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Executive Summary
1. Introduction

1.1 Although nationally the LSC is committed to delivering an enhanced and expanded Apprenticeship offer, there is recognition that whilst achievements in London have risen substantially, and with a focus on quality provision, this has been at the expense of volume. The London region has commissioned research to analyse the barriers to growth faced by training providers in delivering increased volumes of Apprenticeships in London, looking at how these can be overcome and to investigate what can be done to encourage new providers to enter the market. 

2. Barriers to the expansion of Apprenticeship delivery in London
2.1 Within London 92% of the providers interviewed feel they have the capacity to offer more frameworks and/or Apprenticeships but 70% feel that a lack of employer demand prevents them from increasing their delivery.   
The issues affecting employer demand are varied and include:
· Frameworks do not always meet employer needs, particularly where Apprentices’ job roles do not enable or require them to carry out all of the tasks needed for them to complete their qualifications.
· Employers do not always see how an Apprenticeship and the completion of the Key Skills will benefit their business

· In the non traditional trades, Apprenticeships are often not rated as highly or are seen as being as challenging as other qualification routes

· In the traditional trades many employers compare the existing Apprenticeships unfavourably with the Apprenticeships they themselves did in the past

· Employers can be apprehensive about what is expected of them and can be cautious about taking on an Apprentice who may be unsuitable
· The Apprenticeship process can be seen as bureaucratic and daunting
· Within those sectors where there is an industry requirement that staff should be qualified to a certain level, this requirement is generally far less than a full Apprenticeship. Due to business pressures, employers are not committed to any training that exceeds the minimum requirements. 
· Some employers would rather recruit a migrant or older worker than a young person who they perceive could be unreliable and in construction some employers can only be competitive if they take on migrant workers.

· Some industries have a high staff turnover and are unwilling to invest in training for staff who they feel are likely to leave before the benefits of their training can be realised

· Some industries such as Beauty Therapy, Sports and Recreation and some areas of Construction and Engineering impose restrictions on the age or level of qualifications required by staff  before they can be employed and/or insured

· Some employers are unable and/or unwilling to pay an employer contribution for a 19+ Apprentice and would rather put them on Train to Gain which is free and offers the possibility of a wage subsidy.
2.2 The remaining barriers for existing London Apprenticeship providers include:- 
· The availability of sufficient suitable young people 

· Having enough qualified assessors 
· Caps on funding - whilst most providers feel that if they needed additional funding to deliver more Apprenticeships that these funds would be available, 22% cited availability of funding as an issue. 

2.3  Moving into the London market has been considered by 64% of Home Counties providers and 60% of National providers. Their main barriers to entry up until now have been:-

·  An inability to secure London contracts either because they have been turned down or have been dissuaded from applying
· Lack of funds to set up new provision in London 
· Concerns about lack of knowledge of the London market 
· A worry that it will be difficult to find and keep good quality assessors.  

2.4 Where Home County and national providers expressed no interest in entering the London market, the main reasons were:-

· The set up costs in London
· The fact that they have sufficient business potential locally and in the surrounding areas
· Concerns about the levels of competition and whether there is sufficient demand for new providers to enter the arena.  

2.5 Just over half of the non Apprenticeship Providers including those who were already delivering Train to Gain either in their own right or as sub-contractors or Apprenticeships as sub-contractors, are also very keen to deliver Apprenticeships and have been prevented from doing so up until now because:- 
· They do not know how and when to tender 
· Their bids have been turned down 
· They do not have a sufficient track record in their own right 
· There have been difficulties in getting Framework approval. 
Some of these non Apprenticeship providers are concerned that the LSC only want to contract with Colleges or Partnerships.
2.6 Where non Apprenticeship London providers expressed no interest in delivering Apprenticeships,  the main reasons were:-

· They have sufficient commercial or other funded business and are not looking at getting involved in what they perceive to be a bureaucratic and time consuming Apprenticeship process. 
· They find that it is more cost effective to deliver Train to Gain and cannot see a financial benefit to delivering Apprenticeships when other funding sources are so much more lucrative.

· They are just not ready or able to deliver Apprenticeships as they have no NVQ track record and will struggle to meet LSC requirements
· They have a poor understanding of the Apprenticeship market 
· They want to establish quality and sustainability before they consider applying for funding.

3. Addressing the barriers to the expansion of Apprenticeship delivery in London

3.1 All existing London Providers want support in generating employer demand through ensuring that apprenticeships are structured and adapted where required to meet employer needs more effectively, raising employer awareness as to the business benefits of Apprenticeships, funding local, joint sector specific marketing campaigns and looking at possible incentives for employers in recognition of the support they provide to apprentices as opposed to charging for Apprenticeships. 

