medium size (50-249) and 7,000 large companies (250+). 
At the start of 2002 SMEs accounted for more than half of all UK employment 
(55.6%), with small enterprises accounting for 43.7% and medium-sized 
enterprises accounting for about 11.9%.  SMEs accounted for more than half 
of the business turnover for the UK (52%), of which small enterprises 
consisted of 37% and medium-sized enterprises accounting for 15%. 

What exactly are Apprenticeships?  
Apprenticeships have a long tradition in the U K ôs education system .  B ut in 
modern times, the system has become less important, especially as 
employment in heavy industry and craft trades declined. Traditional 
apprenticeships reached their lowest point in the 1970s, and even by 1990 
apprenticeships were still less than one per cent of total employment. 
 
In 1994, the government introduced Modern Apprenticeships in England (but 
not Scotland or Wales) but changed the name back to Apprenticeships ten 
years later in 2004, again to try to improve the image of work-based learning 
and to encourage young people and employers to participate. (Modern) 
Apprenticeships are based on frameworks devised initially by National 
Training Organisations and now by their successors, Sector Skills Councils, 
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state-sponsored  óem ployer-ledô bodies responsible for defining training 
requirements in their particular sector eg Accounting. Frameworks consist of 
National Vocational Qualifications, a technical certificate and Key Skills 
including literacy and numeracy. Those who complete all elements of the 
framework receive a certificate, but the Apprenticeship is not a discrete 
qualification. 
 
In 2005 there were more than 160 Apprenticeship frameworks.  Employers 
who participate in the scheme have an employment contract with their 
apprentices, but off-the-job training and assessment is wholly funded by the 
state through various agencies - formerly the Training and Enterprise Council, 
now  the Learning and S kills C ouncil.  T hese agencies contract w ith ólearning 
providersô who organise and/or deliver training and assessment services to 
employers. Providers are usually private training companies but might also be 
Further Education colleges, voluntary sector organisations, Chambers of 
C om m erce or em ployer óG roup T raining A sso ciationsô; only about 5 %  of 
apprenticeships are directly contracted with single employers participating in 
the scheme. There is no minimum time requirement for apprenticeships, 
although the average time spent completing a framework is roughly 21 
months. 
 
In 2000 the Government established the Modern Apprenticeships Advisory 
C om m ittee (M A A C ) to recom m end óhow  best to ensure that the quality of 
Modern Apprenticeships fully matches the standards set by leading nations 
w orldw ideô. Its 2001 report noted that óE ngland currently does not have a 
strong apprenticeships system ô; critical w eaknesses identified included: 
declining participation by young people; low completion rates, with only about 
one-third of all apprentices completing their frameworks; and weaknesses in 
training, assessment and data collection. Many young people and employers 
were still unaware of exactly what an apprenticeship involved. 
 
Changes recommended by the Committee at first seemed to have little effect: 
between 2000 and 2003, the number of people starting apprenticeships fell 
from 76,800 to 47,300. In 2001, just over one-fifth of young people under age 
22 took up an apprenticeship: of these, only 33% actually completed it, 
making approximately 7% of young British people under 22 who completed an 
apprenticeship in 2001. Between 2001/02 and 2004/05, however, the 
percentage of young people completing apprenticeships rose from 24% to 
39% and in 2005 it was announced that the target of getting 28% of 16-21 
year olds to start an apprenticeship had been met. Recognising that demand 
for apprenticeship places exceeds supply from employers, and that many 
young people, parents and employers still associate apprenticeships with craft 
trades and manual occupations, the Government allegedly developed a major 
marketing campaign in 2004.  Refinement of the Apprenticeship system 
continues - in 2005 the LSC, Department for Education and Skills, and 
Qualifications and Curriculum Authority, together with their equivalents in 
Wales and the Sector Skills Councils, launched the Apprenticeship Blueprint 
for England and Wales, which revises and redefines the essential and flexible 
elements of an apprenticeship framework. [Source: Wikipedia] 
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METHODOLOGY 
The project, which had a working title: Success Through Apprenticeships, 
involved a researcher going to 36 small- and medium-sized enterprises 
(SMEs) in four specific business sectors in the Nottinghamshire area (ie 9 
companies in each sector) and then listing/writing about/exploring the barriers 
that these companies face in getting involved in the Apprenticeship 
programme or if they are already involved, or have been involved in the past, 
recording their experiences, observations and analysis of the issues.   By 
talking at length to these companies it was intended to produce a qualitative 
study of SMEs in the various sectors and then drawing on the experience of 
the 36 companies studied extrapolate the problems faced, in general, by 
similar SMEs.   
 
The four sectors investigated were: Engineering, Construction, Retail and 
Health.  The remit of the study was not to look at all areas of the particular 
industry but very specific aspects as defined by the SIC (Standard Industrial 
Classification) notation.  Specifically the sub-categories within each sector 
were: 
Engineering   

28.75  Manufacture of other fabricated metal products not 
elsewhere clarified 

29.11 Manufacture of engines and turbines, except aircraft, 
vehicles and cycle engines 

 
Construction  
 45.2.1/1 Construction of Commercial Buildings 

45.44      Painting and Glazing, including painting of integrated 
studies, interior and exterior painting of buildings and 
installations of glass mirrors. 

 
Retail  

52.27  Other retail sale of food, beverages and tobacco in 
specialised stores 

52.48/8 Retail sale of mobile phones, such as specialised retail of 
mobile phones, installation of mobile phones in motor 
vehicles and specialised retail of  mobile phones for 
motor vehicles. 

 
Health  
 85.13  Dental Practice Services 

Other Human Health Services 
 
The companies chosen within each industry sector had to be SMEs but other 
than that no particular attention was paid to their make-up.  Although for 
variety some companies were chosen from as far afield as Mansfield in the 
main the companies came from the Nottingham City area. Many of the 
companies were sole trader or micro-companies (micro: less than 10 
employees) and this was particularly true of those in the retail and health 
sectors, where this pattern seems to be the norm. 
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Information was gleaned from the companies in two stages.  Firstly a single 
page questionnaire was filled out involving contact details, names, addresses, 
type of business, number of employees, and so on.  Then a more detailed 
questionnaire which was usually done some time later that looked in more 
detail at the businessesô views and comments on four areas: 

¶ the businesses relationship with partnership working/training providers; 
¶ its barriers to accessing apprenticeship provision; 
¶ its view s on the ñskills gapò in the particular industry; 
¶ what it saw as the benefits of apprenticeships, and 
¶ the role of schools/community and parents. 

What could be inferred from their answers to the questionnaire were their 
recommendations on how the issues raised could be solved. 
 
After interviewing the company the raw data of the questionnaire was 
changed into a mini-report of what the particular business had said.  This was 
done mainly to preserve the tenure of what was said by the business and also 
to annotate any useful comments and quotes from the interviewee.  This was 
a very useful process because it brought to life what might otherwise have 
appeared very ódryô.  Indeed in speaking about their industry w hat w as 
apparent was the depth of knowledge and the passion with which the various 
managers and owners spoke with.  After this the idea had been to have four 
ñclusterò m eetings representing the business ow ners/m anagers, the training 
providers germane to that industry and the HRN staff who were compiling the 
report, but this proved to be the most difficult part of the operation.  Whereas 
managers were quite prepared to hold meetings in their offices or places of 
work, lasting sometimes up to an hour, it was a different matter travelling to a 
specific m eeting place to ónetw orkô, talk and have feedback on w hat had been 
said by people in their industry.  One or two businesses were able to do this 
but some pointed out that, for instance, there were only three of them in the 
business, and leaving to hold a m eeting of this type m eant ólosingô one -third of 
their labour force for no obvious benefit.  So where possible cluster meetings 
w ere held but often these had to be supplem ented w ith óem ail m eetingsô 
where notes and comments were sent to the business and opinions to this got 
from re-interviews using the phone or email replies.  It seems many other 
studies have had to resort to this method. 
 
E ven before the first m eetings had taken place w ith the ô36 com paniesô a 
Steering Group consisting of Training Provider representatives of the various 
industries and other relevant bodies eg the Engineering Forum had been 
formed to orientate the project and flag up the key problems.  The Steering 
Group proved invaluable in getting companies that they had some kind of 
rapport with to take part in the project.   Finally, other questionnaires were 
given to businesses not part of the original 36 to widen our feedback from the 
middle strata of the business community.  Nottingham Training Network in 
particular carried out an extensive programme of questioning on our behalf 
and returned the material too us.  This was an invaluable extra resource. 
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EXECUTIVE SUMMARY 
 
OBJECTIVES  
The terms of reference of the study were to examine the barriers facing 
N ottingham shireôs S M E s in accessing A pprenticeship schem es in the 
construction, engineering, healthcare and retail industries and to outline 
recommendations and remedies for any barriers identified. 

EU definition of SMEs (2003)  

Enterprise category No. of employees Turnover or balance sheet 
total 

Micro Less than 10 Less than Euro 2 million 
Small Between 10 and 49 Euro 10 million to 49 million 

Medium Between 50 and 
250 Euro 50 million 

 
 
In 2003, the Department for Trade and Industry (DTI) estimated that of the 3.8 
million businesses in the UK almost all of these (99.1%) were small (0-49) 
with only 27,000 of medium size (50-249) and 7,000 large companies (250+). 

Apprenticeships  
A pprenticeships have a long tradition in the U K ôs education system .  B ut by 
1990 apprenticeships were less than one per cent of total employment.  In 
2005 there were more than 160 Apprenticeship frameworks.  The average 
time spent completing a framework is roughly 21 months.  In 2001 the 
G overnm entôs M odern A pprenticeships A dvisory C om m ittee (M A A C ) report 
noted that óE ngland currently does not have a strong apprenticeships system ô.  
Between 2000 and 2003, the number of people starting apprenticeships fell 
from 76,800 to 47,300. In 2001, just over one-fifth of young people took up an 
apprenticeship of these, only one-third, actually completed it.  This was only 
7% of young British people under the age of 22.  

METHODOLOGY 
The project involved a researcher going to 36 small- and medium-sized 
enterprises (SMEs) in four specific business sectors in the Nottinghamshire 
area (ie 9 companies in each sector) and then listing/writing about/exploring 
the barriers that these companies face in getting involved in the 
Apprenticeship programme.  The four sectors investigated were: Engineering, 
Construction, Retail and Health.  Information was gleaned from the 
companies in two stages, a questionnaire was produced; cluster meetings 
held and a Steering Group consisting of Training Provider representatives of 
the various industries and other relevant bodies formed.  Other interviews 
were held and information supplied by organisations like the Nottingham 
Training Network. 
 
2. FINDINGS 
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a) The C onstruction, E ngineering, H ealthcare and R etail industriesô 
contribution to the UK economy  
The UK construction industry is a vital part of the UK economy, providing 10% 
of UK GDP.  It em ploys about 7%  of the U K ôs total w orking population, 
operates across a wide range of sectors and plays a critical role in the social 
and environmental development of the UK.  In 2000 there were more than 
123,000 SMEs in the sector employing 1,577,000 people with 554,770 self-
employed.  SMEs accounted for 70% of the construction industries turnover 
but the top 135 companies (those employing 500 or more) accounted for 
29.1%  of the industryôs turnover.   
 
Engineering underpins the modern UK economy. In 2001 there were 1.7 
million people employed by UK engineering manufacturing companies, 
around 80% of engineering establishments employed less than 50 people.  
Total engineering manufacturing was valued at £64 billion in 2001 
representing 7% of    total UK GDP. Engineering accounted for more than 
one-third of total UK exports, with mainland Europe being the main 
destination. Generally speaking, engineering and manufacturing have been in 
recession since the beginning of 2001.  Engineering contributes to the 
success of many other industries, such as IT services and communications; 
digital technologies in broadcasting and medical research. 
 
The UK healthcare industry serves the needs of an increasingly health-aware 
population. T he term  ñhealthcare industriesò is not clearly defined and m ay be 
used to encompass medical devices, systems and technologies, laboratory 
equipment and associated support services eg management, training and 
education. The majority of large companies operating in the UK are foreign-
owned, notably American. The healthcare sector exports around £4 billion 
worth of goods and services annually.  The sector employs about 50,000 staff. 
 
A bout 11%  of all w orkers (2.7 m illion people) are in retailing.  R etailingôs 
annual turnover is £260 billion.  Approximately 8.5% of graduate vacancies 
are in the retail industry (High Fliers Research Limited survey 2003). Currently 
recruitment in retailing is buoyant.  A developing area of work is e-retailing, 
which is expanding exponentially with levels of growth reaching 40% in some 
areas.  Consumers have a growing number of choices as to how they shop: 
stores, internet, mail order, TV shopping and WAP phones.  Increasingly 
consumers have a number of concerns eg environmental and ethical 
concerns. 

COVEs 
The Department for Education and Skills (the DfES) provides strategic 
direction for the network of Centres of Vocational Excellence (CoVEs).  While 
the DfES works closely with the LSC who are responsible for 
the implementation of the strategy and its future development. 
In the statement Colleges for Excellence and Innovation published in 
November 2000 the Secretary of State set out an agenda to ñrebuild the 
technical instruction that once symbolised the very best of our industrial 
training systemò. The CoVE programme emerged from this statement.  The 
CoVE programme is designed to promote:  
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¶ lifelong learning and, increasing adult participation in vocational 
provision, whether through new learners or up-skilling the existing 
workforce;   

¶ growth in level 3 technical and vocational specialism;  
¶ progression from Level 3 vocational education into employment;   
¶ a supply network that is proactive in meeting the needs of employers;  
¶ and the development of excellence and the sharing of best practice.  

The whole strategy is underpinned by the aim of providing high and improving 
standards for all learners. 

Funding  
The DfES announced in March 2001 that up to £100 million of capital and 
revenue funding would be available for the Further Education CoVE 
programme for the period to 2003/04. In 2002 a further £25 million was 
allocated. 
The Government Str ategy Concerning Training Providers and Further 
Education  
This government has put great emphasis on improving standards in schools, 
emphasising apprenticeship schemes, and increasing participation in higher 
education. This should mean that the workforce of the future will be more 
highly-skilled and productive.  However there are still deficiencies. 
¶ A too-high drop-out rate at 16.  
¶ Seven million adults who do not have basic literacy and numeracy.  
¶ Six million who do not have the skills they need to progress at work.  
 
The G overnm entôs spend on A pprenticeships  
The Apprenticeships programme now has a record 255,000 young people 
taking part.  These rises are backed by a 6.6% budget increase from £1,037 
million in 2004/05 to £1,105 million in 2005/06.  Mark Haysom, the LSC Chief 
Executive, has asked work-based learning providers to generate additional 
fee incom e for older A pprentices from  em ployers.  M r. H aysom  said: ñT he 
arrangements for 2005/06 ensure that funds will be concentrated on key 
priorities é ò 
 
Measures being introduced by the LSC include: 
¶ 1 funding rates for young people in the key priority 16ï18 age 

group will be increased by 2.5 per cent  
¶ 2 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) ï  this provides a 
clear incentive for providers to improve their achievement rates  

 
Mark Haysom said the new budget would fund an additional 3,000 young 
people starting an Apprenticeship in 2005/06.   
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FINDINGS FROM THE 36 SMEs INTERVIEWED BY HRN 

The Role of Partnerships in Accessing Apprenticeship Schemes  
The experience of companies in working with partners and in identifying and 
supporting apprenticeships was very mixed.   In the construction industry 
there was little consistent pattern other than the fact that the smallest 
companies were most likely to have no contact whatsoever with training 
partners.  In the engineering sector Most firms reported no involvement 
whatsoever with Connexions but acknowledged the positive role of the 
Nottinghamshire Engineering Training Association (NETA) and the 
Nottinghamshire Chamber of Commerce.  The health and retail sector also 
both had poor engagement with apprentice training of any kind.   

Barri ers to Accessing Apprenticeship Schemes  
Larger firms stressed the financial implications of taking on apprentices while 
the smaller ones talked about lack of time to deal with the needs of 
apprentices and the paperwork involved.  Many suggested that there was a 
need for even more proactive guidance and support from outside bodies. 
Most reported difficulties in recruitment, while some employers were 
considering recruitment from countries such as Poland.  In the engineering 
sector the barriers to apprenticeships were experienced in very different ways 
by different companies. There was not the same pattern of response as found 
in Construction.  However most firms did describe common barriers such as a 
lack of specialist staff with coaching skills, a lack of time to train, a lack of 
guidance and support from outside organisations, high drop-out rates, and 
insufficient awareness and preparation by schools.  
In the Health sector there is again a marked difference between dental and 
complementary medicine sectors.  In the latter there were five factors that 
prevented them from accessing Apprenticeships.  The main one they believe 
is time.   

The Role of Qualifications and the Benefits of Apprenticeships  
Most employers stated that a positive attitude and social skills were what they 
were looking for rather than academic qualifications.    
Apprenticeships offered a range of benefits: 
¶ it equipped young people with practical skills that gave them 

ñemployabilityò in a diverse working environment; 
¶ it got the younger apprentice used to the firm ôs w ay of w orking ie it 

ócustom izedô them ; 
¶ it enhanced job satisfaction and stability because some of the young 

workers stayed with the firm a long time;   
 
When it came to the benefits of apprenticeships employers were generally up-
beat. 

The Role of Schools, Colleges and the Community  
M ost em ployers, possibly unfairly, felt that schoolsô form al career advice 
structures were poor reporting few if any links with school staff and limited 
efforts to organise work experience placements.  They blame schools over-
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emphasis on academic work (rather than practical work), for developing only 
limited skills in pupils and negatively impacting on the quality of young people 
they get as apprentices.   
They feel more attention should be paid to teaching pupils basic literacy and 
numeracy skills because, in their view, standards have dropped, and there 
should be a greater emphasis on practical skills.   

The findings of LSC -based research in relation to Apprenticeships  
 
The number of apprentices in learning has reached 255,000, the highest 
figure in 10 years. In certain sectors, particularly engineering and 
construction, apprentices can represent up to 15 per cent of the workforce.  
The Government wants to have 300,000 apprentices by 2008.   But there are 
barriers to signing up new apprentices and increasing participation from 
employers. 
 