3.2 There is a strong feeling from most providers that the Sector Skills Councils should take a more prominent role in encouraging all employers to support Apprenticeships and to consider mandating them if necessary.

3.3 Over a quarter of London providers wanted training for their trainers, assessors and employer engagement staff including qualifications and advice and support like they had access to in the past. They also wanted more local and regional sharing of good practice, more flexibility with funding and a removal of funding caps.

3.4 Home Counties and national providers wanted to be assured that there was sufficient demand to justify their entry to the London market, a commitment to the allocation of long term contracts and capital funding to support the set up costs of moving into London. 

3.5 London Providers who were not currently delivering Apprenticeships wanted to know when bidding rounds take place and support in writing successful bids. Where they were already delivering sub-contracted provision they wanted the LSC to take more account of the track record that they had built up.

1. Introduction
1.1
Background

The Leitch Report
 recommends that in order to become a world leader in skills by 2020, the UK needs to commit to a compelling new vision where 95% of working age adults should have basic skills in both functional literacy and numeracy, more than 90% of adults should be skilled to GCSE level or to vocational equivalents (at least level 2), the number of Apprentices be boosted to 500,000 each year which is double the current number and more than 40% of adults be skilled to graduate level and above. 
Achieving this level of Apprenticeships, Leitch identified, will require the sharing of responsibility between Government, Employers and Individual Learners. 

Sectors Skills Councils will be required to take the lead role in developing National Occupational Standards and approving vocational qualifications; improving employer engagement, demand and investment and consider collective action to address specific sector skills needs. 

Employers will need to work with their Sector Skills Councils to ensure that the qualifications meet their needs and make a pledge to support and invest in training their staff 
With this in mind the LSC has committed to deliver an enhanced and expanded Apprenticeship offer, increasing the number of young people and adults undertaking Apprenticeships nationally, over the next three years. Whilst framework achievements have risen from 23% to 60% since 2003, this has been at the expense of volume which has fallen by almost 50% from 03/04 to 06/07. 

The number of training providers in London delivering Apprenticeships has fallen and the 07/08 open and competitive tender round produced only 18 new Apprenticeship providers across the London Region. This process also failed to allocate all of the volumes initially proposed which suggests a lack of providers who met the quality standards imposed by the LSC and /or providers’ capacity to deliver Apprenticeships across London.

With Leitch emphasising the need for increased Apprenticeship delivery the LSC wants to look at what the key issues facing existing training providers are in terms of increasing delivery in London and consider how these can be addressed. It also wants to identify what prevents potential new providers from becoming Apprenticeship training providers.

1.2
Aims and Objectives

The main objectives of the research were to:-

· Investigate and analyse the barriers to growth faced by training providers in delivering increased volumes of Apprenticeships in London 

· Look at how these barriers can be overcome

· Investigate what can be done to encourage new providers to enter the Apprenticeship delivery market in London

· Identify any examples of good practice from consortia or Group Training Associations in contracting Apprenticeships in other areas of the country
1.3
Methodology 
This research project required that 75 training providers of varying size be interviewed over the telephone between February and March 2008. The LSC provided a list of 104 London Apprenticeship Providers, 19 National Providers, 5 Train to Gain Providers, 4 Group Training Associations, and 3 Consortiums. Prevista ltd. was responsible for identifying private training organisations who were not currently delivering Apprenticeships in London which was done through an Internet search. Organisations were then contacted randomly and were broken down as follows:-

· 37 training providers in London who currently deliver Apprenticeships in London (15 colleges and 22 private training providers) 

· 11 training providers who currently deliver Apprenticeships in the Home Counties but not in London

· 5 training providers who currently deliver Apprenticeships nationally

· 12 training providers in London who deliver government funded training but not Apprenticeships

· 6 training providers in London who deliver privately funded training

· 2 Group Training Associations

· 2 Consortiums

All of the views and suggestions expressed within this report have come from the Providers interviewed and are based on written and anecdotal feedback from their employers and learners and on their experiences of delivering Apprenticeship programmes. Due to the qualitative nature of this research, this feedback from providers has not been weighted in any way.  
2.
Key Findings

2.1
Sectors and Frameworks Delivered by Survey Respondents

Apprenticeships are available in a wide range of Sectors within London, the Home Counties and Nationally. In London the 37 training providers interviewed provide Apprenticeship training in Administration and Professional; Construction; Engineering; Transportation; Customer Service, Retailing and Wholesaling; Hair and Beauty; Health, Care and Public Services; Early Years Care and Education; Hospitality and Sports and Recreation. The 11 Home Counties and 5 National providers delivered in many of the same sectors as the London Providers with the addition of Agriculture. A full list of the Apprenticeship frameworks and sectors delivered by the providers surveyed can be found in Appendix 1.

The range of Programme Led Apprenticeships available was much more limited with only 27% of London providers and 55% of Home Counties providers delivering them. Almost half of the remaining providers expressed an interest in delivering them in the near future including three Providers who were keen to access funding for them now. A full list of the Programme Led Apprenticeships delivered by the providers surveyed can be found in Appendix 2. 

2.2
Existing Methods of Marketing Apprenticeships to Employers

Marketing Apprenticeship Programmes effectively has always presented a challenge for providers who feel that they could increase their delivery capacity if they could find more employers willing to take on Apprentices. 
There is a huge disparity in the number of staff used to generate Apprenticeship business and in the way this is managed. In London 72% and the Home Counties 45% of the providers who participated in the survey market all their training service together so they can offer their employers the training package which best meets their needs. These providers feel that this approach is having the greatest impact on recruitment when compared to when they had marketed Apprenticeships separately. (See Fig. 1)
Fig 1
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Providers have found that the most effective methods of marketing Apprenticeships to employers are those that are centred on face to face contact and many providers have developed specialist teams of staff to engage with employers, identify their training needs and offer them appropriate training solutions, be these Apprenticeships, Train to Gain or other training programmes. However some smaller private and college providers do not have specific employer engagement teams preferring instead to use all their staff to generate business as and when they can fit it around their day to day jobs. Some Colleges have recognised the benefit of employing sector specific sales teams who have a better understanding of employer issues within each sector than generic sales people.

A small number of private and college providers have recognised that engaging employers in Apprenticeships is only the start of the journey and use Account Managers to support the employers throughout the training process. 

Providers make every effort to maximise existing employer contacts to generate new business including requiring assessors to identify potential new Apprentices whilst visiting candidates in the workplace. Many attend and/or run networking events working closely with Sector Skills Councils, Industry Groups, Chambers of Commerce and employer led networking groups. All providers generate a certain amount of business through word of mouth and recommendations.
Another popular method of generating new business which has proved very effective for about a fifth of providers is telemarketing either in house or externally. One Provider undertakes a detailed analysis of employer markets and then carries out targeted telemarketing which leads to a 95% conversion rate from appointment booked to learner start.
Providers are increasingly using technology as a marketing tool. Most Providers now have Websites and three providers E-shot potential employers. One College has developed a Virtual Employer Bureau (Modle) where employers place their vacancies with the College and all students are then able to apply for them. Some of these vacancies are subsequently converted into Apprenticeships. Although a relatively new scheme, the College has recognised the potential of the system and are looking at developing it to include a screening and matching service. Another College uses a computerised package called OLIM online which identifies government funding opportunities for workforce skills development.
Many of the providers who deliver Train to Gain work with the Brokers to help generate Apprenticeship business. One Provider has had a 33% uplift on Apprenticeships as a direct result of working with Brokers.
One London Provider takes a very different but effective approach to marketing which centres around looking at an organisation’s workforce training and development needs. Recognising that many vacancies are never filled, it encourages employers to see the benefits of recruiting young people who have just left education and train them to fill entry level roles. They provide advice on how employers can develop a more balanced workforce which enables employers to develop their staff and promote from within. This process is supplemented by support from the provider to help the employer deal with the issues that arise from working with young people.

Other marketing methods employed which providers feel have some success are advertising in trade press, advertorials, newsletters, running employer events such as breakfast meetings and enrichment activities, attending SME clinics to give presentations, sending out mail shots, and newsletters and using “on hold” telephone messages. 

Providers recognise that as well as marketing to employers it is also important to market to learners and consequently attend exhibitions and fairs, advertise in newspapers and youth magazines, organise visits and open days and work closely with Connexions and Jobcentre Plus. One Provider runs a National Construction Week of tasters for school children so they can try out the industry. One of the features of the week is to identify potential barriers to undertaking an Apprenticeship and look at how these could be resolved.
Key Points
· Face to face contact, particularly using specialist teams of staff is the most effective method of marketing Apprenticeships to employers
· Many of the providers who deliver Train to Gain work with the Brokers to help generate Apprenticeship business. One Provider has had a 33% uplift on Apprenticeships as a direct result of working with Brokers
· Providers use a range of methods to market to learners including attending exhibitions and fairs, advertising in newspapers and youth magazines, organising visits and open days and working closely with Connexions and Jobcentre Plus

2.3
Barriers and Solutions to Increasing Apprenticeship Delivery in London

There are a number of barriers to increasing delivery for existing London, Home County and National Apprenticeship providers and Providers in London who are interested in entering the London Market. These include:

· Insufficient employer demand
· Insufficient young people interested in doing Apprenticeships