Barriers to recruiting apprentices  
The Learning and Skills Council 2004 review of the programme notes an 
absence of clear pathways to apprenticeships because services do not 
coordinate their efforts.  
There was a smaller pool of female apprentices available, because girls 
tended to stay on at school.   
A symposium identified specific barriers faced by young people from minority 
ethnic groups, including: 

1 entry qualification requirements which put off low academic achievers 
who may be bright learners 
2 discrimination from employers and training providers 

Barriers to involving employers  
Research among Sector Skills Councils highlighted widespread concern 
among employers about the focus of funding on the 16-18 age group. This 
acts as a significant barrier to take-up, because in many sectors eg healthcare 
the greater demand for apprenticeships is for older candidates.  Employers 
said they might stop participating because of: 

¶ a perceived lack of relevance (of the training) 
¶ their inability to recruit (suitable young people) 
¶ dissatisfaction (with their level of involvement in training plans and 

the content of off-the-job training) 
 

Other barriers to recruiting apprentices include:  
¶ traditional attitudes to óproper jobsô for m en and w om en  
¶ social stereotypes and parental and peer pressure  
¶ the poor image of certain sectors  
¶ em ployersô attitudes and discrim ination  
¶ a fear of óbeing differentô  
¶ a general lack of apprenticeship places. 

 



 

H R N  “S U C C E S S  T H R O U G H  A P P R E N T IC E S H IP S ” 2006                               16 

Overc oming barriers to involving employers  
Convincing employers of the business benefits of apprenticeships can be 
difficult. The Apprenticeships Task Force suggests promoting the fact that 
apprentices can result in: 

¶ increased competitiveness  
¶ higher productivity  
¶ improved quality of work  
¶ reduced costs  
¶ increased employee satisfaction  
¶ higher staff retention  
¶ stronger career progression, and 
¶ a more diverse workforce. 
 

3. CONCLUSION 
According to the FSB one-fifth of the U K ôs productivity gap w ith G erm any, 
France and the USA is a direct consequence of the lower skill levels in the 
UK. 
The campaign to promote the Apprenticeship scheme, the FSB said has 
highlighted numerous other problems:  a lack of awareness of 
Apprenticeships in particular sectors, such as hospitality and health and social 
care; trouble persuading some types of business to participate in 
apprenticeships, because of their size, type or location; and under-
representation among particular groups, such as young women and people 
from minority ethnic groups.  It is therefore not just financial barriers that 
currently prevent small businesses offering apprenticeships in the workplace.  
 
4. RECOMMENDATIONS 
Broadly speaking recommendations from the main 36 SME employers fell into 
the following categories: 

¶ Financial  
¶ Media Promotion 
¶ Training Providers 
¶ Local and National Government  
¶ Partnership working 
¶ The SMEs Themselves, and 
¶ Schools 

 
Their recommendations include: 
 
FINANCIAL  
Greater financial assistance to enable companies to develop their framework 
and Apprenticeship infrastructure, and offset óstart upô costs. 
 
MEDIA PROMOTION 
More promotion of specific skills-based careers eg plumbers, by the local 
media.  
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CAGE 
A concerted effort on the part of groups like CAGE to work in partnership with 
local SME employers. 
 
SCHOOLS 
The development of a firmer partnership between schools and local SME 
employers.   
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2. FINDINGS 
 

a) Brief description of the state of the 
Construction; Engineering; Healthcare and 
Retail Industries  

 

i) The C onstruction industryôs contribution to the UK economy  
The UK construction industry is made up of construction services and 
construction products manufacturing. The construction industry is a vital part 
of the UK economy, providing 10% of UK GDP (source DTI website).  The 
output of the construction industry was £81.9bn in 2002. Not only is the 
construction industry a major contributor to the UK economy, it is also a major 
employer and plays a critical role in the social and environmental 
development of the UK. Over recent years, the UK construction industry has 
experienced high levels of growth. Between 2001 and 2002, the output of the 
industry is estimated to have increased by 9.7%. 
 
The industry is very diverse, ranging from micro enterprises to world-
renowned blue chip companies. It is a highly innovative industry which creates 
state-of-the-art projects such as the Millennium Stadium in Cardiff, the Eden 
Project in Cornwall and the Tate Modern in London.  
 
The industry operates across a whole range of sectors, both public and 
private. It is responsible for the delivery and m aintenance of peopleôs homes, 
the provision and upkeep of major infrastructure such as roads, rail, airports 
and bridges, builds the places where everybody shops and works and is a key 
partner of the UK government in the construction and long-term operation of 
schools, hospitals and other public facilities. In 2000 according to DTI sources 
there were more than 123,000 SMEs in the sector employing 1,577,000 
people with 554,770 self-employed.  SMEs accounted for 70% of the turnover 
but the top 135 companies (those employing 500 or more) accounted for 
29.1%  of the industries turnover.  A ll in all about 1 in 14, or 7% , of the U K ôs 
total working population is directly employed by the construction industry.    
 
The sector is investment-led and therefore susceptible to economic 
downturns. It suffered badly during the recessions in the mid-1980s and early 
1990s. In the late 1990s, it took an upturn, initiated in part by government 
infrastructure investment programmes including PFIs in health, education and 
transport. [Source: óS ector A nalysis: C onstructionô, report by H elen D oran, 
English Nature, June 2001].  A number of external factors have affected the 
development of the construction market. Some of these key influences include 
the increasing uptake of e-commerce solutions by construction companies, 
the ongoing political influence on the industry at both central and local 
government levels, new environmental legislation and the shortage of skilled 
construction workers.  Recent political and legal changes have perhaps been 
most significant. The Government has been encouraging a partnership 
approach between all of the main stakeholders that are involved in or affected 
by the work of the construction industry, in a drive to improve quality 
standards and innovation within the industry. A number of environmental laws 
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have been introduced that have had a major impact on the construction 
industry. These have not only promoted greater environmental efficiency in 
terms of recycling, but have also encouraged product innovation in 
construction materials and advanced industry sustainability.  
 
Some key figures  
Value of UK construction market £92.653bn 
  
Total number employed in construction 1.9248m 
Estimated new industry entrants required per year over next 5 
years 75,000 

Employees 1,142,800 
Self-employed 782,000 
Total number of private contracting firms 171,092 
Firms with 1,200 or more employees 64    
Firms with under two dozen workers                                       165,496 
Source: Cons truction Statistics Annual 2004/CITB (updated 04/08/05)  
 
In addition to these key influences, the development of the house-building 
sector is currently being shaped by two key factors. The first of these is a 
restriction on the availability of new land suitable for residential building, and 
the second is a demographic shift towards people living on their own. The 
infrastructure sector is heavily influenced by government investment in the 
U K ôs transport infrastructure, w hile grow th in industrial constructio n is being 
constricted as a result of the current economic downturn and the ongoing 
pressures on the U K ôs m anufacturing sector. T he com m ercial construction 
sector is also feeling the effects of the current global slowdown, but at the 
same time, it is benefiting from public-sector and Private Finance Initiative 
(PFI) investment in new schools and hospitals. Demand in the building 
materials sector is directly linked to the market conditions in the UK 
construction services sector. The building materials sector has been enjoying 
growth as a result of the buoyant market for UK construction services, but 
demand for products that are prefabricated or hi-tech in terms of 
environmental efficiency has been increasing more rapidly than demand for 
traditional building materials.  
 
The prospects for the UK construction industry are likely to be very favourable 
over the next few years. Growth in infrastructure and commercial construction 
is set to continue as the Government fulfils its election pledges to improve the 
transport, education and health sectors. The chronic under-supply of housing 
in the UK is likely to sustain demand in the house-building sector, even if 
structural problems relating to the supply of land and labour curtail supply.  
Lastly, the ambitious sporting projects needed for the 2012 London Olympics 
will also drive building projects forward.  But the increase in building projects 
will further exacerbate the labour problems in the building industry.  The 
serious and on-going skills shortage is one of the keener problems that the 
industry has to face.  T he C onstruction Industry T raining B oardôs 2003 óS kill 
N eeds S urveyô highlighted that nearly 70%  of em ployers find difficulty in 
recruiting. [Source: CITB Annual Skill Survey 2003].  Some of the key 
construction clients are water companies, British Energy, Railtrack, the 
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Highways Agency, port authorities, major retailers and house-builders, while 
the governm ent accounts for 40%  of the industryôs output. . [S ource:  óS ector 
A nalysis: C onstructionô, report by H elen Doran, English Nature, June 2001] 
 
The historical absence of strong overseas competition from mainland Europe, 
in som e peopleôs opinion, has led to a culture w ithin the construction industry 
that did not perceive the imperative for change experienced by other UK 
industries in the post-war period. This has led to a gap between the best 
construction businesses and too many which are purely average.  [[Source:  
óS ector A nalysis: C onstructionô, report by H elen D oran, E nglish N ature, June 
2001] 

 
ii) The Engin eering industryôs contribution to the U K  econom y 

Engineering underpins the modern UK economy. In 2001, all manufacturing 
industry contributed about £162 billion to UK goods exports - 60% of    the 
total of all goods and services exports.  
 
In 2001 there were 1.7 million people employed by UK engineering 
manufacturing companies (as defined by the Office for National Statistics 
Standard Industrial Classification). About 1.5 million worked in enterprises 
employing five or more people, while around 80% of engineering 
establishments employed less than 50 people. 
Total engineering manufacturing was valued at around £64 billion in 2001 
representing 7% of    total UK GDP. It accounted for more than one-third of 
total UK exports, with mainland Europe being the main destination. Specific 
engineering sub-sectors are among the best performing, eg the electronics 
industry.  In engineering manufacturing output is up by 42 per cent since 
1981. And some of its sectors, such as electronics and aerospace, have 
expanded rapidly in recent years. But, generally speaking, engineering and 
manufacturing have been in recession since the beginning of 2001.  In 2001, 
the production and construction industries accounted for 28% of UK GDP. In 
the UK, manufacturing represents 31.6% of the total value added of the top 
500 companies.   
 
Engineering contributes to the success of a range of other industries, such as 
IT services and communications; digital technologies in broadcasting, medical 
research, and the development of the financial systems infrastructure in the 
City of London. While it is difficult to quantify precisely this wider impact of 
engineering, it is significant and expected to increase as the pace of 
technology and innovation increases and the application of technology 
becomes even more widespread. 
 
Engineering utilises technology to create new products and services. 
Professional engineers are employed throughout the economy. Office for 
National Statistics/DTI data for engineering graduates and Engineering 
Council data for registrants suggest that only 38% of the total is employed in 
manufacturing, while a further 8.5% are employed in construction. The 
remaining 54% are spread throughout the rest of the economy. Engineers are 
installing and managing technology in service industries such as finance and 
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business services, transport and    communications, electricity, gas and water 
supply, education and health and the public sector.  
 
Engineering employment  
Engineering is, statistically, among the most secure of professions. The 
unemploym ent rate am ong engineers on the E C  (U K )ôs national register w as 
0.9% in April 2001 and 2.6% in April 2002.  In real terms this represents 
virtually zero unemployment. At the same time the unemployment rate for the 
labour force as a whole was 5.3% (ILO definition) in April 2001 and 5.2% in 
April 2002.  
Pay for professional engineers compares very favourably with most other 
professions. In 2002, the average earnings for Chartered Engineers were 
nearly £52,000. According to the Office for National Statistics New Earnings 
Survey, 2001 average earnings for a selection of other key professionals 
were: solicitors, £44,984; chartered and certified accountants, £34,525; 
architects, £34,000; and health professionals, £51,880.  
The Office for National Statistics Labour Force Survey has estimated that 
there were 880,000 professional engineers in 2001 (including 327,558 
software professionals and 135,512 IT strategy and planning professionals) 
employed throughout the economy (of which about 500,000 are graduate 
engineers). O ver half of them  are underpinning ónon -engineeringô businesses. 
Labour Force Survey (LFS) and Engineering Council analysis concludes that 
38% (or 33% of LFS graduates) of these work in manufacturing, 8% (or 12% 
of LFS graduates) in construction, electricity, gas and water supply and the 
remainder in the service sector.  
 
Engineering education  
Engineering degrees open up career options - but this isnôt w ell enough 
appreciated. We need more - and better - young engineers in higher 
education.  
 
An engineering degree is increasingly considered by employers to be an 
excellent ógeneralô qualification.  O nly about 35%  of engineering graduates 
actually take up jobs in manufacturing, the remaining 65% going into finance, 
commerce and other fields eg construction, transport, defence and 
engineering consultancy.  
 
An engineering degree guarantees favourable employment prospects. 
According to a survey  undertaken for the DTI/Barclays, 84% of year 2000 
engineering graduates were in permanent  or full employment six months after 
graduating, compared to just 64% of all year 2000 graduates.  
 
In 2001, the DTI/Barclays survey found that 3 years after graduation, 
engineering graduates were earning a median of £24,000 p.a. This was 19% 
more than the median obtained by all graduates of £20,200 per annum. 
Electrical engineers were found to earn a median £26,000.  Altogether 62% of 
engineering graduates surveyed in the 1999 ñM oving O nò study stated that 
they earned a ñgood incom eò and this com pared to only 32%  of the 
humanities graduates and just fewer than 36% of arts graduates.  
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Amongst the wealth of data found in the National Committee of Inquiry into 
Higher Education are 1996 salaries of 1985 graduates. These clearly indicate 
the value of a degree in engineering, whether or not this has been pursued 
into professional status. If mean salaries  are examined by subject of both 
engineering and computer science, graduates appear in the top ten salaries, 
earning more than clinical medicine graduates though less than clinical 
dentistry, law and economics graduates.  
 
At the start of the academic year 2001-02 15,452, students living in the UK 
were accepted to engineering and technology courses in the UK. This is 19% 
down on that for the previous year and 6% below the average of 10 years 
ago. The number of accepted applicants in engineering expressed as a 
percentage of all accepted applicants has fallen from 10.7% in 1991 to 5.2% 
in 2001.  
 
Graduate output in engineering mirrors the above input trends of accepted 
applicants but with a time lag as it usually takes 3-4 years to graduate.  
Graduate output in engineering and technology disciplines went up by 55% 
from 1988 to 22,000 in 1995. Since 1995 these output  figures went up to just 
over 23,000 in 1997 but fell back to 22,572 in 1998, 22,012 in 1999, 20,550 in 
2000 and 20,490 in 2001. These graduate output figures, although they 
include overseas graduates, can be expected to fall in the coming years.  
In 2001, only 46% of students taking up engineering degrees had more than 
the equivalent of two grade As or better at A Level, compared with 99% for 
medicine and 56% for law.  
 
Science, engineering and technology is increasingly the career of choice for 
young women.    More than 4 in 10 undergraduates studying science or 
technology subjects in the UK are now women. The number of female 
students on engineering degree courses nearly doubled between 1988 to 
1992 to near 3,000 but has since fallen to nearer 2,000 in recent years.   
While the proportion of accepted female applicants to engineering and 
technology courses in 2001 was 14.9%. This proportion has remained largely 
unchanged since 1991.  

 
iii) The H ealthcare industryôs contribution to the U K  econom y 

The UK healthcare industry serves the needs of an increasingly health-aware 
population. It is an extremely diverse sector covering a very wide range of 
product types and healthcare uses.  
 
T he term  ñhealthcare industriesò is not clearly defined and m ay be used to 
encompass medical devices, systems and technologies, laboratory equipment 
and associated support services eg planning, design, management, training 
and education. The majority of large companies operating in the UK are 
foreign-owned, notably American. The healthcare sector exports around £4 
billion worth of goods and services annually into a global market that is 
growing rapidly, as individual expectations rise, and political pressure grows in 
many countries to improve services and facilities. The sector employs about 
50,000 staff. 
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T he term  ñm edical deviceò covers all products, exce pt medicines, used in 
healthcare diagnosis, prevention, monitoring or treatment of illness or 
handicap. The number of significant UK medical device companies is small 
and vary from those with less than £1m/year turnover (about 1800 companies 
or 85 %) to those with £500m - £ 1bn sales (source COMAP II). It is estimated 
that about 38 million people in the UK per day have contact with a medical 
device. Patients on whom devices are used include those visiting hospitals, 
GPs, dentists, opticians, chiropodists as well as those who daily use glasses, 
contact lenses, dentures etc.  O verall the sectorôs export is grow ing rapidly as 
individual expectations rise, and political pressure grows in many countries to 
improve services and facilities.  

 
iv) The Retail industr yôs contribution to the U K  econom y 

R etailing is the U K ôs largest em ployer outside the public sector. A bout 11%  of 
all w orkers (2.7 m illion people) are in retailing.  R etailingôs annual turnover is 
£260 billion.  It is believed that the sector will see the creation of 270,000 new 
jobs in the years leading up to 2012, with 31% of these at 
managerial/professional level. (Working Futures report).  Approximately 8.5% 
of graduate vacancies are in the retail industry (High Fliers Research Limited 
survey 2003). Whereas graduate vacancies overall declined by 4% from 2002 
to 2003, retail vacancies for graduates increased.  Currently, recruitment is 
buoyant, but with considerable variation between employers. Many larger 
organisations see graduates as a long-term investment and are looking five 
years ahead in their recruitment plans. 
 
The retail industry is very susceptible to economic trends.  High levels of 
employment and consumer confidence, for instance, will both cause people to 
spend more.  Both consumers and retailers would suffer in even a minor 
economic downturn: consumers because of the level of debt that many have 
and retailers because they have already cut their profit margins to sustain 
sales.  In addition, a large number of retailers are committed to expansion, 
with many extra stores due to open over the next two to three years.  A 
developing area of work is e-retailing, which is expanding exponentially with 
levels of growth reaching 40% in some areas.   
 
Consumers have a growing number of choices as to how they shop: stores, 
internet, mail order, TV shopping and WAP phones. Many organisations have 
invested in all of these, so shoppers can see a product online or in a 
catalogue but then confirm their choice by examining it in a store.  The 
increasing dominance of the larger stores can be seen in the fact that the top 
500 retailers account for 85% of retail turnover, with the remaining 215,000 at 
just 15%.  SME retailers are in this latter category and are closing down at an 
alarming rate.  The growth of out-of-town developments is now more limited, 
owing to planning laws and lack of suitable space. Big stores, particularly in 
the food retailing sector, are therefore finding other ways of increasing their 
market share, some of which include opening small stores within the city eg 
Tesco Metro.  This is further eroding the market share of the smaller retail 
entrepreneur.  Increasingly the big food retailers are offering a wider range of 
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products  including pharmaceuticals, newspapers, financial products, petrol, 
and cheap, value, clothes etc, thus threatening the future of specialist shops. 
They are becoming, in effect, department stores.  Some, such as Aldi, offer 
cheap products and a no-frills service. Others have prioritised offering a wider 
product range, convenience or an attractive image. This is constantly 
reviewed: Netto is now planning to go more upmarket.  Tesco, Waitrose, 
S ainsburyôs and m any others offer hom e delivery. 
 
Relative newcomers to retailing include factory shops, generally set up by 
manufacturers, and forecourt convenience stores. The latter, which are 
expanding rapidly and have 3.5% of the grocery market, are run either by fuel 
suppliers, chains such as Save Group, or grocery retailers.  Independent 
convenience stores are also affected by the growth of shopping at cross-
channel hypermarkets, where goods are offered at very cheap prices.  