· Lack of good quality, qualified assessors

· Inflexible funding structures and contract issues

· Lack of funds for capacity building

· Difficulties in accessing funding for Apprenticeship delivery for non London and new Providers

· Difficulties in getting new Frameworks approved and off the ground

2.3.1
Insufficient Employer Demand

The biggest barrier to increasing apprenticeship delivery is employer demand. Providers in London and the Home Counties work with over 8000 employers of which in London and the Home Counties respectively 77% and 64% are small,12% and 28% are medium and 11% and 8% are large.
Fig 2

Breakdown of Size of employer worked with in London and the Home Counties
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The consequences of having such a high number of small and medium sized businesses is that although the Leitch Report clearly highlights the importance of developing a skilled workforce through the development of basic and vocational skills including Apprenticeships, many of these employers do not have the time and/or resources to incorporate Apprentices into their businesses particularly when they do not feel that the frameworks meet their needs. 

In many cases, particularly when Apprentices are working for SMEs their job role does not enable or require them to carry out all the tasks needed for them to complete their qualifications. Many employers find the concept of Apprenticeships confusing; do not see the value of the Key Skills, and question why their employees need to undertake training which they as the employer do not see a need for. Employers do not always understand how Apprenticeships can benefit their business.
In the non traditional trades, Apprenticeships are often not rated very highly or seen as being as good as other qualification routes such as A Levels or BTECs. Some employers feel they are not challenging enough and are not providing their employees with the skills which they feel will add value to their business. In the traditional trades many employers compare the existing Apprenticeships unfavourably with the Apprenticeships they themselves did in the past. 

Employers are often apprehensive about what will be expected from them and can be cautious about taking on an Apprentice who may be unsuitable although one provider offer Apprenticeship trials to remove some of the risk.

Some employers find the whole Apprenticeship process bureaucratic and daunting. With the introduction of Train to Gain, many employers are expressing a preference for this programme as this is easier and quicker for their employees to achieve and provides their staff with the qualifications that are required by industry and/or their organisations without the need to complete a whole Apprenticeship framework or get involved in day release. In response to employer demand, two providers are withdrawing from the Apprenticeship market to concentrate on Train to Gain. 
Provider’s experience of employer demand for Apprenticeships is varied across the different frameworks and sectors which may in some cases be attributed to the different marketing methods employed and in the number of staff involved in marketing activities. This is particularly noticeable in Health and Social Care, Early Years, Hairdressing, Customer Service and Business Administration where there are multiple providers delivering in these areas and employer demand has been reported as ranging from very good to poor. 

In Adult Health and Social Care legally employers only need their staff to be qualified to level 2 and therefore do not buy into the need for their Apprentices to do key skills. New legislation means that employers prefer to recruit staff aged 19+ so for the majority of employers their preferred training option is Train to Gain. Demand for the Oral Healthcare Apprenticeship can also be poor, because although dental nurses need to be qualified to meet industry requirements, there is a National Certificate qualification which takes a year, is delivered purely in the learner’s own time and does not require any on the job assessment which is often the preferred option for employers.

Within Childcare there is little money for staff training and development and demand for Apprenticeships is generally poor. Childcare nurses only need to complete an NVQ Level 2 or 3 depending on their role to meet industry requirements and although most providers work hard to integrate Key Skills into the programme and minimise the amount of time required for off the job training, many childcare employers prefer their staff to complete Cache Certificates and Diplomas instead of Apprenticeships which they feel is more structured and provides staff with more in depth underpinning knowledge. 

The Business Administration Framework can be viewed as quite generic and many employers do not hold Apprenticeships in high regard, preferring their staff to use other routes such as BTEC, business qualifications or short courses which are more suited to their business needs. In addition employers often do not want the hassle of recruiting young people when there is a large pool of competent older people available in this sector. Within ICT, employers are either looking for people to have more specialist training such as Microsoft or else they need staff with more than just ICT skills, so it makes sense for them to pursue other qualifications instead.

Although the Team Leader qualification is fairly popular, when it comes to Level 3 or 4 Management qualifications the employer is often the candidate and they have a problem committing to the programme because of the pressure of work.
Retail Employers generally do not want full Apprenticeship qualifications because they do not see the benefit in investing in their staff when there is such a high staff turnover. Young people often view retail as a stop gap while they look for a different career.
In some areas of the Sports Industry staff need to be partly qualified before they can be employed, which can be a problem for employers looking to take on Apprentices. This could perhaps be resolved through the greater use of Programme Led Apprenticeships.
SME employers in Hairdressing often like to recruit 16 year olds as they can pay them less, so it can be harder to interest them in taking on older Apprentices. Within Beauty Therapy employers are not insured to take on unqualified staff which can make it difficult for them to engage with Apprenticeship programmes. In addition, Key Skills are not generally valued by employers in these industries.   

There are a number of factors which affect employer demand in Construction. Firstly there is the issue of whether the Apprenticeship Frameworks are fit for purpose. Many employers only want the Technical Certificate as that is the industry requirement. Often small businesses carry out specialist work which makes it difficult for learners to complete their NVQs and a significant number of employers do not value the key skills. Secondly there are issues around employers being reluctant to employ staff who are under 18 because of the health and safety risks of employing young people. Additionally demand for construction Apprentices is dropping a little as employers choose to employ Eastern Europeans who are often more reliable and better skilled. 
The impact of off the job training on employer demand 

In most cases this was not seen to be a major issue in terms of employer participation as most industries expected it, even if they didn’t particularly like it. However providers have had to adopt a great deal of flexibility in how it is delivered to minimise the inconvenience to employers, particularly in the cases where employers do not have the resources to release learners. Many strategies for achieving this have been adopted by training providers including: 

· Running workshops evenings and weekends

· Using e-learning and distance learning

Running one to one and group sessions at Apprentices’ places of work
The impact of employer contributions for 19+ Apprentices on employer demand

Only 30% of the London providers and 18% of the Home Counties providers charged employers for 19+ Apprenticeships and these charges varied wildly from £32 per month up to 100% of the expected Work Based Learning employer contribution, with the majority charging between 15% and 50%. There was no discernable difference between the traditional and non traditional trades in terms of fees charged.

The impact of these charges varies to some extent depending on the employer. Some employers have always paid a fee and are not put off by it. If employers can see a return on investment they often do not mind paying towards training particularly in the traditional trades. However Providers reported that many employers would now rather put a 19+ learner onto Train to Gain which is free, enables access to wage compensation and does not require so much employer input.

Where charges are imposed by providers, they sometimes lose SME employers who cannot afford to pay particularly where they are in sectors where money is tight and wages are traditionally very low, such as Early Years and Hairdressing. In many occupations and in particular construction many small businesses already provide a very good in kind contribution and they struggle to add a paid contribution on top. Even larger businesses can refuse to pay and in some cases employers pass the charge on to their Apprentices. 

Providers remain reluctant to charge employers for 19+ Apprentices and many of those who do levy a charge withdraw it, if it means the employer is going to pull out of the programme. Two London Providers ask the employers for a deposit which is then refunded at the end of the programme.  
The impact of migrant labour on employer demand

Migrant workers are only seen to be an issue for some Construction, Engineering, Motor Vehicle and Hospitality providers. These providers feel that employers prefer to employ migrants because they are more reliable and in most cases more qualified. In Construction, SMEs can sometimes only be competitive if they recruit migrants. 

One Provider takes the view that we are living in a free market and we should be ensuring that we make employing an apprentice as appealing as employing a migrant worker. This provider also questioned whether there is a market for training 25+ migrant workers in recognised UK qualifications to give them a license to practice.

Key Points

· Frameworks do not always meet employer needs. Many employers do not see the value of a full Apprenticeship, particularly as it is not an industry requirement and question why their employees need to undertake training which they as the employer do not see a need for.
· Many employers are expressing a preference for Train to Gain which they believe is easier and quicker for their employees to achieve whilst providing their staff with the qualifications that they require.

· The Business Administration Framework can be viewed as quite generic with many employers not holding these Apprenticeships in high regard, preferring their staff to use other qualification routes instead.
· In Construction many small businesses carry out specialist work which makes it difficult for learners to complete their qualifications. 

· Demand for construction Apprentices is dropping a little as employers choose to employ Eastern Europeans who are often more reliable and better skilled. 

Addressing the Barriers to Employer Demand 

Generating more employer demand is crucial to increasing Apprenticeship delivery in London and Providers feel that this could be achieved in a variety of ways. 

Marketing
The LSC needs to ensure there is clarity about the initiatives they are pushing. The introduction of Train to Gain has led to confusion for some employers who do not understand why their staff should go through an Apprenticeship when they can do a straight NVQ. 

Initially there should be a national campaign re-launching apprenticeships similar to the recent Train to Gain campaign. This should be followed by local joint LSC and provider sector specific marketing to ensure that employers have a clear understanding of what an Apprenticeship is, its structure and components and how they can benefit their businesses, delivered in employer friendly language. This marketing should take the form of adverts and advertorials in local papers and trade magazines using case studies to show how employers are benefiting from the programme.

More than half of providers also feel that the LSC and Sector Skills Councils should facilitate and support employer events where leaders of industry and SMEs can talk about the impact of apprenticeships on their business such as increased productivity and reductions in staff turnover.