The effect of the Internet  
Online selling as a proportion of total retail sales is close to 4% in the UK. 
From 2002-3, sales grew 72% in the UK (Interactive Media in Retail Group, 
the IMRG report) and are now worth £14 billion. There has been strong 
growth in sales of electronic consumer goods using the internet. Within the 
B ritish grocery m arket, T escoôs online sales w ere w orth Ã500 m illion in 2003, 
a big increase but still a small proportion of its overall sales.  The internet is 
best for commodity products that can easily be described in words (food and 
drink, books, airline fares).  Developing and sustaining customer loyalty is a 
challenge on-line as customers tend to shop around for the cheapest price.  
Customer loyalty is therefore an area that the small, specialist retailer may still 
thrive in. 
 
So far TV shopping has not really taken off in the UK but with 45% of homes 
being able to access digital TV, growth is likely in this area. Asda has 
experim ented w ith taking custom ersô orders via interactive T V .   T here has 
been a substantial increase in the amount of catalogue shopping. Over 800 
home shopping companies are listed in The Retail Directory of the UK and 
many of these are small, specialist businesses. 
 
Increasingly consumers have a number of concerns that retailers would do 
well to keep up with: 
Environmental concerns eg not endangering rainforests and using recyclable 
items.  
Ethical concerns eg awareness of overseas labourersô w orking conditions and 
fairtrade issues  
Health concerns eg irradiated and genetic modification of foods, the use of 

additives.  
Dietary concerns eg allergies and vegetarian foods  
Animal welfare concerns, and so on. 
 
Consumer research is seen as crucial by the larger firms. There is now far 
more information available on what people buy, through calls to customer 
service departments and analysis of till receipts of core customers with loyalty 
cards. This information has enabled the larger retail organisations to focus 
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their marketing far more precisely through the use of e-mails, texting and 
targeted mailshots.  Loyalty cards are an increasingly growing area of the 
market.  Whereas in 1990 18% of women and 12% of men had such cards a 
decade later this had grown to 40% of women and 28% of men.  That is a 
122% increase among women and an even bigger jump of 133% among men.  
Loyalty cards are yet another reason why the bigger retailers will continue to 
grab market share from the smaller ones. 
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b) Examples of the Apprenticeship programme within these 
industries  

 
i) Apprenticeships in Construction  
(Foundation and Advanced Apprenticeships in Carpentry & Joinery or 
Brickwork) 
These are part-time courses for young people aged 16 to 24 who prefer to 
earn while they learn. If you are good with your hands and want a practical 
career then these could be the courses for you. Before you start you could 
have the opportunity to attend an 8 week summer Pre-Apprenticeship course 
which will give you an insight into the construction industry and help you 
decide where your skills lie - carpentry, joinery or brickwork.  
ABOUT THE COURSES As an Apprentice you will achieve NVQ2, Key Skills 
at level 1, First Aid and Health & Safety certificates and a Technical Certificate 
(Intermediary Construction Award) plus other certificates appropriate to your 
trade. 
As an Advanced Apprentice you will also complete an NVQ3 and the 
Advanced Construction Award with Key Skills at level 2, Health & Safety and 
First Aid Certificates. 
 
THE COURSE INCLUDES 
¶ Health & Safety 
¶ Skills Training in Brickwork or Carpentry/Joinery 
¶ Manual Handling and First Aid 

 
ii) Apprenticeship in Engineering - David White  
It was an unusual role for apprentice David White ï  hanging out of a 
helicopter, a blazing machinegun in his hands, finishing off a villain on the 
ground. 
B ut thatôs just one of the surprising situations heôs been in as an apprentice 
helicopter maintenance engineer at Castle Air Charters in Cornwall.  
 
H eôs usually to be found stripping engines, but last summer his firm helped in 
the shooting of T V  com edy óT w o P ints of Lager and a P acket of C rispsô and 
he was asked to play the sniper who polished off one of the main characters. 
David, 21, is working towards a BTEC national certificate in Operations and 
Mechanical Engineering, as well as an NVQ Level 3 in Aircraft Engineering 
Maintenance. 
óI am  really enjoying m yself, being part of the team ,ô says D avid. óT he 
A pprenticeship is a fantastic w ay to learn.ô  
 
iii) Apprenticeship in Engineering - Lou ise Bunch  
óI w anted an A pprenticeship w here I could further m y studies and get paid as 
a full-tim e em ployee,ô explains Louise B unch, 23. 
She joined plastics firm SCA Tuscarora in July 2001, and since then she has 
completed an HNC in Engineering and an NVQ Level 3 in Engineering 
Design. She is close to finishing an HND in Mechanical Engineering and has 
now set her sights on an Engineering degree. 
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Louise adds: óI am  really enjoying m y w ork. B efore I becam e an apprentice, I 
had to work to support myself while I studied. N ow  Iôm  learning w hile Iôm  
w orking.ô 
Louiseôs T raining M anager M ick W illis is pleased too. H e describes Louise as 
a valued colleague in what was an all-m ale design team . óS he is an 
outstanding candidate ï  w e knew  that from  day one.ô  
 
iv) Appre nticeships in Dental Nursing  
Leicester College prides itself in providing training that is both rewarding and 
challenging. If you have the right kind of qualities, a job in these environments 
can offer a fulfilling career. Remember, workers in this area can make a 
positive difference to the lives of many families.  
In conjunction with primary health care and local businesses it offers 
comprehensive training to support Apprentices in the practical and social skills 
needed for a career in Dental Nursing and Oral Health. 
 
v) Apprenticeship in Retailing  
APPRENTICESHIP RETAIL OPERATIONS  

NVQ Level 2 Plus Key Skills ï  Technical Certificate 
Awarding Body ï  City & Guilds  Programme Area - Retailing 
The programme is aimed at young people 16 to 18 interested in gaining a 
qualification that will provide them with the opportunity to pursue their chosen 
career. 
You will study three mandatory units including: Contribute to maintenance of 
health and safety in the workplace Contribute to maintain the security of the 
workplace Work effectively in own organisation You will also study five 
optional units and key skills, examples of which are listed below: Stock 
storage and order processing Preparing products for sale Merchandising and 
selling goods Key Skills: Communication Level 1 - Application of Number 
Level 1. In addition, you will also study a technical certificate at Level 2 in 
Retail Operations. 
Companies are increasingly recognising the need for qualifications. This 
programme provides learners with the basic skills required for entering 
industry. Opportunities may exist for successful learners to progress to an 
NVQ Level 2.  You will receive a training allowance of £40 per week. You will 
also receive a travel allowance. 

 
c) Government strategy vis -à-vis COVEs  

COVEs 
The Department (the DfES) provides strategic direction for the network of 
Centres of Vocational Excellence (CoVEs). DfES works closely with the LSC 
who are responsible for the implementation of the strategy and its future 
development. 
The original arrangements were published in Circular 01/14 Centres of 
Vocational Excellence in October 2001. 
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Background  
In the statement Colleges for Excellence and Innovation1 published in 
November 2000 the then Secretary of State set out an ambitious agenda to 
ñrebuild the technical instruction that once symbolised the very best of our 
industrial training systemò. The statement called for a ñmodern further 
education sectorò contributing fully to the nationôs vocational skills and the 
drive to boost productivity levels. 
 
The CoVE programme which emerged from this statement and other policy 
developments follows from the recommendations of the National Skills Task 
Force and its final report Skills for All: Proposals for a National Skills Agenda 
(2000). In particular, the CoVE programme is designed to promote: 
lifelong learning and, in particular, increasing adult participation in vocational 
provision, whether through new learners or up-skilling the existing workforce; 
growth in level 3 technical and vocational specialism; progression from Level 
3 vocational education into employment; a supply network that is proactive in 
meeting the needs of employers; and the development of excellence and the 
sharing of and transformation of best practice. The whole strategy is 
underpinned by the aim of providing high and improving standards for all 
learners. 
 
The CoVE programme was announced in the statement Colleges for 
Excellence and Innovation (2000). The aims and objectives of the programme 
were subject to consultation in March 2001. The consultation indicated wide 
support for the extension of the programme to other providers funded by the 
LSC. The programme was extended to include Sixth Form Colleges in 
October 2002 and an extension programme, for other providers funded by the 
LSC, commenced in May 2002 to run in parallel with the college programme. 
The overall aims and objectives of the CoVE programme were set out in a 
prospectus published in July 2001. 
 
CoVEs will develop new, and enhance existing, specialist vocational provision 
that will be focused on meeting the skills needs of employers, locally, 
regionally, nationally and by industry sector. They will seek to give a greater 
number of individuals access to the high quality vocational training that they 
need to succeed in a modern economy. In addition, they will reflect the LSCôs 
commitment to equality and diversity. 

Objectives  
The programme addresses four operational and policy objectives: 
to create a strategic network of high-quality centres by ensuring that at least 
half of all FE colleges and 50 other providers funded by the LSC have at least 
one CoVE by 2003/04, taking account of local, regional, sectoral and national 
skills needs; 
to encourage collaboration amongst all types of providers and promote the 
development of excellence in economically important vocational specialisms;  
to help secure enhanced vocational learning opportunities for all learners in 
post-16 education and training, working particularly with post-19 learners and 
supporting employee up-skilling and workforce development at level 3; and to 
increase proactive employer/college engagement to underpin, develop and 
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strengthen innovative and flexible approaches to meeting the nationôs current 
and future skills needs. 
 
CoVEs should focus on developing the skills and careers of those already in 
work, enhancing the employability of new entrants to the labour market and 
the employment prospects of those seeking work (including self employment). 
CoVEs should develop, deliver and maintain high-quality, specialist provision 
across a range of new and traditional occupations. They will be innovative in 
delivering learning that develops both specialist and related general skills. 
 
CoVEs will work closely with business and industry. They will extend and 
strengthen established relationships with employers and will play an important 
role in assisting Regional Development Agencies (RDAs) in the 
implementation of the developing Frameworks for Regional Employment and 
Skills Action (FRESAs)*. FRESAs will provide regional intelligence to allow 
forward planning of future CoVE proposals, ensuring that demand-led, and 
not supply-driven, needs are addressed. The dynamic partnership between 
CoVEs, employers, RDAs and other key organizations will support:  a clear 
and mutual understanding of current and future skills needs and a joint 
commitment to investing in workforce development;  creative approaches to 
tackling skills issues that embed a culture of innovation and technical 
excellence;  the development of excellent quality provision;  learning 
opportunities that identify and meet learnersô and employersô needs in terms 
of delivery, time/location of delivery and learning outcomes and that have the 
right balance between on-job and off-job training;  opportunities for new 
entrants or returners to a specialist labour market to prepare for the world of 
work (including work experience) and for those already employed in that  
labour market to upgrade their skills;  provision which is directly related to the 
current and future needs of work and fully up to date in terms of specialised 
content;  strategies to promote access and participation of groups traditionally 
excluded from learning or disadvantaged in the labour market; and  teaching 
staff having up-to-date sectoral knowledge and skills.  
 
*[The creation of Regional Skills Partnerships was announced in the National 
Skills Strategy in July 2003. This set out the challenges of ensuring employers 
have the skills to support successful businesses and that individuals have the 
skills to be employable and personally fulfilled, and it proposed the creation of 
Regional Skills Partnerships to implement the Strategy to meet local needs.  
The East Midlands developed its Employment, Skills and Productivity 
Partnership (esp ) from the earlier Framework for Employment and Skills 
Action (FRESA).] 

Role of local Learning and Skills Councils  
Active guidance and support from local LSCs is an essential element for the 
development of CoVEs, both at the proposal and the development stage. No 
CoVE proposal will progress without the support of the local LSC(s) involved. 
Colleges should ensure that their local LSC is kept fully informed about the 
progress of their CoVE. Each local LSC has staff with dedicated responsibility 
for supporting the development and monitoring the progress of CoVEs.  
Local LSCs will support CoVE proposals by: 
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providing advice and guidance on programme policy; providing advice and 
guidance on local and regional skills needs and priorities; moderating 
proposals at local and regional level; facilitating links and partnerships, where 
necessary, with other providers in its area which might enhance the success 
of a CoVE proposal; supporting CoVEs during the twelve month development 
period; and ensuring a balanced level of vocational provision and a sensible 
geographical spread by LSC area and region. 
 
Local LSCs, in working with all their providers to develop proposals, will need 
to ensure that the proposed activities are consistent with skills needs 
identified in the RDAsô skills action plans. RDAs will be strongly involved in 
determining the overview on regional skills priorities which will help inform 
regional decision making.  CoVE proposals will also need to demonstrate the 
involvement of key organisations such as employers (and employer 
organisations), Sector Skills Councils (SSCs), RDAs, the Small Business 
Service (SBS), trade unions, learning partnerships, the Connexions Service 
and local education authorities (LEAs). 

Duration of CoVE Status  
Each CoVE will be expected to achieve agreed targets and performance 
indicators laid down in a costed audit and development plan (the Form B 
development plan) covering the first twelve months of its operation.  Upon 
successful completion of this development plan, the CoVE will be awarded full 
status. It is expected that formal status will be held for a period not exceeding 
three years, subject to the CoVE continuing to meet the criteria and 
performance targets. Local LSCs will be responsible for monitoring the CoVE 
against the performance criteria.  Arrangements for formal recognition of full 
CoVE status following the development phase will be announced in autumn 
2002.  
 
Where a CoVE fails to achieve the targets set out in its development plan or 
there are other significant concerns about aspects of its performance, the 
local LSC may decide to suspend formal confirmation of CoVE status, 
pending work to raise standards. If it is felt that the required standards are 
unlikely to be attained within a reasonable period, CoVE status may be 
suspended or withdrawn permanently. 
 
Formal CoVE status may be withdrawn at any time after completion of the 
development plan if the quality of provision subsequently fails to meet key 
objectives of the CoVE programme, or if other reasons for significant 
concerns arise.  The formal suspension/ withdrawal process will be managed 
by local LSCs, together with the LSCôs national CoVE team. 

Funding  
The DfES announced in March 2001 that up to £100 million of capital and 
revenue funding would be available for the FE CoVE programme for the 
period to 2003/04. In April 2002, because of the initial success of the 
programme, a further £25 million capital allocation was confirmed. 
 



 

H R N  “S U C C E S S  T H R O U G H  A P P R E N T IC E S H IP S ” 2006                               31 

Each CoVE will be eligible to receive up to £300,000 in the first year, 
depending on the scale and scope of its work and up to £100,000 in the 
second and third year of the programme depending on the availability of 
funds.   Costs in the development plan should include those relating to:  
additional staffing costs related exclusively to developing or maintaining the 
CoVE, e.g. replacement staffing to enable teaching staff to directly engage 
with employers to promote the CoVE; market research for the purpose of 
determining employer needs; development or purchase of learning materials; 
general research and networking with other CoVEs, (e.g. participation in 
activities that exchange good practice at local, regional, sectoral and national 
level); quality improvement;  related consultancy costs;  support for staff 
development and training internally and for partner organisations; and capital 
items including minor works, premises modernisation, conversion and 
adaptation, equipment replacement and upgrades.  It is expected that 
colleges will spend a minimum of 50% of revenue funding for years 2 and 3 
on the sharing of good practice. All CoVEs are expected to participate fully in 
the specialist development groups organised on behalf of the LSC by the 
LSDA. 

 
d) The Government Strategy concerning Training providers and 

Further Education   
This government has put great emphasis on improving standards in schools, 
emphasising apprenticeship schemes, and increasing participation in higher 
education. All of this means that the workforce of the future will be more highly 
skilled and productive than ever before. 
However there are still serious deficiencies. 
¶ A too-high drop-out rate at 16.  
¶ The shocking fact that in the 21st century there are still 7 million adults who 

do not have basic literacy and numeracy.  
¶ A further 6 million do not have the skills they need to progress at work.  
 
On top of all that we see a lack of craft and intermediate qualifications in our 
workforce. We constantly hear industries complaining that they cannot recruit 
people to fill their skilled vacancies.  
Against this background comes the fact that 80% of the people who will make 
up the workforce of 2010 have already left school. Some two-thirds of the 
2020 workforce has already left full-time education  
 
This is why the government has made workforce development a priority. The 
new  report just issued by the prim e m inisterôs strategy unit is the secon d 
stage of a project to address the issue of raising skills in the workplace.  
According to the Government improving the skills base of our workforce 
means having a demand-led system of delivering skills training and learning 
that is responsive and can adapt speedily - both to the needs of business and 
industry, and to the needs of employees.  
 
In the words of a government spokesman, this puts huge emphasis on skills 
training suppliers like our F E  colleges. T hey cannot sit back and say: ñH ere 
are our courses; w hich one do you w ant?ò C olleges and other suppliers have 
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to interact w ith local em ployers and em ployees to ask: ñW hat skills training do 
you need to succeed in your business and progress in your workplace? How 
best can w e m eet that need?ò It has to be a service focused on its custom ersô 
needs.  
 
Colleges and other suppliers cannot work in a vacuum. It is vital that 
employers participate by helping to identify skills gaps at local levels and 
helping to design the programmes to fill those gaps. Investing in developing 
the workforce is as vital as investing in new plant or machinery.  
Employees and trade unions must also enter this partnership. They need to 
identify the gaps in their skills that throw up barriers to progression in the 
workplace, and they, too, must be committed to addressing those shortfalls. It 
is no use suppliers and businesses investing in designing flexible courses that 
meet a range of skills and learning needs if the workforce does not add its 
own investment of commitment.  
 
The government also have a role to play by ensuring that the overall skills 
training framework is in place. That means close cooperation between the 
Departments for Education and Skills, Trade and Industry, for Work and 
Pensions, and the Learning and Skills Council, and the Treasury. The strategy 
unit report, which has this cross-governmental support, is a detailed action 
plan that sets out how that framework should be achieved. You can read it on 
the unitôs w ebsite (www.strategy.gov.uk).  
 
Workforce development is about partnership and cooperation. It can benefit 
everyone and boost the economy at large. But it needs a flexible approach 
from suppliers of skills training, engagement from those who run businesses 
large and small, and an appetite for learning among the workforce.  
Now we have the right long-term strategic framework from government 
combined with implementation by a responsive team at local level we have 
the recipe for a better-skilled workforce, stronger business base, and a 
thriving economy.  

 
e) The G overnm entôs spending on A pprenticeships 

LSC Increases Budget  for Apprenticeships  
The LSC exists to make England better skilled and more competitive and is 
responsible for planning and funding high-quality vocational education and 
training for everyone. The LSC has a single goal: to improve the skills of 
E nglandôs young people and adults to w orld class standards. Its vision is that 
by 2010, young people and adults in England have the knowledge and skills 
matching the best in the world and are part of a truly competitive workforce. 
Established in 2001, it works nationally, regionally and locally from a network 
of offices across the country. 