In addition, 60% of Providers feel that they should be empowered and given money, perhaps a percentage of their contract value to spend on high quality marketing and face to face employer engagement including providing employers with information, advice and guidance, identifying their training needs and educating them as to how Apprentices could add value to their business. 
They also feel that the LSC should support the training and development of employer engagement teams and facilitate a greater degree of sharing of good practice in employment engagement.
Almost all Apprenticeship Providers feel that the Sector Skills Councils should take a more prominent role in educating employers and in particular SMEs about the benefits of Apprenticeships encouraging and if necessary mandating employers to support them. For example it was suggested by one London provider that any construction company working on a new build should have to recruit a certain number of Apprentices depending on their size or when an organisation reaches a certain size, regardless of sector that they employ a minimum percentage of Apprentices.

This was felt to be particularly important where there was no industry requirement for staff to be qualified or where the industry only required an NVQ or the technical certificate as opposed to the whole Framework. There was also a strong feeling that Sector Skills Councils should promote higher level qualifications particularly in the sectors where the LSC sets Level 3 targets as some industries only required their staff to achieve Level 2 qualifications. 

Finally one provider suggested that more collaborative work should be done with local EBPs who have vast employer contacts.

Key Points

· The LSC should run a national campaign re-launching apprenticeships followed by local joint LSC and provider sector specific marketing to ensure that employers have a clear understanding of what an Apprenticeship is, its structure and components and how they can benefit their businesses. 

· Providers want to be empowered and given money, perhaps a percentage of their contract value to spend on high quality marketing and face to face employer engagement. 

· Sector Skills Councils should take a more prominent role in educating employers and in particular SMEs about the benefits of Apprenticeships encouraging and if necessary mandating employers to support them.
Frameworks

Over 70% of all Apprenticeship providers feel strongly that Sectors Skills Councils, Providers and Employers should work collaboratively in order to address the issues around the suitability of the frameworks in meeting employer needs. They should look at introducing more flexibility into the Frameworks which can be achieved by allowing employers and mix and match units from different NVQs. In the technical trades for example, employers may need their Apprentices to achieve ICT and Customer Service units to supplement vocational units. 

Where employers are unable to provide the full range of vocational experience because of the work they undertake to meet full NVQ requirements, employers should be able to replace these units with training elements which are of greater value to them.

In some cases, particularly in sectors such as Customer Service and Business Administration, the qualifications need to be made more challenging and more in line with individual employers needs and consideration should be given to working with employers and the Sector Skills Councils to develop the curriculum and foundation degree programmes.

Another suggestion is to make it easier to map Apprenticeship qualifications to employers own in house training programmes as where employers have their own internal training they often don’t see the added value of the Apprenticeship.
Consideration should also be given to simplifying and perhaps shortening Apprenticeships and looking at the relevance of key skills and technical certificates to ensure that in each sector, qualifications meet employer and learner needs.

Key Points

· Sectors Skills Councils, Providers and Employers should work collaboratively in order to address the issues around the suitability of the frameworks in meeting employer needs.

· In some cases, particularly in sectors such as Customer Service and Business Administration, the qualifications need to be made more challenging and more in line with individual employers needs
Employer Support

There was a strong feeling particularly among construction providers that there was insufficient recognition of the time and effort required by an employer to support a young person through an Apprenticeship particularly in the traditional trades and that rather than charging employers for 19+ Apprentices, all employers and in particular small businesses should be given an incentive to encourage them to take on an Apprentice. 
Opinion as to what form this should take is divided, but the main suggestions are a wage subsidy although there were concerns that this would give out the wrong message, milestone payments to be made at different stages of the Apprentice’s journey or some kind of fiscal encouragement for taking on an Apprentice such as a tax break or a reduction in business rates. 
In construction, CITB have a scheme whereby employers whose profits are less than £60,000 can get training allowances paid back providing the training provider is registered with CITB and it was suggested that other Sectors might look at a similar scheme.

Just under half the London Providers felt that employers were unequipped to deal with many of the issues which arise when employing young people and that this made them reluctant to take on Apprentices. They felt that employers should be given mentoring and coaching training and support for their supervisors/managers to enable them to support their apprentices and other staff. One provider suggested that this could be complimented by an independent professional mentoring scheme possibly run by the Sector Skills Councils to support apprentices in meeting employer expectations and achieving their qualifications.

Lastly most providers felt that the level of bureaucracy put employers off and that considerable effort should be made to reduce the volume of paperwork involved in Apprenticeships.

Key Points

· Employers should be given a wage subsidy, milestone payments or fiscal encouragement to incentivise them to take on Apprentices.
· In Construction CITB have a scheme whereby employers whose profits are less than £60,000 can get training allowances paid back providing the training provider is registered with CITB and it was suggested that other Sectors might look at a similar scheme.

· Employers should be given mentoring and coaching training and support for their supervisors/managers to enable them to support their apprentices and other staff.

Reward and Recognition

Providers feel that employers should get more recognition for their contribution to the Apprenticeship process through an Employer of the Year Award which would include local or national press coverage. 

Another suggestion was to run a scheme similar to or complimentary to IIP which recognises employers’ contributions to training and developing young people.

Adopting Alternative Methods and Examples of Good Practice

A number of providers have done a considerable amount of research into alternative methods of engaging employers in the Apprenticeship process by looking at models of delivery in other countries. 
Four providers feel strongly that there should be a “sharing of risk” and one College suggested bringing together in partnership a small group of SME’s and training providers either linked by sector and/or geographically who would develop a training agreement between them. This Partnership would then recruit a range of Apprentices who could be placed with a small variety of employers as part of their Apprenticeship experience. This process has the benefit of being less risky for the employer if a learner is unsuitable for any reason and better for the learner who gets a wider range of work experience.
Another private national provider suggested that a way of reducing the risk could be to bring back the trainee status so that Apprentices can complete a probationary period before being offered a permanent contract.
In Australia they have a system whereby an organisation employs the Apprentices and places them with employers, so if the placement doesn’t work out they can be easily moved. Like the previous model this makes taking on an Apprentice less risky for employers. A small group of colleges in South London are looking at how this idea can be implemented here.
Another provider has done some research into the German/European Apprenticeship Model in which large companies take on more Apprentices than they need themselves which produces more trained people who are then able to be of value in their chosen industry. In return for the training and support they provide, these employers then get additional help and support in recognition of the positive contribution they are making to the industry.

Another approach which could be promoted by Sector Skills Councils and the LSC and which is currently being successfully implemented by one provider in London is to encourage employers to see the benefit of taking on a young person straight from education and developing them to meet organisational needs. A key feature of this is the carrying out of a holistic assessment on each learner leading to a detailed report which helps the employer to identify how to get the best out of their Apprentice. Providers then need to provide a mentoring support system for employers to help them deal with the issues they will face when employing young people. 
In order to address the issue of employers being worried about how they will support and train their Apprentice particularly in the non traditional trades, providers should encourage them to see that what their Apprentices’ need is structured exposure to the business environment and as employers, they should focus on what they do as opposed to worrying about teaching. Providers should help employers to agree challenging and relevant learning objectives. The Provider who has adopted this approach has found that his employers have a clearer understanding of what is expected of them, how they can support their Apprentice on the programme and are more engaged in the training process which in turn has led to learners feeling more supported and more committed to completing their Apprenticeship programmes.
2.3.2
Insufficient Suitable Young People Interested in doing Apprenticeships

Although 18% of London Providers reported sending potential Apprentices away because there were no employer vacancies, with one provider estimating that 300 young people a year were unable to access Apprenticeships, more than a third of providers feel there was a shortage of suitable people to take up Apprenticeship opportunities.

In providers’ experience, many young people seem to struggle with the Key Skills and become frustrated at the amount of work required to complete an Apprenticeship, particularly when they know that their industry and in many cases their employers only require them to achieve part of the qualification. 

One provider highlighted that young people do not always recognise that to get and keep the job they want, they need to take a long term view of their training. Four providers identified that many young people and to a lesser extent their parents, do not rate Apprenticeships highly and over half the retail and care providers reported that learners can lack commitment and often do not stay in their jobs long enough to complete their qualification.

Over half of all Apprenticeship providers feel the LSC should provide more support in helping them to identify potential Apprentices and feel there should be a campaign aimed at young people and their parents, putting Apprenticeships on a par with other qualifications. Three of the Providers feel that work should be done with referral agencies and schools to raise awareness of the benefits of undertaking an Apprenticeship. 

One provider suggested that young people should be encouraged to take a more long term view of their training and development through the delivery of effective information, advice and guidance (IAG) about the programmes available to them, the content, so they can understand why they need to undertake each separate element of their Apprenticeship and of potential progression routes. Another Provider suggested that progression routes should include moving into a foundation degree if that is what the Apprentice wants. 
Feedback from the London and Home Counties Apprenticeship providers highlights that although many referral agencies and providers offer IAG it would not seem to be wholly effective in encouraging young people onto Apprenticeships.

There was a strong feeling from more than three quarters of providers that employers need to be encouraged to show a greater level of commitment and to be seen to be working in partnership with providers to support Apprentices through their training programme particularly when it comes to achieving Key Skills. 

· Key Points

· Although 18% of London Providers reported sending potential Apprentices away because there were no employer vacancies, with one provider estimating that 300 young people a year were unable to access Apprenticeships, more than a third of providers feel there was a shortage of suitable people to take up Apprenticeship opportunities.