Chief Executive, Mark Haysom  
Announced on 29 June 2005 that New Funds Will Usher in ñE xcellent C hance 
of A chievem entò.  Increased funding allocations announced by the Learning 
and Skills Council (LSC) for the work based learning sector in 2005/06 will 

http://www.strategy.gov.uk/
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pay for the continued expansion of the successful Apprenticeships 
programme, which now has record numbers of over 255,000 young people 
taking part.  These rises are backed with a significant budget increase from 
£1,037 million in 2004/05 to £1,105 million in 2005/06, a 6.6 per cent increase 
ï  4.1 per cent in real terms after an allowance for inflation. 
 
The LSC acknowledges that the growing success of the Apprenticeships 
programme ï  the rapid expansion in the number of Apprentices and the rising 
number of young people completing their training ï  will require the bigger 
budget for next year to be focused on a number of key priorities within 
Apprenticeships. 
 
Mark Haysom, LSC Chief Executive, believes that the plans provide the right 
conditions to maintain the growth in Apprenticeship numbers and ensure that 
more Apprentices complete their full programme. He has also asked work-
based learning providers to generate additional fee income for older 
Apprentices from employers who increasingly value the improved productivity 
of Apprentices compared with other employees. 
 
He has told work based learning providers: ñO ne consequence of our grow ing 
success is the challenge of prioritisation and affordability. We have had to 
take hard decisions to achieve a strong E2E programme, growth and an 
increasing level of achievem ent in A pprenticeships.ò 
Mark said: ñT he arrangem ents for 2005/06 ensure that funds w ill be 
concentrated on key priorities to deliver work based learning that provides 
young people with a high quality learning opportunity and an excellent chance 
of achievem ent.ò 
 
Measures being introduced by the LSC include: 
¶ 1 funding rates for young people in the key priority 16ï18 age 

group will be increased by 2.5 per cent  
¶ 2 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) ï  this provides a 
clear incentive for providers to improve their achievement rates  

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

¶ 4 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+ 

¶ 5 T he LS C  w ill introduce in advance a óplanned m ix of provisionô by w hich 
local LSCs will be able to increasingly focus local training provision on 
meeting the skills needs of local employment sectors. 

 
Mark Haysom said the new budget would fund an additional 3,000 young 
people starting an Apprenticeship in 2005/06. 
H e has told training providers delivering A pprenticeships: ñF rom  2005/06 
onwards, we will measure the success of Apprenticeships as successful 
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framework achievements. Our target, agreed with the Department for 
Education and Skills and the Treasury, is to achieve a 75 per cent increase in 
framework achievements in 2007/08 when compared to the number in 
2002/03. This means an increase from 45,000 in 2002/03 to 75,000 in 
2007/08. 
 
ñIf w e are to achieve this figure, w e need a step change in the fram ew ork 
achievem ent rate and this is a key feature of our plans for 2005/06.ò 
Mark Haysom, LSC Chief Executive, believes the plans will increase 
apprenticeship numbers and improve the rates of apprentices completing their 
program m es. ñT he arrangem ents for 2005/06 ensure that funds w ill be 
concentrated on key priorities to deliver work-based learning that provides 
young people with a high quality learning opportunity and an excellent chance 
of achievem ent,ò he said. 

Summary  
1. Performance on Entry to Employment (E2E) has improved 

dramatically, with the percentage of learners progressing to a job, 
education or training place rising in a single year from 32 per cent to 43 
per cent.  

2. Learners are undertaking more training within their Apprenticeships ï  
Key Skills enrolments have risen by 11.5 per cent and the number of 
learners studying for a Technical Certificate will have increased by 
31,000.  

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

4. There are different levels of Apprenticeships available, but they all lead 
to National Vocational Qualifications (NVQs), Key Skills qualifications 
and, in most cases, a Technical Certificate such as a BTEC or City & 
Guilds.  

5. A pprenticeships provide a m ore flexible and stronger óladder of 
opportunityô for young people beginning at the age of 14. T hey 
comprise:  

¶ A  new  óY oung A pprenticeshipsô for m otivated and able 14 -16 year olds, 
available from September 2004, when 1,000 young people took up this 
new offer. A further 1,000 are expected to take part from September 
2005.   

¶ A  ópre -A pprenticeshipô offer based around E ntry to E m ploym ent - now 
part of the Apprenticeship family - aimed at supporting 16-18 year olds 
who are not involved in education, employment or training. E2E 
benefited over 60,000 young people from start-up in 2002 to August 
2004.   

¶ óA pprenticeshipsô at N ational V ocational Q ualification (N V Q ) Level 2    
¶ óA dvanced A pprenticeshipsô at N V Q  Level 3.   
¶ óA pprenticeships for A dultsô - the G overnm entôs S kills S trategy gave a 

commitment to develop Apprenticeships for adults and we are working 
with the new Sector Skills Councils to develop appropriate provision for 
learners over the age of 25. 
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6. An Apprenticeship Task Force chaired by Sir Roy Gardner, Chief   
Executive of Centrica plc, has worked to increase the number and range of 
employers offering Apprentice places and to ensure that Apprenticeships 
reflect the changing needs of employers and young people. [Source: Website: 
www.employersforapprentices.gov.] 

http://www.employersforapprentices.gov/


 

H R N  “S U C C E S S  T H R O U G H  A P P R E N T IC E S H IP S ” 2006                               36 

F) THE FINDINGS FROM THE HRN INTERVIEWS WITH THE 36 
NOTTINGHAMSHIRE-BASED SME COMPANIES  
 
i) The Role of Partnerships in Accessing Apprenticeship Schemes  

 
The experience of companies in working with partners and in identifying and 
supporting apprenticeships was very mixed.   In the construction industry 
there was little consistent pattern other than the fact that the smallest 
companies were most likely to have no contact whatsoever with training 
partners.  Generally most companies worked well with the Connexions service 
but even here there were firms which reported no involvement at all. The 
majority reported no awareness of the role of the LSC but most had a least 
one significant partner, local FE colleges and the Construction Industry 
Training Board (CITB) being among the most prominent. It should be noted 
that the CITB has traditionally taken a leading role in this sector and predates 
many of the more recent initiatives. 
 
In the engineering sector a comparable set of relationships with organisations 
promoting training was found.  Most firms reported no involvement 
whatsoever with Connexions. Most engineering companies acknowledged the 
positive role of the Nottinghamshire Engineering Training Association (NETA). 
The Nottinghamshire Chamber of Commerce was also looked upon as a 
valuable source of support in developing apprenticeships by some companies 
and the role of FE colleges was also recognised. 

 
The findings from the Health sector are markedly different.  Before looking at 
the findings below which indicate poor engagement with apprentice training of 
any kind it is worth examining the nature of this sector.   SMEs in Health tend 
to be found providing alternative medicine services or dentistry. The 
alternative medicine sector whilst a growing one is characterised by extremely 
small organisations relying on the distinctive skills of one or two individuals. 
They are often sole traders. The unique personal style is one of their selling 
points. It is also a weakness as the alternative medicine sector does share 
with many of the businesses mentioned above a range of obstacles in 
accessing training. Many healthcare employers report a high level of potential 
demand for their services, which could be met either by expanding their 
companies.  Either way there is a particular need for a distinctive training 
strategy to be developed if demand is to be met. There are historical parallels 
here. The CITB has already been mentioned; it has played a distinct role in 
promoting training in an industry overwhelmingly characterised by tiny SMEs. 
The growth of the Care sector, also dominated initially by SMEs has in some 
areas led to the development of training routes with strong partnerships and 
close involvement of bodies such as F.E. and Connexions. The establishment 
of a Care Consortium by South Nottingham College in partnership with local 
care homes in the 1990s is an example. 
 
The findings suggest that the alternative medicine sector in Nottinghamshire 
had virtually no relationships with training partners. Employers often made the 
point that a level of maturity and life experience is required in order to enter 
the sector and to be credible to patients and a traditional youth apprentice 
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route tended not to be suitable.  In the dental nursing sector the training of 
new entrants has developed along a distinctly different path to other forms of 
nursing though a more rigorous legislative framework is emerging.  For 
example the requirement for dental nurses to be registered after training has 
just been introduced. The dental practices surveyed did have relationships 
with the FE sector as providers of training but few other training partners, 
though some seemed to be aware of the role of the LSC. 
 
In the retail sector almost all the firms had no involvement whatsoever with 
Training Providers, Connexions Service and the Learning and Skills Council.  
One firm reported some involvement with all three agencies and two felt they 
had indirectly been involved with the LSC because they had either had 
general conversations with New Deal for Communities or specifically spoken 
to them about their shops security.   

 
ii) Barriers To Accessing Apprenticeship Schemes  

 
SMEs in the Construction industry all experienced similar barriers to 
apprenticeships though the level of impact varied according to the size of the 
business. Larger firms stressed the financial implications of taking on 
apprentices while the smaller ones talked about lack of time to deal with the 
needs of apprentices and the paperwork involved.  This in fact was probably 
the same concern exhibiting itself in financial terms in larger concerns where 
budgetary control is a more sensitive indicator of the impact of trainees. Many 
suggested that there was some sort of need for even more proactive guidance 
and support with the training of apprentices from outside bodies to overcome 
these difficulties. Most reported difficulties in recruitment and focussed on the 
apparently poor image of SMEs in the sector and the lack of awareness of the 
industry in the schools.  This was particularly true of employers in the 
construction and engineering industries.  Some employers were already 
considering recruitment from countries such as Poland as an easier 
alternative to apprentices 
 
In the engineering sector the barriers to apprenticeships were experienced in 
very different ways by different companies. There was not the same pattern of 
response as found in Construction. This may due to the fact that the 
engineering sector includes a much wider range of activities.  This is best 
illustrated by comparing the experience of two firms of similar size.  The first 
company, Company A, had no significant barriers in accessing apprenticeship 
programmes.  Company A has had apprentices in the past and currently has 
two apprentices, which from the point of view of the size of the firm is 16% of 
the workforce.  They saw only positives from the Apprenticeship programme.  
The main one being that it represented a unique opportunity to give 
Apprentices a thorough training in the companyôs methods of work.  Company 
A  saw  the training of A pprentices alm ost as a duty.  óIf no one trains 
apprentices then engineering skills w ill disappear.ô 
 
While the chief barrier preventing Company B from accessing apprenticeship 
program m es w as the óattitudeô of the young people.  In their experience the 
perception of the trainees was that they should be paid quite a high wage, 
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often at the same rate as an experienced worker.  What the apprentices all 
failed to realize w as that as an apprentice they w ere com ing in at a ólow erô 
level to learn and work their way up, bit-by-bit acquiring more skills and 
knowledge.  Company B said it had unsuccessfully tried to employ an 
apprentice several years ago, but that:  óIt didn ôt work out because of the 
óapathyô of the apprentice.ô  
 
Some firms cited the impact of Health & Safety requirements, including 
expressing concern at the way the legislation, as interpreted by them, greatly 
increased their risks in taking on Apprenticeships and also the impact of 
European Union interference in the regional labour market.   Many of then 
pointed out that Apprentices needed to be continually monitored from an 
insurance perspective to use certain equipment with a major negative impact 
on productivity, tim e and óm anpow erô.  They complained that it de facto limited 
the time and capacity available to support and guide new apprentices within a 
small SME engineering firm. 
 
However most firms did describe common barriers such as lack of specialist 
staff with coaching skills and time to train, lack of guidance and support from 
outside organizations, high drop-out rates; and insufficient awareness and 
preparation by schools. Changes in the school curriculum also seem to have 
played a part, with the additional consequence of reducing the number of 
applications even from those sections of non-academic youth who might have 
been drawn to the engineering sector.  As one company representative 
explained:   ñmany young people at school do not undertake technical drawing 
any more.  In the past even the girls used to enjoy the technical drawing 
elem ent at school. T hat is all being lost as they donôt teach individual craft-
based subjects such as m etalw ork and w oodw ork anym ore.ò  
 
In the Health sector there is again a marked difference between dental and 
complementary medicine sectors.  In the latter there were five factors that 
prevented them from accessing Apprenticeships.  The main one they believe 
is time.  They simply do not have the time to look after and train apprentices.  
In addition there is a lack of infrastructure and staff to develop training needs.  
T hey also shy aw ay from  any projects that increase the clinicôs costs as 
apprenticeship systems are seen to do. 
 
Complementary and alternative medicine is basically a one-person business.  
The business finds it hard to develop a strategy that is anything other than 
short-term and solving day-to-day problems: ñIôm busy earning a living.  I only 
get paid when Iôm seeing the patient!ò 
 
The fourth factor has already been mentioned when considering partnerships. 
It is currently thought that only mature entrants are suitable for entry into the 
sector. Finally there is the fact that in such a young industry, characterised by 
pioneering individualists, with wildly different world views, there is relatively 
little tradition of the kind of organized training that apprenticeship entails. 
 
In the dental nursing sector a different variety of barriers were reported. 
Young people were largely unaware of Apprenticeships as an option, 
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Apprenticeships do not figure in careers publicity and there were considerable 
practical problems in promoting it by means of Work Experience for school 
students.  Mentioned in the interviews was the reluctance of dentists to be 
observed by an outsider as they went about their work and the fact that in 
order to permit pupils to even touch any equipment they would have to have a 
had a Hepatitis B injection. The current financial structure of dentistry, 
especially those in the NHS, was cited as a strong disincentive to devote 
existing manpower to training new entrants.  All dentists reported a chronic 
shortage of entrants to dental nursing, a high drop out rate due to the rigour of 
the training and the shortage of qualified staff. The growing possibility of 
recruiting from other parts of the EU was mentioned. 
 
In the Retail industry sector there was little difference between retail shops 
and mobile phone shops, as both tended to be relatively small, micro, 
concerns.  In the former case the attitude of the young people was given as a 
barrier, or the lack of need for an apprentice because of relatively low levels of 
turnover.  One of the shops had had no one leave in 10 years and therefore 
felt, quite rightly, they had no staffing problems.  In the mobile telephony 
sector lack of turnover or lack of time were the key reasons given for not 
needing apprentices.  During the course of interviewing the managers in these 
stores it was clear that although business it was brisk it was normally well 
within the scope of one or two people to cope with.  One of the shops felt that 
to really sell the salesman needed a thorough grasp of the product, good 
interpersonal skills and rapport w ith the custom er. ñP eople buy from  people!ò 
they said.  Therefore they tended to prefer employees with slightly more 
maturity than would be suggested by an apprentice, and also because the 
technology changed so rapidly a young person would need to be constantly 
trained.  They did not have the time for that he felt.  Both factors that 
precluded taking on apprentices. 
 
Finally it was apparent that whilst many SMEs emphasised the barriers to 
successful apprenticeships in terms of finance, bureaucracy, and use of 
skilled time, few linked that up with the returns derived from the resources 
devoted to apprentice training. However when asked for the benefits of 
Apprenticeships employers were enthusiastic (see below).  
 
iii) The Role of Qualifications and the Benefits of Apprenticeships  
In the Construction industry firms consistently stated that a positive attitude 
and social skills were what they were looking for rather than academic 
qualifications.   Interpersonal skills (i.e. ability to communicate fluently and 
ñget onò with others), team-working, organisational skills, customer service, 
and finally, literacy, technical and problem-solving skills were emphasised.  
Some employers also mentioned that one of the best ways that schools could 
seek to make young people qualified for an apprenticeship in the industry was 
by arranging a suitable period of work experience. 
 
Employers also mentioned that a good way for young people to óqualifyô 
themselves for the industry was by acquiring a full range of job-seeking skills 
such as interview techniques and practice in writing application forms. 
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Throughout the emphasis was away from GCSEs, but still included abilities 
that were necessary for a successful apprenticeship. 
 
For the construction industry apprenticeships offered a range of related 
benefits: 
¶ it equipped young people with practical skills that gave them 

ñemployabilityò in a diverse working environment; 
¶ it got the younger apprentice used to the firm ôs w ay of w orking ie it 

ócustom izedô them ; 
¶ it enhanced job satisfaction and stability because some of the young 

workers stayed with the firm a long time;   
¶ it ensured that the businessôs work methods were developed, carried 

forward and sustained in the future;   
¶ it alleviated short to medium-term fears about skills shortages for the 

enterprise; 
¶ training increased the productivity of the apprenticed worker; 
¶ it helped to introduce new methods to the firm; 
¶ it provided a steady stream of recruits to local firms and also helped to 

develop local business. 
 

Similarly Engineering firms stated that the ability to actually do the work is 
more important than the formal qualifications. Following this theme the three 
most important skills looked for were: communication, numeric and being 
dexterous and these are precisely the skills many employers believe are 
missing from young people when they leave school.   
 
Q ualifications w ere seen as a problem  by som e.  ñT here are so m any different 
certificates, they come and go. How have they been gained? What do they 
m ean?ò .........òyou m ight have som eone w ho has an N V Q  level 3 certificate, 
but who cannot apply that qualification in a practical context. Then you have 
another young person, who does not have the relevant qualifications, but has 
the right attitude, and is w illing to learn on the job.ò In their experience it all 
depends on the individual and what they bring to the role, rather than the 
paper qualifications.  Is there is a shortage of people with the right skills?  The 
issue is one of whether or not the young people who come to them from 
school, have the right attitude, not the right paper qualifications, for the job. 
Often the young personôs focus is not what they can learn within the 
engineering firm, but how much money they are going to get paid.  They often 
expect high wages despite their level and status as an apprentice.  In 
addition, some employers believe that the reluctance and unwillingness of 
some apprentices is because they are not being taught the right attitude at 
school or given appropriate advice.  
 
When it came to the benefits of apprenticeships employers were generally up-
beat, and this remained the case even when the drawbacks and costs were 
taken into account, including the fact that the time of skilled staff was taken up 
by training. Nevertheless most recognised the same range of benefits 
including the fact that the individual firm was building a lasting team.  
Apprenticeships had a positive side effect on staff morale and safeguarded 
the skills base of the firm and of the sector as a whole. In this there was the 
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apparently altruistic recognition that the whole sector benefits when more 
skilled apprentices complete their training. 
 
In the Complementary and Alternative Health sector there was little evidence 
of involvement with apprenticeships for reasons already discussed above. 
Consequently firms had little practical experience of identifying the 
appropriate qualifications. However their responses did indicate a similar 
attitude to qualifications to that expressed by the Construction and 
Engineering industries. Attitudes, basic skills and, of course, interpersonal 
skills were just as important as academic qualifications when considering 
entrants to the sector. To this one must also add the requirement of maturity, 
which as already stated makes the current apprenticeship route generally not 
suitable in its present form for those in the Complementary Health field.  
In the dental nurse sector qualifications were important, not in themselves but 
for what they represented. ñThose qualifications will confirm that there is a 
learning ability thereò. The skills looked for were communication skills (the 
most important); interpersonal skills (very important), with numeracy, literacy 
and even to some extent team-working being characterized as of basic 
importance.  The right skills in the job could include attitude, ñpeople skillsò, 
talking to people, working with people, and so on. 
 
Work experience was seen as being preferable, but of questionable 
importance.  However the problem they were now experiencing with work 
experience was that young people were no longer covered by the firmôs 
insurance.  This point was directly referred to by all the dentists. The position 
seems to be that while the law has not necessarily drastically changed on this 
nowadays everyone is extremely concerned that any injury on their premises 
could result in them being sued with the obvious problems of higher health 
insurance, cash flow problems or in extreme cases bankruptcy.  The upshot of 
this is that very few are prepared to take the risk.  This reluctance is 
squeezing the few remaining available places. 
 
U sually the qualifications that they look for in new  em ployees are G C S E s.  óIf 
a girl has óAô levels that is better still ï  it shows!  But óAô levels can be 
detrimental.  Sometimes girls with higher qualifications have felt that they 
knew  it all and are therefore less receptive to being taught.ô 
All firms stated that there was clearly a shortage of people with the right skills.  
The evidence of this was overwhelming, for example, young people struggled 
to retain information they were given.  There were several benefits of 
Apprenticeships to firms.  Apprenticeships led to better staff morale and to 
better quality of work, and going through an Apprenticeship tended make 
young people better team players. 

iv) The Role of Schools, Colleges and the Community  

The construction sector was generally consistent in its shared low opinion of 
the schools though the detailed criticism varied slightly.  Comments were 
broadly along the following lines: 
T hey think schoolsô form al career advice structures are poor reporting few  if 
any links with school staff and limited efforts to organize work experience 
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placements.  They blame schools over-emphasis on academic work (rather 
than practical work), for developing only limited skills in pupils and negatively 
impacting on the quality of young people they get as apprentices.   They feel 
more attention should be paid to teaching pupils basic literacy and numeracy 
skills because, in their view, standards have dropped, and there should be a 
greater emphasis on practical skills.   
 
Careers advisors in schools did not have enough information at their fingertips 
and the quality of the advice given was often inadequate.  Careers advisors 
and the careers advice service needed to be linked more proactively to local 
businesses so that the careers sector is fully aware of all the developments 
occurring across what is admittedly a diverse range of sectors.  There was 
lack of understanding of the apprenticeship framework. Schools did not 
adequately promote the benefits of apprenticeships and had not done so 
since Comprehensives came in.  The new initiatives by comprehensive 
schools lack cohesion and fail to meet industryôs real needs.  T his suggests a 
harking back to the secondary modern schools which were focused on 
directing their pupils into a ógood tradeô as a high point of the schoolôs 
aspirations for their leavers. 
 
The Connexions service was also targetted for criticism. Construction 
companies considered formal careers advice  - ñvery poorò.   C areers advice 
in some cases is inapplicable and inappropriate. Careers advisors did not 
have enough information at their fingertips and the quality of the advice given 
was often inadequate.  Careers advisors and the careers advice service 
needed to be linked more proactively to local businesses so that the careers 
sector is fully aware of all the developments occurring across what is 
admittedly a diverse range of sectors.   In amongst this some employers did 
report positive experiences of Further Education Colleges and some other 
training providers such as The Confederation of Master Builders, and at least 
one employer had a very positive opinion of the quality of careers advice in 
schools. 
 
The opinions of the Engineering companies were very similar to that of the 
Construction sector.  Generally their opinions of the way schools prepare 
young people for work in the engineering industry and give careers advice 
about it were poor. Though here again there were isolated examples of what 
em ployers thought of as good practice. ñS om e schools adequately prom ote 
A pprenticeshipsò but generally opinions w ere along these lines; ñI think that 
Careers Advisors should be acting as mentors to young people rather than 
offering inadequate careers advice to pupils, who are often disillusioned at the 
age of 14-15 years old..... School-leavers have little idea of the relevant skills 
and qualifications that employers require because there is little time in an 
academic environment or school to teach them communication and social 
skillsò. O ne em ployer w ent as far as to say that ñsom e of the advice given by 
careers teachers w as dam aging the future careers of the young people.ò  
Many employers identified the emphasis on the academic route promoted by 
government policy in schools was detrimental to preparing and encouraging 
pupils for apprenticeships in engineering. Some employers quite specifically 
stated that the schoolôs em phasis on preparation for higher education was 
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wasteful in the case of many pupils who should more appropriately be steered 
towards the kind of preparation for industry that apprenticeships could offer. 
ñN ow adays the em phasis has shifted to league tables and academ ic 
outcomes. If schools had more links with employers, NEBA and other 
providers this would help to raise the profile of Apprenticeships and also 
shape schools understanding of Apprenticeships.  Schools should realise, that 
they give advice to pupils who often completely are unaware of what to do 
next, and might take up Apprenticeships, something that would be more 
suitable for many of them, if they were not automatically pushed towards the 
academ ic route.ò 
ñO ne problem  is the governm entôs over-emphasis on young people going to 
university.ò 
 
Most engineering employers had a relationship with one or more training 
providers and partners such as Further Education Colleges, NETA, 
Nottingham Chamber of Commerce and NEBA. Here their views were a lot 
more positive.   Many engineering employers emphasised the part parental 
influence could play in career choice and this appeared to be backed up by 
feedback from their apprentices. It suggests that strategies could be 
developed to inform more parents of the opportunities that apprenticeships 
can offer. 
 
Similar views were expressed about work experience placements, often vital 
in helping to form  studentsô career choices. 
ñS om e parents w ill play a very im portant role in the future career decisions of 
their children. However, many do not take enough of an active role in the 
process, because they donôt talk to their kids about it as m uch as they 
should. The schools often leave it up to the children to find their placements 
themselves, and the parents leave it up to the schools.  But this results in far 
too many pupils not getting placements because if they havenôt found one 
they donôt tell their parents/guardians. T here needs to be greater 
communication between the schools and parents and a database of 
organisations available so that they can place pupils in a range of SMEs at 
least twice a year.  In this way the schools will develop closer links with 
em ployers and be kept abreast of developm ents w ithin the S M E  sectors.ò 
  
 



 

H R N  “S U C C E S S  T H R O U G H  A P P R E N T IC E S H IP S ” 2006                               44 

G) COMMENTS FROM TRAINING PROVIDERS 
THE FOLLOWING NOTES WERE MADE AFTER A MEETING WITH THE 
SPOKESPERSON OF A REGIONAL ENGINEERING TRAINING PROVIDER.   

Question: What are your views on Apprenticeships in Engineering?  
Response:  Overall they are getting better.  At the moment we can fill our 
training centre.  We have block release courses which are four days per week 
for 36 weeks and one day per week for Day Release classes. 
The Big Employers, Imperial Tobacco, Boots, Royal Mail, etc. are prepared to 
give the time to the trainees because they want to make sure they get really 
well trained people. 
 
In NVQ Level 2 eight units are done as a minimum.  However the larger 
companies want up to 20 units done over the 36 weeks.  Apprentices are 
mainly 16-18 years old, but they can start as late as 20.  The larger 
com panies donôt m ind them starting at 20 years old because they want to 
make sure they get young people of quality.   
The smaller companies take part in a Day Release course over 36 weeks ie 
the course is 36 days, that is one day per week for 36 weeks.  The time is 
9.00-4.30pm each day. 
 
We also have some fairly small companies of 15-20 people that we work. 
B ut the A pprenticeship m echanism  doesnôt really seem  to w ork for very sm all 
companies of less than 15 employees mainly because the smaller companies 
canôt cope w ith having an  employee away for 36 weeks.   
A pprentices still donôt understand w hat w ork-based learning is all about.  For 
that m atter school teachers donôt understand w ork-based learning!  This stuff 
about going to university is fine but the degrees they are doing donôt service 
the needs of industry. 
 
There are still ways for young people to get a degree without getting into huge 
amounts of debt.  If teachers understood the progression route they could 
explain it to school-leavers.   
 
A typical progression route could be: 
At 16/18 years old the trainee does the Advanced Apprenticeship Course.  
This takes them about four years on a part-time basis as a day-release 
student.  At the end of four years they would have a HNC or a HND.  From 
there they could go on to do a degree on a part-time basis.  This would take 
them  another three years, but theyôve arrived there w hile w orking and w ithout 
accruing a huge debt.  Recently universities have begun recognising the HND 
and the Advanced Apprenticeship course as giving (points) units towards the 
degree.   
 
W eôre not m entioning F oundation D egrees because com panies donôt like 
them  and presently w e donôt have any.  B usinesses ask ñW hat are they and 
w hy are they being introduced?ò  F rom  our point of view  the question is: ñW hy 
fix something that isnôt broken?ò 
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If this progression route were better known it would be a good way to get a 
degree.  At the moment you have graduates coming out of university some of 
whom have no hands-on engineering experience at all.  W hatôs the point of 
that!  Experienced supervisors realise straightaway when these people come 
on the shop-floor for the first time with their high-flown ideas that the particular 
schem e w onôt w ork.  ñLooks good on paper!ò they tell them . 
Actually the number of places that is available via the progression route is 
starting to decline.  So fewer students can go through this route now, and 
firms are tending to restrict the university places to only the really good HND 
graduates. 
 
You should take a look at the progression route that has been highlighted by 
A IM  H igher.  [A IM  H igher, R ose &  D erek G raham .  óA  D irectory of 
P rogressionô M ansfield B usiness C entre, A shfield A venue, W oodhouse R oad, 
Mansfield Nottinghamshire NG18 2AE Tel. 01623 404373] 
 
Qu. What could industry do to improve, th e flow of, and quality of, 
apprentices?  
 
Response : Industry needs to see the benefits of training apprentices.  
Poaching is not the answer.  Unfortunately you still get some of that.  If we 
look at the smaller, or micro-businesses, maybe the existing framew ork isnôt 
appropriate for apprenticeships.  M aybe itôs the S ector S kills C ouncils (S S C s) 
who need to look at this.  There definitely needs to be an examination of 
companies with less than 15 people. 
 
What do I mean by an inappropriate framework?  Say you are working as an 
estimator.  You still do exactly the same course as a shop floor or craft 
machinist.  Why?  An estimator would need a more technically-based course.  
T here used to be a ñtechnicianôs fram ew orkò but that has gone now .   
The framework and the LSC funding needs to be more flexible.  Some 
companies would prefer just to do NVQs but the government insist on them 
doing fram ew orks.  T raining P roviders like ourselves canôt do everything 
because some things are classed as FE training and now that FE colleges 
have had their budgets slashed they are not doing co-training with Training 
P roviders.  If you are not getting the finance you canôt deliver the training. 
 
Lack of discipline and respect is what we are missing in this country.  Some of 
the students play the system.  You do find the ones who know exactly what 
they can and canôt do!  If anyone badly m isbehaves w e w ill throw  them  off the 
course.  W e did this recently for a sm all group w ho w ere carrying out ñhappy 
slappingò.  Y ou canôt have that!  W e are not controlled like colleges and we 
can throw them off. 

QU. How do you see the future for Apprenticeships in the UK?  
Response: I think the future is quite strong as long as the funding is there. 

Qu. How do companies access any available funds?  
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Respons e: Companies have to first find a training provider they can work 
w ith.  T he com pany donôt see the m oney them selves the m oney is spent on 
the learner.  There are several ways they can find Training Providers, by: 

a) going on the LSC website 
b) through the Connexions Service 
c) through a Training Provider Directory 
d) they can ring the LS C ôs C ustom er S ervice helpline. 

 
Itôs m ade as sim ple as it can be for the com pany.  F or instance w e can fill out 
the forms.  But one of the things we get marked down for when we are 
inspected is for not getting enough employer imput.  But often employers, 
especially sm all em ployers, donôt w ant to be bothered w ith all the paperw ork.  
T heir view  is: óY ou people are the experts.  G o and do it!ô  S o there has to be 
a balance.  Our inspectorate, the Adult Learning Inspectorate, or ALI, would 
expect the employers to know what the apprentices are doing.  But many 
em ployers donôt w ant that involvem ent. B ut A LI doesnôt recognise this! 

Comments from Laura Weir (of Apricot Brokerage.co.uk)  
We find that businesses may not use Apprenticeships because they find the 
procedures involved to get an Apprentice are too long-winded and not entirely 
in line w ith their businessesô needs. 
A lot of businesses have said to us that they find the Apprentice set up is not 
commercial enough and does not organise itself like a business.  For 
instance, assessors often turn up late or not at all.  Obviously all businesses 
are different and have their own way of working but perhaps the assessors 
donôt understand the business environment themselves. 
W e source from  colleges, etc. but businesses often say to us: ñw e donôt w ant 
to take that route because w eôve had a bad experience beforeò.  T hat type of 
comment has been said to us a lot.  But, on the other hand, we only hear 
about the bad experiences that businesses have, so maybe the comments 
arenôt typical and the m ajority of businesses donôt feel like thatò. (F riday, 
March 31st 2006)  
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h) The findings of LSC -based research in relation to Apprenticeships  
 
The number of apprentices in learning has reached 255,000, the highest 
figure in 10 years. In certain sectors, particularly engineering and 
construction, apprentices can represent up to 15 per cent of the workforce.  
The Government wants to have 300,000 apprentices by 2008 and the 
Learning and Skills Council has interim targets to meet. It is hoped that half 
the 14-to-16 year olds on the Young Apprenticeship scheme launched in 2004 
will progress to the post-16 programme. 
 
Following reforms to the apprenticeship scheme in 2004, which broadened its 
scope in line w ith em ployersô needs and learnersô interests, there has been a 
national campaign to recruit more apprentices and create a total of 33,000 
em ployer óleadsô. 
 
But this campaign has highlighted a lack of awareness of the wide variety of 
apprenticeships available. In particular, there are the following types of 
recruitment problems: 

1 lack of awareness of Apprenticeships in particular sectors, such as 
hospitality and health and social care 

2 persuading some types of business to participate in apprenticeships, 
because of their size, type or location 

3 under-representation among particular groups, such as young women 
and people from minority ethnic groups. 

 

What are the barriers to recruitment?  
 
There are barriers to both signing up new apprentices and increasing 
participation in the scheme among employers. 
 

Barriers to recruiting apprentices  
The Learning and Skills Council 2004 review of the programme notes an 
absence of clear pathways to apprenticeships because various services do 
not coordinate their efforts. This presents an obstacle to many potential 
applicants, some of whom come from sections of society less able to deal 
effectively with bureaucracy. 
Sometimes, young people who are unsuccessful in applying to an employer 
are not followed up and may lose heart, opting for a job without training or 
becoming part of the group who are not in education, employment or training 
(NEET). 
 
Some barriers to recruitment vary according to external factors. Although a 
survey of larger firms found that most of their apprenticeship schemes were 
over-subscribed, employers in London and the South East struggled because 
the regionôs buoyant m arket m eant that young people, even w ithout 
qualifications, found it easy to get jobs. 
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Research identifies barrie rs 
Poor public perception of some sectors, such as hospitality, may affect 
apprentice recruitment. Employers said there was a smaller pool of female 
apprentices available, because girls tended to stay on at school.  Overall, 
research suggests that barriers to recruiting a more diverse apprenticeship 
workforce include a lack of understanding among teachers about what is 
involved, gender stereotyping in the school curriculum, and a narrow view of 
the nature of work and the range of careers available within some sectors. 
 
A symposium identified specific barriers faced by young people from minority 
ethnic groups, including: 

3 entry qualification requirements which put off low academic achievers 
who may be bright learners 

4 discrimination from employers and training providers 
5 no community or family tradition of work in the sectors covered by 

Apprenticeships 
6 negative connotations of the term  óapprenticeô in som e cultures 
7 recruitment practices of some employers which are inappropriate and 

exclude young people from minority ethnic groups 
8 few positive role models of success through apprenticeships for young 

people in minority ethnic groups to aspire to. 
 

R egional research into learnersô perceptions of apprenticeships identified 
some common barriers to participation, including: 

1 transport, especially in rural areas  
2 lack of information and guidance for learners in the older age bracket 

(post-Connexions service). 
 

Barriers to involving employers  
Research among Sector Skills Councils highlighted widespread concern 
among employers about the focus of funding arrangements on the 16-18 age 
group. This acts as a significant barrier to take-up, because in many sectors 
the greater demand for apprenticeships is for older candidates. In some 
industries this is because of legal restrictions on workforce age. As a result, 
larger em ployers m ay w ithdraw  from  their sectorôs apprenticeship program m e 
to run in-house schemes. 
 
Other key concerns centre on apprenticeships being seen as bureaucratic 
and the lack of clarity about how to get started with recruiting apprentices. 
Employers surveyed by the Department for Education and Skills said they 
might stop participating because of: 

1 a perceived lack of relevance of the training  
2 their inability to recruit suitable young people  
3 dissatisfaction with their level of involvement in training plans and the 

content of off-the-job training. 
Eight per cent had problems finding apprentices with the right level of 
qualifications, and some also reported difficulty attracting applicants with 
appropriate basic skills. 
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There are some conflicting issues surrounding gender segregation in 
apprenticeships, according to research carried out for the Equal Opportunities 
Commission. Although it is a priority, particularly in certain sectors, lack of 
time, resources and specialist knowledge may impede efforts to address the 
problem.  
 
This report pointed out that the increasing emphasis on completion rates 
rather than the number of starts may make providers cautious about recruiting 
apprentices from under-represented groups because they are perceived as 
less likely to finish the programme. 
 
Other barriers to recruiting more atypical apprentices include: 

¶ traditional attitudes to óproper jobsô for m en and w om en  
¶ social stereotypes and parental and peer pressure  
¶ the poor image of certain sectors  
¶ em ployersô attitudes and discrim ination  
¶ a fear of óbeing differentô  
¶ a general lack of apprenticeship places. 

 

What are the challenges for  providers?  
Improving their image is the most important and difficult step to improve 
delivery of Apprenticeships, says the Learning and Skills Council. But this 
cannot be a quick fix: it requires: 

¶ a consistent national approach ensuring that claims made for the 
scheme can be delivered 

¶ clear brand values so that both employers and potential trainees know 
what to expect (for example, rapid follow-up of anyone showing an 
interest in the scheme) 

¶ systematic coordination of efforts to recruit learners by local Learning 
and Skills Councils (LLSCs), Sector Skills Councils (SSCs), 
Connexions, Jobcentre Plus and Information, Advice and Guidance 
(IAG) services, to reduce the risk of confused messages. 

 

Overcoming barriers to recruiting apprentices  
It is important to ensure that applicants are assessed in terms of their 
strengths and as individuals, concludes a review of good practice in promoting 
diversity in apprenticeships. Recruitment processes which highlight 
weaknesses, and/or which are based on an implicit assumption that certain 
groups are able to do some things but not others, constitutes poor practice. 
 
A report published by the Institute for Employment Studies points out that the 
ability of training providers to influence the diversity of apprentices recruited is 
restricted because they do not usually become involved with apprentices until 
after they have been recruited by employers.  The research agrees that it is 
important to challenge stereotypes but warns that it may be difficult to find role 
models to promote apprenticeships to under-represented groups. Even where 
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atypical apprentices exist, there is a danger that highlighting them can make 
the individual feel ódifferentô or a óspecial caseô.  

Publicity plans  
Developing publicity material that engages the intended audience is therefore 
a challenge. Focus groups can give an insight into what works. 
The same report warns that publicity can sometimes be a victim of its own 
success, attracting more potential apprentices than there are training places 
available. It argues that lack of employment is the first hurdle to overcome in 
recruiting apprentices, both generally and from under-represented groups. 
 
The timing of getting relevant information to potential apprentices is important, 
according to regional research. It tends to be available in óshort burstsô, often 
just before learners need to make career decisions. Information should be 
available as part of a long-term continuous process encouraging young 
people to think about their future and opportunities available to them. 

Overcoming barriers to involving employers  
E m ployers are vital because they offer óre peat businessô, says the Learning 
and Skills Council.  Convincing employers of the business benefits of 
apprenticeships can be difficult. The Apprenticeships Task Force suggests 
promoting the fact that recruiting apprentices can result in: 

¶ increased competitiveness  
¶ higher productivity  
¶ improved quality of work  
¶ reduced costs  
¶ increased employee satisfaction  
¶ higher staff retention  
¶ stronger career progression  
¶ a more diverse workforce. 
 

More recent research suggests there is a tangible business case that can be 
used to encourage employers to take on apprentices. It states that: 

1. the net costs of apprentices are often lower than those involved 
in training non-apprentices  

2. the productivity of apprentices enables employers to recover 
much of the cost involved  

3. apprentices more easily adopt company values and  
4. are more likely to remain with the employer than non-

apprentices. 
 
P roviders can argue that there is evidence that apprentices neednôt be a 
financial burden and that they are quickly able to make a substantial 
contribution to the business.  Research into retail apprenticeships found that 
providers need to educate employers about the benefits to their business of 
the developmental aspects.  
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Shifting focus  
A ll the em ployers surveyed had been ósoldô the idea of taking on an 
apprentice on the basis that it would cause minimum disruption to the 
business.  Providers may be able to shift the focus away from the elements 
employers in some sectors tend to resist, for instance by setting up a helpline 
to support and motivate apprentices as an alternative to site visits.   It is 
important to promote apprenticeships to employers as a means of developing 
their existing workforce as well as recruiting new staff, according to the 
Learning and Skills Development Agency (LSDA). 
 
Another LSDA report found that, for most employers, the main reason for their 
initial involvem ent w ith apprenticeships w as to im prove their com panyôs 
training performance. The level of engagement tended to depend on the size 
of the business and its relationship with the training provider. 

What are the practical actions for providers?  
A study on promoting diversity suggests monitoring the proportion of non-
traditional candidates who are successful at each stage of the apprenticeship 
recruitment process. This should identify points where there may be barriers, 
such as aptitude tests that introduce unintentional bias associated with the 
language used or cultural contexts assumed. 
Workshops on increasing the take-up of apprenticeships by young people 
from minority ethnic groups advise: 

¶ meeting them on their own territory, such as youth clubs 
¶ talking to community elders 
¶ advertising in local community newspapers 
¶ producing videos showing apprentices from different minority ethnic 

groups 
¶ producing better information for young people and their parents to 

empower them to ask the right questions. 
 

A survey of potential apprentices found that they wanted information about the 
scheme that: 

¶ motivated them 
¶ was targeted at their age group 
¶ was up-to-date 
¶ made the pros and cons of the programme clear from the start, 

including the key skills component. 
 

The new brokerage service being developed as part of the National 
Employment Training Programme (NETP) should help to target smaller 
employers, says the Apprenticeships Task Force final report. Brokers should 
be familiar with local training provision and able to match the availability and 
delivery m echanism s of providers to em ployersô w orking practices.  
The task force also recommends: 
A óclearing houseô - This would match prospective apprenticesô applications 
with employment vacancies 
Sector champions - senior executives to act as sector champions and 
promote the business benefits of apprentices to their peers 
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Sharing of details - Better sharing of management information to enable 
continuous improvements to how the apprenticeship programme is marketed 
Clear ways of moving forwards - development of clear progression routes 
to higher-level options to make apprenticeships more attractive to young 
people 
Highlighting best practice - Promotion of best practice to overcome barriers, 
such as group training associations to bring together local employers to share 
the cost and administrative burden of running an apprenticeship programme, 
and encourage smaller firms to take on apprentices.  
[Information from:  
 http://senet.lsc.gov.uk/guide2/apprenticeships_recruitment/index.cfm#start 
Website: Where do I start? Background and context]  
 

i) Findings from:  The CEPôs Skills for All research programme  
More than half of all young people in the UK do not go on to university. Our 
research programme has examined the routes these young people take ï  or 
do not take ï  to higher levels of skills and education, their motivation (or lack 
of it), the quality of education and training they receive and the contribution of 
employers and colleges to their success. 
One of our central conclusions is that at present, all our efforts to improve 
post-16 education and training, including apprenticeships, are seriously 
weakened by what happens pre-16. Specifically, pedagogic style and 
curriculum rigidity for young people up to the age of 16 are resulting in 
significant disaffection and under-achievement. 
The most damaging manifestation is the reluctance of a significant proportion 
of school-leavers to continue to engage with any sort of formal learning. This 
undermines all our efforts post-16 ï  and apprenticeships in particular. 
 
Disengagement 14 -16 
Young peopleôs disengagement from education is not a new phenomenon. 
But changes in the demand for skills and the importance of lifelong learning, 
together with a more inclusive employment and social agenda, have made it a 
high policy priority. Hence the need to estimate the size of the challenge 
presented by disengagement and to distinguish the variety of needs of those 
in this group. 
Disengaged learners fall into two categories, for which different solutions may 
be needed: those who are disengaged but are achieving at or above their 
potential; and those who are disengaged and under-achieving.  
The disengaged are located within the broad group who achieve fewer than 
five GCSE A*-C grades at age 16. This is made up of three groups. 
The first is a very small group of young people (1-2% of each cohort) who 
have practically lost contact with school between 14 and 16. This group ï  the 
óout of touchô ï  appears to make some progress through individualised 
alternative provision that provides one-to-one contact, an adult and supportive 
approach and new opportunities to mark progress through certification. But 
success in even the best of these programmes is mixed and OFSTED (the 
Office for Standards in Education) has expressed deep concern about 
variability in the quality of provision. 
 

http://senet.lsc.gov.uk/guide2/apprenticeships_recruitment/index.cfm
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The size of the second, larger group is difficult to estimate but it is probably 
contained within the 20% of the cohort who claim to have no GCSE 
qualifications at ages 17-19. These young people can be characterised as 
ódisaffected but in touchô and they appear to respond to a wide range of 
initiatives that take them out of school into a further education, work-related or 
leisure setting. Evidence for improved attainment and progression to further 
education and training for this group is again mixed. OFSTED is cautious 
about this type of intervention (stressing the need for careful planning and 
monitoring of work placements) but, with some provisos, considers that well 
configured work-based learning may contribute to re-engagement and 
improved performance.  
 
The third group is also difficult to quantify but approximates the further 20% 
who gain one or more (but fewer than five) grade C or higher GCSE passes. 
Within this ó1-4 A-C gradeô group, some may have reached their full potential, 
but others will be capable of much more if interest and enthusiasm can be 
aroused. This group has been targeted by many initiatives that offer 
new/improved vocational subjects and qualifications, which allow students to 
demonstrate aptitudes and capabilities that are not required by more 
óacademicô subjects. OFSTED has expressed concern about the capacity of 
schools and teachers to offer such courses to the standard required. 
Nevertheless, the evidence suggests that such vocational courses can have a 
highly motivating effect on studentsô performance. 

óIncreased flexibilities ô 
Increased Flexibilities is a £120 million government programme aimed at 
creating enhanced vocational and work-related learning opportunities for 14-
16 year olds who can benefit most, including provision of new GCSEs in 
vocational subjects. Our research finds encouraging evidence that the 
programme has reawakened interest in learning post-16 and we hope that the 
variety of learning location and choice that the programme makes available 
can be extended nationwide as soon as possible.  In particular, the research 
shows that including vocational courses and work-related learning pre-16 
leads, in many cases, to: improved motivation among young people said, 
previously, to be lacking in motivation or to be potentially disaffected or 
disengaged; improved attendance and behaviour; and improved confidence 
and self-esteem. There are also indications of a greater preparedness for 
post-16 studies, especially among young people studying vocational courses 
pre-16 at colleges. 
 
Our qualitative research undertaken with 17 post-16 students in three colleges 
of further education largely supports these findings in terms of the perceived 
impact of pre-16 vocational experiences on young peopleôs m otivation, 
attendance and behaviour. The interviewees report that the practical nature of 
the courses increased their motivation and stimulated their learning; that they 
preferred the nature of teaching (with more individual attention and more 
group work) and student/teacher relationships in college; and that their 
attendance and behaviour at college improved as a result of being involved in 
pre-16 vocational courses. 
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International comparisons of qualifications  
So how does the UKôs performance in producing skilled individuals compare 
with that of other major industrialized countries ï  France, Germany and the 
United States ï  and an Asian tiger ï  Singapore? Our óskills auditsô show that:   
1 In France and Germany, vocational qualifications continue to play an 

important role in enabling more young people to reach level 2 (GCSE) and 
level 3 (A-level equivalent) and above by age 25-28 (see Figure 1). 

2 In France, Germany and Singapore, substantial proportions of higher 
education qualifications are vocational/applied. In the UK and the United 
States, proportions with short vocational/applied diplomas/degrees are 
much lower. 

3 At level 3 and above for the 19-21 age group, Germany had an advantage 
of 14 percentage points relative to the UK in 1994 and the gap with the 
United States was of a similar magnitude. The gap with respect to 
Singapore was slightly smaller. These gaps have now disappeared. 

4 But for 25-28 year olds at level 3 and above, not only the UK but also 
France and Singapore have experienced rapid growth with the result that 
the U K  is just about ókeeping paceô w ith  those countries rather than closing 
the gap (see Figure 2). 

5 Qualification levels in the UK increase much more slowly after ages 19-21 
than in France and Germany. In the latter countries, qualifications at level 3 
and above increase substantially between the ages of 19-21 and 25-28. 

 
The rapid growth in qualifications of 19-21 year olds at level 3 and above in 
the UK between 1994 and 1998 resulted from the one-off rise in proportions 
gaining five or more GCSE A*-C grades between 1988 and 1992. Since 1998, 
growth has halved as post-compulsory enrolment rates have flattened out.  
Measures proposed in the Tomlinson Report ï  including a vocational route to 
level 2 and level 3 ï  are urgently needed to achieve another step-change in 
the post-compulsory enrolment rate. 

The vocational route  
The evidence from other countries shows convincingly that a vocational route 
to level 3 skills and to higher education is essential if 80% are to reach level 3 
by age 25. To provide a vocational route to level 3 skills, employment and 
progression on to higher education, we also need a full-time vocational route 
to provide for the 20-30% who have left school with some good GCSE 
passes, currently take some vocational courses but fail to reach level 3. We 
therefore welcome the governmentôs White Paper on 14-19 education and 
look forward to its rapid implementation. But the experience of other countries 
suggests that is important not to lose sight of the need for:  

¶ transparency and clarity in order to overcome information failure;  
¶ substantial practical vocational content and mandatory work 

experience in the relevant sector; and progression to level 3  
¶ and a clear expectation that level 3 is the goal even though a period of 

study longer than two years may be required.  
 

There are strengths in our system with around 30% of 16 year olds opting for 
full-time vocational programmes in school or college, quite apart from the 
numbers entering apprenticeships. 
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But vocational education has suffered a chequered history, being subject to 
many different initiatives over the years, each of which has had rather 
different purposes in mind. This overlay of initiatives, courses, qualifications 
and indeed philosophies has resulted in: 
6 a confusing plethora of qualifications, with no image in the minds of young 

people, parents and employers about what vocational education involves; 
7 high degrees of non-completion with switching between the many different 

courses and a dropping-off of participation at 17; 
8 poor linkages both between the various types of vocational courses on 

offer, and between them and vocational offerings in higher education ï  a 
third of vocational students are on courses that could not lead to higher 
education, either directly or through a further related course; 

9 and poor linkages to the labour market, which are not helped by the fact 
that the industry bodies that are meant to set standards have been 
reorganized five times in the last 30 years and twice in the last five years 
alone. 

 
Other countries offer models of how to constitute programmes of full-time 
vocational education. These are common in continental Europe, even in 
countries that have a strong apprenticeship tradition. There is no single 
recipe, but the lessons for us are these: 
10 offering vocational courses both as pathways in their own right and as 

options that can be mixed with academic subjects is unlikely to succeed; 
11 linkages with both higher education and apprenticeship are both possible 

and desirable; 
12 vocational education can be a respectable option, and certainly is not seen 

abroad, as it sometimes is here, as an alternative to academic subjects for 
those who are struggling at school; 

13 and the quest for óparity of esteemô between academic and vocational 
subjects is a wild goose chase ï  far from raising the reputation of 
vocational courses, it is likely to distort them and make them pale imitations 
of academic studies, with little purpose of their own. 

 

The way forward  
The way forward is to develop substantial national vocational programmes, 
perhaps 15-30 in all, each culminating in an award at level 3, the first point at 
which vocational education has a demonstrable payoff in the labour market.  
These programmes would: 
14 be designed through genuine working partnerships between industry, 

awarding bodies, higher education and vocational teachers;  
15 include a rich mixture of relevant physical and social science subjects to 

enable general education to be continued in a natural manner; 
16 give access to the large array of vocational subjects already present within 

higher education; 
17 enable students to gain credits towards óadvanced modern 

apprenticeshipsô or ófoundation apprenticeshipsô; 
18 and include an introductory stage for young people with weaker GCSEs 

who need to build up their skills, and mesh-in with preparatory programmes 
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for those under 16 who want to sample a number of vocational options 
before committing themselves. 

 
These vocational programmes would build on the structures and courses that 
already exist, but óby gathering them togetherô make them much more 
coherent. They would reflect the best of successful practice abroad, where 
vocational studies are more esteemed than here and produce better results. 
A nd they w ould be consistent w ith em erging proposals for an óE nglish 
baccalaureateô, providing the specialized vocational variants that are  
envisaged under this system. 

Apprenticeships  
While apprenticeships have a leading role to play in the provision of 
vocational education and training, a number of issues are still not satisfactorily 
resolved. Again, comparisons with other countries offer valuable lessons.  In 
continental Europe, apprenticeships tend to be ódemand-ledô: employers take 
on apprentices on the basis of their assessment of their future skill 
requirements. Individuals therefore get trained in relevant areas, while firms 
get the skills that they need. But in the UK, apprenticeship training is ósupply-
ledô: training providers receive government funding to place young people with 
firms, with the aim of achieving government targets for numbers trained rather 
than to respond accurately to local skill needs and the aspirations of young 
people. 
 
In continental Europe, apprenticeships tend to have a common identity across 
occupations, provided by statutory regulation of their key features, such as 
duration, standards and assessment. But in the UK, there are widespread 
differences in the quality of apprenticeships along these dimensions, such that 
there is no single definition of what an apprenticeship actually is and what it 
entails. Some apprentices are even unsure whether they are involved in an 
apprenticeship scheme or not. 
 
There appears to have been little or no improvement in the quality and 
quantity of advice available to young people in school and college on following 
a chosen career by means of apprenticeship. Furthermore, apprenticeship is 
now overwhelmingly a programme aiming at level 2 skills rather than level 3. 
Elsewhere, vocational routes aim to take the majority to level 3 and our 
research shows good wage returns to this level. 
Hilary Steedman is a senior research fellow in CEPôs education and skills programme. She co-directed Skills for All 
with Richard Layard and Sheila Stoney of the National Foundation for Educational Research.  The programme was 
core-funded by the Esmée Fairbairn Foundation with additional financial support from the Anglo-German Foundation 
and the Economic and Social Research Council.  For further information on Skills for All, see: 
http://cep.lse.ac.uk/research/skills/skillsforall.asp). 

http://cep.lse.ac.uk/research/skills/
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3. CONCLUSION 
 
Federation of Small Businesses  
 
Much of the conclusion to this report can be summed up in a conference 
motion put forward by the Federation of Small Businesses (FSB) recently. 
 
ñT his conference calls upon H er M ajestyôs G overnm ent to assist sm all 
businesses in overcoming the financial barriers to enable them to offer 
apprenticeships and training in the workplace. This motion is aimed at actively 
encouraging less academic students to seek skills and training while still in 
education. It is thought that it would also encourage a good work ethic in 
young adults by offering incentives similar to the Education Maintenance 
A llow ance.ò 

Background Information  
According to the FSB one-fifth of the U K ôs productivity gap w ith G erm any, 
France and the USA is a direct consequence of the lower skill levels in the 
UK.  Employer Training Pilots (ETPs) were introduced in April 2002 to reduce 
the cost to the UK of poor literacy and numeracy skills amongst the workforce, 
but were not solving the problem.  Deficiencies in basic skills up to Level two 
(GCSE grades A-C) have a major impact on the economy with seven million 
adults lacking basic skills.  ñF urtherm ore, the percentage of the w orkforce 
below level 3 and upwards (e.g. Skilled Craftsmen and Tradesmen) need to 
be considered as this level was not the funded objective of ETPs and may not 
be for óT rain to G ainô.ò 
 
T he em ployersô priorities to em erge from  the P ilots w ere: 

¶ Independent Brokers being able to provide information and guidance 
on what training (if any) would help the employer achieve what they 
wanted. 

¶ Employers being more interested in free training than in wage 
compensation. 

¶ Training provided where, when and how the employer needed it.   
This demonstrates that finance is not always the prime factor for small 
businesses. 
 
óTrain to G ainô  
óT rain to G ainô is the re -branded name for the National Employer Training 
Pilots and was launched in April 2006.  The scheme intends to increase 
publicly supported workplace training by an estimated 270,000 extra places, 
but the Governmentôs ow n research on the pilot phase suggests as m uch as 
85% deadweight loss - as larger employers used ETP funds to train 
employees they would have trained using their own funds.  This raises 
concerns that óT rain to G ainô w ill suffer the sam e fate. 
 
The Apprenticeship scheme (previously called Modern Apprenticeships) aims 
to provide funded training (through the LSC) to an apprentice, with either a 
salary paid by the employer or a training allowance paid by the Government.  
There are currently over 230,000 young people aged 16-24 undertaking an 



 

H R N  “S U C C E S S  T H R O U G H  A P P R E N T IC E S H IP S ” 2006                               58 

Apprenticeship; choosing from more than 160 career paths in 80 different 
sectors of industry and commerce.  However, it is important to note, the FSB 
point out, that the current óA pprenticeshipô schem e is just a train ing scheme, 
and is not designed to produce what was traditionally recognised as a Skilled 
Craftsman, Tradesman or Professional.  This issue needs to be addressed 
because there is evidence of a growing and increasingly severe skills 
shortage in all the areas of our study ñS uccess T hrough A pprenticeshipsò 
(with the possible exception of Retail) which needs to be addressed. 
 
The campaign to promote the Apprenticeship scheme, the FSB said in their 
motion, has highlighted numerous other problems:  a lack of awareness of 
Apprenticeships in particular sectors, such as hospitality and health and social 
care; trouble persuading some types of business to participate in 
apprenticeships, because of their size, type or location; and under-
representation among particular groups, such as young women and people 
from minority ethnic groups.  It is therefore not just financial barriers that 
currently prevent small businesses offering apprenticeships in the workplace.  
In other words all aspects of the problems are well known. 
 
The two FSB members who proposed the motion further developed the 
relevant issues.  Mr. Colin Stratton, using the construction industry as an 
example, postulated that there is a skills shortage.  He said that the 
government is not adequately addressing the issue because their current 
policy is complicated and while there is funding this is only to level 2 
qualifications; and it doesnôt focus on vocational skills.  What is needed, he 
said, is something that is easy for small firms to access and that engages 
young people.  Currently £10.5 billion is spent by the Government on training 
initiatives, he said - put it to good use!  A sentiment to which the author of this 
report concurs.   In seconding the motion, Mr. Kevin Tetchner highlighted the 
fact that people are currently com ing from  P oland to fill the U K ôs skills gaps.  
Mr. Tetchner believed that the problem lay with the education system.  There 
is too much focus on academic qualifications and too little provision for 
training of people who are good with their hands who could be trained in the 
skills that small businesses need, he said.  The Government should assist 
small businesses and young people by providing financial support for 
vocational training in the workplace to meet the needs of business.  This, in 
our experience, is the view of the majority of SME business leaders who took 
part in this study. 
 
In trying to further deepen the analysis of the issues Mr. Norman Mackel said 
that while it was very true that finance was a significant barrier to many small 
businesses taking part in Apprenticeship schemes he did not feel that it was 
not just about how much the Government spent.  He cited the example of the 
Employer Training Pilots where only 8% of people trained worked in Small 
businesses with less than 20 people, numerically the overwhelming majority 
of businesses in our study and nationally.  Mr. Mackel said that the ETPs 
highlighted tw o shortcom ings of the governm entôs approach  

a) That their targets were wrong in terms of business size, and  
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b) Their narrow focus on numeracy and literacy, which therefore, only 
addressed the failings of the educational system, but did nothing to add 
to existing skills.  

Mackel went on to say that there was lots of cash being spent, but it was 
badly focused! 
 
Other FSB members made telling points.  For instance, it was said that what 
the G overnm ent currently does is ósplash and dashô training.  i.e. very quick 
training courses.  The old apprenticeships years ago involved learning a trade 
thoroughly over a 4 year period (or even longer).  Apprenticeships should 
return to this four-year model, with the government assisting small firms with 
the necessary financial support for this quality long term training.   Colin 
Stratton wound up the session by re-enforcing the fact that there were already 
concerns over how  the new  óT rain to G ainô program m e w ould help overall 
skills levels.  Small business should be continually consulted on this issue, he 
said.  [Source. FSB Conference 2006] 
In sum m ation the points that can be taken from  our ñS uccess Through 
A pprenticeshipsò the R eport and the F S B  resolution is that all the key issues 
and concerns are known and have been flagged up over many years, and that 
also despite the numerous initiatives, programmes, conferences, 
consultations and on-going reports into the subject, the problem, at its core 
level, is not being solved. 
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4. RECOMMENDATIONS 
 
Broadly speaking recommendations from the main 36 SME employers fall into 
the following categories: 

¶ Financial assistance 
¶ Media Promotion 
¶ Training Providers 
¶ Local and National Government  
¶ Partnership working 
¶ The SMEs Themselves, and 
¶ Schools 

 
Something in the region of 75% of the complaints and remedies were directed 
at the schools with the list here representing a much scaled down version of 
what came from the sm all business entrepreneurs.  W hilst m any of the S M E ôs 
suggestions are extremely logical and full of common sense taken in their 
totality the recommendations are contradictory and very often it is not clear 
who should carry out the suggestion eg better promotion of Apprenticeships.  
As said earlier schools and the education system come in for the most 
criticism, but in many respects they are in the same position as everyone else 
ie the agenda has been set for them by government, and while many may 
want to im prove w hat the schoolôs teach and its relevance to the w orking 
environment that youngsters will face immediately they leave school, it is quite 
another thing to know exactly how to implement that.  Schools unfortunately 
are plagued by the ñE nglish -Football-M anagerò syndrom e everybody feels that 
they can do the job better than the present incumbents.  In reality, of course, 
whilst schools are not completely without blame they are simply the institution 
picking up the flak as the easy and obvious targets, from a poor and 
deteriorating situation.  Young people lack skills, young people have just 
come from schools where they are supposed to have been taught these skills, 
ergo the problem is the schools and the young people. 

 
Construction Industry Recommendatio ns 

FINANCIAL  
¶ Greater financial assistance to enable companies to develop their 

fram ew ork and A pprenticeship infrastructure, and offset óstart upô costs. 
 
MEDIA PROMOTION 
¶ More promotion of specific skills-based careers eg plumbers, by the local 

media.  
 
CAGE 
¶ A concerted effort on the part of groups like CAGE* to work in partnership 

with local SME employers. 
 
TRAINING PROVIDERS 
¶ Additional support from Training Providers to ensure that any 

apprenticeship system set up is fully sustainable and reflects current 
developments, both locally and regionally. 
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¶ Training Providers to keep up-to-date with business development  
¶ Person who has a local and regional remit employed by Training Providers 

to ñlinkò betw een S M E s and schools.  T his person to ensure that 
information passed to SMEs is jargon-free, relevant, clear and concise.  

¶ TPs, or some other agency, eg Business Link, should carry out Business 
Needs Analyses leading to Training Needs Analyses where necessary. 

¶ TPs, or some other agency, should support businesses with on-site 
assessment and portfolio building. 

 
LOCAL AND NATIONAL GOVERNMENT  
¶ The development each year of new initiatives and creative tactics to 

facilitate recruitment of Apprentices. 
¶ The government to change its approach and focus on the next generation 

of young people getting the right practical skills rather than over-
emphasising university. 

¶ Up-to-date information explaining the benefits of Apprenticeships made 
more widely available. 

 
PARTNERSHIP WORKING 
¶ Construction SMEs to develop sustainable links with training providers, 

schools, FE colleges and to attend sector-wide forums within the industry 
to develop ñbest practiceò.    

¶ Partnership working with schools and colleges to ensure that the 
construction industry acquires a range of apprentices with the right mix of 
skills and attitude.   

SMEs THEMSELVES 
¶ Relevant talks and presentations across a range of topics given by SMEs 

to schools and colleges, and vice versa.   
¶ Companies to have basic induction training amongst the relevant 

supervisory and management personnel to clarify and up-date their 
knowledge of Apprenticeship  legislation. 

¶ Companies need practical, non-financial, support to develop 
Apprenticeship infrastructures within their organisations. 

¶ SMEs need support from, and partnerships with, major national 
construction businesses such as Mowlem, Laing and the Keir Group 

 
SCHOOLS 
¶ The development of a firmer partnership between schools and local SME 

employers.  Involvement by local employers in the design of and 
development of vocational courses eg in the design of mock interviews 
and a diverse range of presentations. 

¶ Schools should not deliver apprenticeships because there are not enough 
trainers within schools and colleges and they offer no clear progression 
routes.   

¶ The various segments that make up the Apprenticeship umbrella (eg 
Nottinghamshire Education Business Partnerships, Training Providers, 
colleges and schools) should focus on the development of more practical, 
vocational skills within the curriculum. 
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¶ Non-academically minded pupils should be encouraged by schools to 
learn a trade.  Introductory courses to begin whilst pupils still at school.  

¶ Schools could link better with SME employers by Day Release 
programmes  

¶ Work experience should become the norm with ways being found to 
actively help and encourage schools to participate in this.   

¶ E m ployers to collaborate w ith schools, and schoolôs careers officers, to 
explore ways of working with, and raising the profile and image of, 
apprenticeships through the proposed 14-19 curriculum.  

¶ Schools to raise the profile of  ñcore practical skillsò by m aking them  
relevant to the careers that pupils are likely to follow after they leave 
school, and ensure that pupils receive the full range of practical job-related 
skills eg interview technique, cv design and have appropriate information, 
advice and support to succeed in the industry. 

¶ Ensure that local employers/training providers are present in careers 
events and are more involved in the curriculum design of courses. 

¶ SME employers should be supported in developing links with clusters of 
schools and target the lack of understanding of apprenticeships at a 
younger age in schools. 

¶ If schools linked better with local SME employers then employers would be 
able to give m ore talks and presentations on the businessôs diversity within 
the construction industry and make schools more up-to-date and relevant 
in, am ongst other things, their careersô advice.   

[The CAGE group promotes employment within the construction industry.  
The group is active in promoting jobs and careers to young people and, 
among other things, has organized Recruitment and Training Open Days at 
West Notts College.] 

Engineering Industry Recommendations  

Additional Points:  
FINANCIAL  
¶ A clear differential should exist between Apprentices wages and those of 

the rest of the workforce. 
 
MEDIA  
¶ Greater availability of information about Apprenticeships  
 
NETA 
¶ SMEs need more direct and effective assistance from organisations such 

as NETA and greater financial support from the government 
 

TRAINING PROVIDERS, need: 
¶ To have a wider database of business contacts.  
¶ To develop closer links with schools, SMEs and apprentices to enhance, in 

partnership with local employers, the vocational aspect of the curriculum 
so that it reflects the skills gaps the engineering industry currently 
encounter. 
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¶ Both the funding and other aspects of the Apprenticeships to be organised 
by an outside agency like the Training providers eg the Nottingham 
Chamber of Commerce who sort out Day Release at local colleges for 
them, would be another means of assistance.  

 
PARTNERSHIP WORKING 
¶ SMEs need to develop sustainable partnerships with Training Providers 
 

THE SMEs THEMSELVES 
¶ Need to develop closer partnerships with schools and colleges, and 
¶ Employers need to increase the number of placements they accept from 

schools.  
 
APPRENTICESHIP PROGRAMMES 
¶ Block Releases* should be re-introduced.  Day releases are not enough 

for young people to get accustomed to the working environment.   
¶ The development of a two-year general Apprenticeship programme (which 

would cover the main areas of engineering such as electrical and 
mechanical engineering).   

 
SCHOOLS 
¶ Careers teachers need to link more closely with SME organisations.  
¶ Schools to give information and explanations about apprenticeships to 

pupils and parents that highlight the reality of the industry ie they are going 
to get their hands dirty, but that also explain the wide range of skills they 
can acquire across the different engineering sectors.  

¶ More educational resources to be directed at vocational education.   
¶ Development of a wider range of practical work experiences.  
¶ Schools to focus on key areas of interest to SMEs and provide 

opportunities for pupils to learn in a practical context.  There should be 
more emphasis on practical skills and less emphasis on academic 
qualifications. 

¶ Careers teachers need to link more effectively with SME companies to 
dispel negative perceptions of the engineering sector.   

¶ It might benefit young people if they could have two week placements in 
local SME firms, perhaps several weeks or months apart.  This would give 
them the opportunity to see what real business is like and the space (time) 
to have a think about it and consider w hether they have the rightô attitudeô 
for that type of work. 

¶ To improve vocational education schools needed to develop more 
practical job interview techniques, and develop more appropriate work 
placements across SME businesses. 

¶ There needs to be more work trials and placements for young pupils, so 
that they can spend at least two weeks getting to know what the various 
companies are about and whether work within the engineering sector is 
appropriate for them.   

¶ Schools need to develop closer links with NEBA.   
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¶ Schools need to be linked with organisations like the Notts Chamber of 
Commerce and arrange more visits by the young people to local 
employers.  

¶ To lessen the reality shock young people need to be made fully aware of 
the nature of the jobs available in the engineering industry. 

¶ Careers teachers should be linking more effectively with SME 
organisations.  There should be Introductory courses for learners whilst 
they are still at school and Training Providers should develop closer links 
with schools, SMEs and apprentices.  

¶ Schools should promote what apprentices are about. 
¶ More effective promotion of Apprenticeships within schools, especially 

highlighting the technological developments 
¶ Apprenticeships need to be promoted and marketed in schools, colleges 

and the wider society in such a way that raises its status and the status of 
those going down this route.   

¶ Schools should be approaching SME companies to tell businesses what 
they need from them 

¶ An organisation outside of the company needs to do the initial training of 
the Apprentice. For instance, 1st year -craft apprenticeship in school eg, 
milling, facbrication;  2nd Year specialising eg milling.  Then in the third 
year when they start working at the SME business they would be adding 
value.   

¶ Pupils need to be taught core skills at school, ie basic literacy, numeracy, 
communication and social skills.  

¶ Pupils should be presented with information on the relevant types of 
industry and types or careers available to them, by having surveyors, 
plumbers, joiners, engineers etc. go to careers events and workshops and 
do talks and presentations.  

¶ Careers teachers to work with and visit local employers to incorporate and 
design courses which reflect businesses, the changes in the market place 
and the relevant skills needed. 

¶ Schools should provide more Work Placements with local businesses.  
This would give SMEs the chance to identify potential candidates who 
could be placed within their companies.  

¶ The school curriculum also needed to reflect changes within the world of 
business. 

¶ Steps to improve problems associated with Apprenticeships including:  
Firstly, young people need to focus on their final career decision at 15 and 
make further decisions based on their experiences during their placement.  

¶ Practical training for non-academic young pupils needs to be developed 
within the curriculum. 

¶ Greater availability of information about Apprenticeships 
¶ More needs to be done for the technically gifted  
 
*Block Release Courses were for two months in the working environment and 
one month at college. Although this would depend on if there was enough 
funding to support this approach.  
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[It costs about £1,000 to take on an Apprentice in the view of one firm.  These 
costs are made up of: the induction training; training; being shown how to use 
the equipment and the college course.] 

Healthcare Industry Recommendations  
New points raised:  
¶ Any solutions must start with the young people themselves.  
¶ The government should provide work experience insurance cover. 
¶ Extension of the work experience programme eg businesses could have 

many different youngsters working for them over the course of the year. 
¶ G et rid of too m uch ópolitical correctnessô!  F or exam ple, ñw atering dow nò 

exams. 
¶ Young people should be able to gain qualifications whilst they were 

w orking (or w ork w hile they w ere training) so that there w asnôt such an 
abrupt and permanent separation between school and work. 

¶ Someone else should organise the paperwork in the Apprenticeship 
programme. 

¶ SMEs need greater partnerships with schools, colleges and training 
providers.  

¶ Invitations by schools to SME business people to give talks this would also 
make the school closer to the community.   

¶ Give students as much information as possible about all the 
Apprenticeship courses  available to them. 

¶ More resources should be put into alternative medicine and it should be 
taken more seriously by the government. 

¶ Only a far-reaching re-vamp of the aims, style of teaching and objectives 
of the education system and much of the value-system of modern society 
will solve the Apprenticeship problem. 

¶ E ducation needs to becom e m ore óroundedô. 
¶ Make Life Skills part of education. 
¶ Bring back the excellent and flexible Enterprise Allowance scheme.  
¶ Training providers link more closely with schools, local SMEs and 

Apprentices eg through targeted emails and mailshots of the institutions 
concerned by training providers.  

¶ A Dentistry Open Day!   
¶ Parents taking  their daughter (or son) to work campaigns 
¶ Summer Projects  
¶ Day visits to workplaces 
¶ P rom otion of a new  ñm ind setò am ongst young people at the value of the 

non-academic route. 
¶ G reater public aw areness of w hatôs happening in dentistry 
¶ To solve health and safety issues schools could go to dental practices 

when they were  shut. 
 

Retail Industry Recommendations  
The recommendations from the retail industry, once again centred on 

schools, covered the same ground raised in the other industry sectors and 
did not differ in any way from the points addressed earlier.    
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Additional Point  
The one new point was the view that: 

¶ schools should specifically encourage mentoring. 
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5. APPENDICES 
 

A. Bibliography 
B. A list of the SMEs and TPs who took part in the study 
C. Training Providers and Business Organisations mentioned in the 

Report  
D. Questionnaires used in the study 
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APPENDIX B 
 
SMES AND TRAINING PROVIDERS WHO TOOK PART IN THE STUDY 
 
ENGINEERING 
1. CNTL LTD         
2. ENGINEERING SYSTEMS NOTTINGHAM LTD    
3. JONRAY ENGINEERING COMPANY     
4.  L & D PRECISION ENGINEERS LTD.     
5. OK SERVICES FABRICATIONS LTD     
6. RUSTINGTON ENGINEERING CO. LTD     
7. SYCAMORE ENGINEERING LTD      
8. TAMAC ENGINEERING       
9. WJP ENGINEERING PLASTICS LTD.     
 
 
CONSTRUCTION 
1. ALL BUILD PROPERTY SERVICES      
2. BAGGALEY CONSTRUCTION       
3. DECOZONE PAINTING LTD.      
4.  DKN DECORATORS LTD.       
5. DUKERIES BUILDING COMPANY LTD     
6. GREENWOOD BUILDING CONTRACTORS     
7. P. WALLER LTD.        
8. FRANK KEY  LTD.        
9. TAYLOR BROTHERS LTD       
 
 
HEALTHCARE  
1. CARITAS NATURAL HEALTH CLINIC      
2. CAROLINE SALZEDO        
3. EASTWOOD DENTAL CENTRE      
4.  THE GRANGE COMPLEMENTARY HEALTH CLINIC   
5. HEALTH RESURGENCE       
6. JUDITH DAVIES         
7. LASER TRAINING AND EDUCATION CENTRE    
8. MALTINGS DENTAL CENTRE      
9. THE SMILE CENTRE       
 
 
RETAIL  
1. ACTIVMOBILE          
2. C O LIN  M IT C H E LLôS  S U P E R M A R K E T      
3. CRYSTAL COMMUNICATIONS       
4.  JUST TALK         
5. MC COMMUNICATIONS LTD.      
6. MOBILINKS          
7. P A T R IC K ôS  S U P E R M A R K E T       
8. S & K OFF-LICENCE       
9. THE BOWL 
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TRAINING PROVIDERS  
1. CHARNWOOD TRAINING CONSULTANTS 
2. CONSTRUCTION INDUSTRY TRAINING BOARD (CITB) 
3. CLG 
4. DERBYSHIRE CHAMBER OF COMMERCE  
5. GROUNDWORK CRESSWELL 
6. JHP TRAINING 
7. SOUTH NOTTINGHAM COLLEGE 
8. STEPHENSON COLLEGE 
9. WEST NOTTS COLLEGE 
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APPENDIX C 
 
TRAINING PROVIDERS AND BUSINESS ORGANISATIONS MENTIONED 
IN THE REPORT 
 
Training Providers (Definition)  

A Training Provider refers clients to different types of work-based training with 
employers. Some training providers specialise in certain types of training (eg 
business administration or IT) whereas others cover a broader range of 
occupational areas. They can also provide their own in-house training as well, 
such as in IT skills. 

CAGE 
CARILLION 
Charnwood Training Consultants 
CLG 
Connexions 
Construction Industry Training Board (CITB) 
Derbyshire Chamber of Commerce  
Federation Of Master Builders (FMB)  
Federation of Small Businesses (FSB) 
Groundwork Cresswell 
JHP Training 
Keir Group 
Laing Homes 
Mowlem 
NEBA 
NECTA 
NETA 
North Notts College 
Nottinghamshire Chamber of Commerce 
South Nottingham College 
Stephenson College 
West Notts College 
 
* * * * * * * 
 
CAGE 
CAGE (Construction Action Groups of Employers) is a sub-group of the North 
Nottinghamshire CITB Employer Liaison Group, which aim to become the 
main employer link between education and the employment service providers 
for recruitment and training in the construction industry. CAGE has been in 
existence for the past four years.  The CAGE initiative is funded by CITB at a 
cost of £25,000.  CAGE also received funding from the LSC to develop a 
ñbest practiceò sem inar across the E ast M idlands region.  
 
CARILLION  
Carillion is a leading employer and quality trainer of apprentices within the 
Construction sector of UK industry.  All its apprentice training is accredited 
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and delivered w ithin the G overnm entôs M odern A pprentice F ram ew orks.  
C arillionôs Construction Training is in the top 5% of construction training 
providers in the country and has been training apprentices for over 30 years. 
It has 16 training colleges throughout the UK.  Training takes place in various 
areas eg: Bricklaying and Painting and Decorating. 
 
Charnwood Training Consultants  
Centre of excellence for training and qualifications to the licensed trade. 
Charnwood Training Consultants specialises in supporting bars, restaurants, 
hotels and clubs training requirements. Many of their qualifications are funded 
via the Learning and Skills Council. 
 
CLG 
Was established in 1995 and is now a leading training provider in the road 
haulage section of the construction industry.    

Connexions  
C onnexions is the governm entôs support service for all young people in 
England aged 13 to 19.  Connexions joins up the work of six government 
Departments and their agencies and organisations on the ground, together 
with private and voluntary sector groups and youth and careers services.  It 
brings together all the services and support young people need during their 
teenage years. It offers practical help with choosing the right courses and 
careers, including access to broader personal development through activities 
like sport, performing arts and volunteering activities. It also provides help and 
advice on issues like drug abuse, sexual health and homelessness.  

Construction Industry Training Board (CITB)  
CITB is the national training organisation for construction in the UK. CITB in 
partnership with CITB Northern Ireland and the Construction Industry Council 
(CIC), has a 5-year licence to operate as the Sector Skills Council (SSC) for 
construction - or ConstructionSkills.  SSCs have been set up by the 
government to determine how training is delivered and funded in the UK, and 
to implement UK-wide Sector Skills Agreements between the bodies 
responsible for delivering training and those that demand it.  
 
Derbyshire Chamber of Commerce  
Delivers a wide range of services to its members, the wider business 
community and to individuals seeking to gain employment through learning.  
Chamber members can access a wide range of discounted services, sources 
of business information and networking opportunities.  It works in  partnership 
with many organisations across the East Midlands.   

Federation Of Master Builders (FMB)  
The FMB is a trade association established over 60 years ago to protect the 
interests of small and medium-sized building firms ï  today it is the largest 
trade association in the UK building industry.  The FMB is a source of 
knowledge, professional advice and support for its members.  It is 
independent and non-profit-m aking and lobbies continuously for m em bersô 

javascript:OpenWindow('recruitment/recruit_constr.htm')
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interests at both national and local levels.   It is organised in 11 regions and 
over 120 branches each individual member has the opportunity to be involved 
in and to influence both FMB policy and practice and the future of the industry. 
 
Federation of Small Businesses (FSB)  
T he F ederation of S m all B usinesses (F S B ) is the U K ôs largest lobby 
organisation representing the self-employed and owners of small businesses. 
Founded in 1974, it now has over 195,000 members across all industries, 
trades and services. It is a non-party political lobby group that exists to 
promote and protect the interests of all those who own and manage their own 
businesses. FSB members together employ 1.3 million people and have 
turnover in excess of £10 billion a year. 
 
Groundwork Cresswell  
The project addresses the basic,  key skills needs of long term unemployed 
people (mainly men) who find it difficult to get long-term sustainable jobs.  
Many of the participants have no formal educational qualifications, The aim of 
the overall programme is for clients to gain sustainable employment at the 
earliest opportunity.   
 
JHP Training  
is one of the U K ôs largest providers of vocational training an d recruitment 
services, operating from a network of over fifty Business Centres nationwide.  
Since 1983, they have helped over 250,000 people realise their career 
ambitions, providing long-term training solutions to both companies and 
individuals in the communities in which we work. 
 
Keir Group  
The Keir Group goes back to the 1920s.  Keir now ranks as a top UK building 
contractor with a turnover in excess of £1.47bn. 

Laing Homes  
Has been synonymous with high-quality housing for 150 years.  Laing Homes 
is a wholly-owned subsidiary of George Wimpey plc.   

Mowlem  
E stablished in 1822 is one of the U K ôs leading construction and support 
services groups with an annual turnover of nearly £2 billion and more than 
25,000 employees worldwide. 
 
NEBA  
Nottinghamshire Education Business Alliance (NEBA) is a partnership 
organisation working on behalf of the Learning and Skills Council (LSC), the 
local business community, Local Education Authorities, Further and Higher 
Education , Training Providers and Connexions.  The role of NEBA is to 
broker and support partnerships between schools and businesses to bring 
alive work-related learning. These partnerships focus on ensuring that young 
people have the appropriate skills, knowledge and attitudes to contribute to 
the economy.  NEBA is independently managed by a strategic board 
comprising representatives from key stakeholder organisations. Together 
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these members are responsible for agreeing the strategy and priorities for the 
delivery of education business link activity in Nottinghamshire.   NEBA is non-
profit making and is funded primarily by the LSC. It also bids for funding from 
other organisations where appropriate to further support its strategic aims.  
 
NECTA 
N E C T A  is a óS ocial E conom yô m odel for T raining and E m ploym ent in the 
construction sector within Nottinghamshire.  It has the twin aims of enabling 
the socially excluded to enter the labour market  
and facilitating the creation of a skilled construction work force. It is a 
company limited by guarantee, with all profits re-invested in the business to 
improve the delivery of its service.  NECTA operates as a fully fledged 
construction company, focusing on community, social and environmental 
projects. All work done by NECTA is carried out by a mixture of qualified craft 
operatives, and their own apprentices and trainees.  Currently NECTA deliver 
the óA m bition C onstructionô training program m e on behalf of Jobcentre P lus 
and N ottingham  C ity C ouncil. N E C T A  successfully ñpartnersò w ith governm ent 
agencies, local government community groups, social enterprises, colleges of 
further education, trade unions,  construction trade associations and 
construction employers. 
 
NETA 
E stablished in 1975, N E T A  is recognised as one of the C ountryôs leading 
providers of vocational skills training.  Each year NETA recruits apprentices 
for major UK based companies.  NETA also provide training for the ECITB 
(Engineering Construction Industry Training Board) apprenticeship scheme. 
 
North Notts College  
Is the leading provider of education and training in the North Nottinghamshire 
area and beyond, with 1,300 full time and over 12,000 part time students. The 
College has an £11 million turnover and employs 600 staff.  The College 
provides education and training opportunities for students from the age of 16 
upwards and many students are adult learners. A wide variety of courses 
leading to nearly 500 different qualifications in almost 40 major subject areas 
are available, from Business Studies and Computing to Hair & Beauty and 
Nursing & Social Care.  The College delivers a full range of qualifications.  

Nottinghamshire Chamber of Commerce  
Nottinghamshire Chamber of Commerce and Industry (NCCI) is a business 
organisation -a not-for profit company limited by guarantee - which is 
independent of Government and is both owned and controlled by its 
members. The Chamber is part of a world-wide network.  NCCI is recognised 
as one of the leading training providers in the East Midlands area.  It has an 
excellent reputation for delivering Vocational Training to all sectors of 
commerce and industry.  Vocational Training covers youth training 
programmes centred around the 16 to 24 year olds. 
 
South Nottingham College  
Offers a comprehensive range of further and higher education courses and 
training opportunities.  It has superb facilities and provides a range of full and 
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part time study opportunities during the day, evening and weekends.  Its main 
centres are in West Bridgford and Clifton in Nottingham. 
 
Stephenson College  
Offer an extensive selection of full-time and part-time courses, at their state-
of-the-art purpose-built campus in Coalville, Leicestershire and across 
outreach centres in Leicestershire and South Derbyshire. 
 
West Notts College  
West Nottinghamshire College serves the people of Mansfield, Ashfield and 
beyond by providing the best quality education and training for all ages and 
abilities from 14 upwards.   The College has developed programmes across a 
very wide range of general and vocational programme areas from  Computing 
to Catering, Maths to Media Studies, Social Care to Sport.   Around 20,000 
learners per year access College programmes of which around 2,500 are full 
time, with the remainder studying on a variety of part time, day, evening, or 
flexible provision.   The College has a number of Centres of Vocational 
Excellence (CoVEs) and is financially sound with a turnover of around £25M.  
There is a cohort of around 500 Full Time staff and the same number of Part 
Time staff.  
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APPENDIX D 
SUCCESS THROUGH APPRENTICESHIPS 

 
INITIAL RESEARCH ASSESSMENT  

 
DATE OF INITIA L A S S E S S M E N T é é é é é é é é é é é é é é é é é é  
 
B U S IN E S S  S E C TO R  é é é é é é é é é é é é é é é é é é é é é é é é  
 
C O M P A N Y  N A M E  é é é é é é é é é é é é é é é é é é é é é é é é é . 
 
A D D R E S S  é é é é é é é é é é é é é é é é é é é é é é é é é é é é . 

 
é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é .......
. 

E M A IL A D D R E S S  é é é é é é é é é é é é é é é é é é é é é é é é é . 
 
TE L. N O . é é é é é é é é é é é é é é é é é é é é é é é é é é é é ..... 
 
C O N T A C T N A M E  é é é é é é é é é é é é é é é é é é é é é é é é ... 

KEY ASSESSMENT DETAILS 
 

Can you briefly describe what your company does? 
 
é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é  
 
é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é  
 

W hen w as the com pany started? ..é é é é é é é é é é é é é é é é é ... 
W hat is the average num ber of em ployees? é é é é é é é é é é é é é .. 
W hat is the legal stus of the com pany eg sole trader?é é é é é é é é é  
Has the company carried out any apprenticeship programmes in the past? 

é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é  
 
é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é  
 

Is your business currently linked to any T raining P rovider? é é é é é é é  
Do you anticipate growth in the short-term ie 12-24 m onths? é é é é é é .. 
A ny other com m ents? é é é é é é é é é é é é é é é é é é é é é é é é  

 
é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é  
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Human Relations Netw ork on behalf of Nottinghamshire Learning and 
Skills Council March 2005 (SME businesses)  

Benchmarking Research Questionnaire  
Exploring the barriers when accessing Apprenticeship Programmes for SMEs 
within the County of Nottinghamshire 
Date: 
SME sector: 
 
Gender  [    ]  Male       [      ] Female  

The Role of Partnerships 
 

1)  What level of partnership does your company have with Training 
Providers in  

Nottinghamshire? 
 
[      ] very little partnerships 
[      ] some partnership 
[      ] strong partnership 
[      ]  other please 
stateé é é é é é é é é é é é é é é é é é é é é é é é é é  
 
2) What level of partnership does your company have with the 

Connexions Service , in Nottinghamshire? 
 

[      ] very little partnerships 
[      ] some partnership 
[      ] strong partnership 
[      ]  other please 
stateé é é é é é é é é é é é é é é é é é é é é é é é é é  
 

    
3)  H ow  effective are service links w ith N ottingham shireôs Learning &  

Skills Council 
 
 
    [      ] very little partnerships 

[      ] some partnership 
[      ] strong partnership 
[      ]  other please stateé é é é é é é é é é é é é é é é é é é é é é  
 

    

2  Barriers To Access  
4) What are the barriers preventing you from accessing apprenticeship 

programmes within your company? 

[    ]  Lack of infrastructure and staff to develop and manage training needs 
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[    ]  Disincentive to undertake appropriate training 
[    ]  Driven by short-term business imperatives and slim profit margins 
[    ]  Lack of time to invest in having Apprenticeships on site 
[    ]  High drop-out rates leading to low completion rates of trainees 
[    ]  Business culture of small and medium enterprises (SMEs) 
[    ] Staff Cover 
[    ]  Finance 
[     ] O ther please stateé é é é é é é é é é é é é é é é é é  
 

 
5)What do you feel are the main difficulties in overcoming these 
challenges? 
 
[    ]  Lack of effective working relationships with training providers 
[    ]  Negative perception promoted of SME sectors  
[    ]  Lack of supply of apprenticeships from Training Providers 
[    ]  Poor image of the sector ï  presented by schools 
[    ]  Learners not linked to the appropriate Apprenticeships 
[    ]  O ther please stateé é é é é é é é é é é é é é é é é é é  
é é é é é é é é é é é é é é é é é é é é é é é é é é é é é  

 
 
6) What would you recommend to improve these perceived barriers? 
 

               
       [     ]  Careers Teachers to link more closely with SME organisations 
       [     ]  Introductory courses for learners whilst at school 
       [     ]  Induction training which clarifies what the training programme 
involves 
       [     ]  Training Providers to develop closer links with schools, SMEs and 
apprentices 
       [     ]   Other please stateé é é é é é é é é é é é é é é é é é é é é .. 
 
é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é é .. 
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3 Skills Gaps  
7) When looking for new staff within your company, how important are 

qualifications? 
 
[    ] essential 
[    ] very important 
[    ] important  
[    ] Not important 
 

 
 
     8) Which are the most important skills you require when looking for new  
employees? Please rank 1 as being the most important  and 12 as being the 
least important 
 
[    ] Organisational skills                                   [    ] Communication 
[    ] Literacy skills                                              [    ] Numeracy 
[    ]  IT                 [    ] Customer Service 
[    ] Technical Skills                                           [    ] Problem Solving 
[    ] Interpersonal Skills                                    [    ] Sales & Marketing 
[    ] Team Working                                            [    ] Foreign Language 
 
 
 
 
 
9) When looking for staff, how important is work experience? 
 

[    ] essential 
[    ] very important 
[    ] important  
[    ] Not important 
 

 
10) When looking for new employees, what qualifications do you mainly look 
for? 
 
 

[    ] Professional 
[    ] Degree 
[    ] Higher Degree 
[    ] óA ô level/G N V Q /A dvanced  
[    ]  GCSEs/NVQ1/NVQ2 
[    ]  Skills 
 

 
11) Do you think that there is a shortage of people with the right skills? 
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      [      ] Yes                             [      ] No 
 
 
 
12) What do you see as the benefits of Apprenticeships?  
     [      ] Higher Profitability 
     [       ]  Increased staff morale 
     [       ]  Better staff retention 
     [       ] Other please 
stateé é é é é é é é é é é é é é é é é é é é é é é .. 
 

 
13) As an employer, what would encourage you to have Apprenticeships 
within your company? 

[     ] Information availability 
[     ] Financial Assistance 
[     ]  Someone else organising it 
[     ]  Other please say 

 
 
 
      14)  Which training providers If any, do you use?(Please tick all that apply) 
  
      [     ] FE colleges 
      [     ] Private training organisation 
      [     ] Suppliers of equipment 
      [     ] Universities 
      [     ] Trade Organisations 
      [     ] O ther please stateé é é é é é é é é é é é é é é é é é é é .. 
 
 
 

15) What levels of support would SMEs require in order to adopt 
Apprenticeship?  

 
[    ] Greater involvement from the government 
[    ] Partnerships with schools and colleges 
[    ] Adopting a multi-agency approach 
[    ] Development of sustainable partnerships with Training Providers 
[    ] Developing a SME sector-wide support forum 
[    ] O ther please stateé é é é é é é é é é é é é é é é é é é é é . 
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4 Role of sch ools/community  

 
 

16) Do you feel that schools adequately promote the benefits of 
Apprenticeships? 
[       ]  Yes          [         ] No 
 
17) How effective do you feel that formal careers advice is in relation to 
promotion of apprenticeships? 
   
[       ]  Very Good              [        ] Good                [           ] Poor 
 

18) Do you feel that pupils who leave school to enter into work have the 
relevant skills and or qualifications? 

[           ]   Yes     [        ] No 
 

19) Do you feel that the role of parents/guardians, influence the career 
decision of young people? 

[      ]  Yes       [      ] No 
    

20) In what ways should schools be linked with local SME employers? 
 
 
 
 
 
 

21) What would you recommend to improve the education, and   
training provided by schools in relation to vocational education? 

 
 
 