· Over half of all Apprenticeship providers feel the LSC should provide more support in helping them to identify potential Apprentices and feel there should be a campaign aimed at young people and their parents, putting Apprenticeships on a par with other qualifications.

· More than three quarters of providers feel that employers need to be encouraged to show a greater level of commitment and to be seen to be working in partnership with providers to support Apprentices through their training programme particularly when it comes to achieving Key Skills. 

2.3.3
Lack of Good Quality Qualified Assessors

Another factor that impacts on a provider’s capacity to deliver Apprenticeships is the number of assessors they are able to recruit. In London the Providers interviewed employ 291 full time, 71 part time and 116 freelance assessors between them and in the Home Counties providers employ 123 full time, 48 part time and 4 freelance assessors. (See Fig. 3) This perhaps highlights the more transient nature of the London workforce where many assessors work freelance and/or part time.

Fig. 3

Breakdown of Assessors used by Apprenticeship and NVQ Providers

Assessors


[image: image3]* *Only 3 Providers used Freelance Assessors

The majority of all providers interviewed have experienced problems recruiting and retaining assessors. There is a shortage of good quality competent assessors in most sectors and competition to attract those who are qualified is considerable. Many providers reported that despite spending considerable sums of money on advertising and using agencies, they often failed to find applicants for their assessor vacancies. 

Providers grow their own assessors to address shortages by recruiting occupationally qualified people; however they are often unable to compete with the salaries that potential assessors can earn in their occupational field particularly in the traditional trades. Additionally, private providers often find it difficult to match the salaries and packages offered by colleges. 

Over a third of providers feel that the role of assessor is undervalued and is not given the status it deserves. They feel that training up new assessors is both costly and time consuming and get frustrated that many of them either decide that they want to work for another provider or that assessing is not for them and return to their original industries. 

Providers suggested a number of solutions for addressing the shortage of assessors. 

One idea which is already being worked on is the development of Assessor Academies where assessment training could possibly be combined with the new teaching qualifications to make the role more interesting and give it more status. These Academies, which providers feel should be funded by the LSC, would support the development of a pool of assessors which providers would then pay to access.

20% of all Apprenticeship providers feel that an effective way of retaining assessors is to ensure that they have access to ongoing training and development opportunities and that they have clear career paths to follow. Additionally their roles should be made simpler by reducing some of the paperwork and ensuring they have access to appropriate technology such as laptops, Wi-Fi connexions, cameras and USB sticks. 

Another suggestion was that the LSC should run local/national campaigns to raise awareness of the role and to encourage and incentivise industry staff to become assessors, offering them a financial incentive similar to that which teachers have access to. These campaigns could also be used to educate employers as to the business benefits of training up their staff as assessors. The LSC could then look at introducing a scheme where employers can be offered free or subsidised training for assessor training.

Key Points

· There is a shortage of good quality competent assessors in most sectors and competition to attract those who are qualified is considerable. 
· Providers grow their own assessors to address shortages by recruiting occupationally qualified people; however they are often unable to compete with the salaries that potential assessors can earn in their occupational field particularly in the traditional trades. 
· It was suggested was that the LSC should run local/national campaigns to raise awareness of the role and to encourage and incentivise industry staff to become assessors, offering them a financial incentive similar to that which teachers have access to.

2.3.4
Inflexible Funding Structures and Contracts Issues

Just over a fifth of London Providers feel that inflexible funding structures and contract issues affected their ability to increase their Apprenticeship delivery.

Two London providers want the LSC to adopt a more strategic approach to Minimum Levels of Performance as they feel that looking at figures alone without supporting information can be misleading and has led to contract caps which have limited delivery. Two other London providers feel they have not been able to access funding for 25+ or Programme Led Apprenticeships. They want ceilings on contracts to be removed to provide greater stability and to be given a budget allocation to spend on LSC key targets so they can provide employers with a more flexible range of training solutions.

Four London providers also wanted more flexible funding structures, for the LSC to recognise that one size does not fit all and to have more flexibility in frameworks in terms of what is a successful outcome.  

2.3.5
Lack of Funds for Capacity Building
Funding for capacity building was an issue for all private providers. They feel that they should be able to access capital funding for business development in the same way that colleges do. Whilst these providers understood why they had not been given access to this funding, they feel it is unfair, particularly where they have not for profit charity status.  The high cost in terms of time and money of setting up premises and hiring staff put many of the Home County and National providers off setting up in London and all bar three feel that the London uplift, whilst appealing, is not enough to encourage them to enter the London market. Many of the Providers outside London feel they would need some capital funding to enable them to set up premises in London.
2.3.6
Difficulties in Securing Apprenticeship Funding for Non London and New Providers
For those Providers who want to enter the London Apprenticeship market the main barriers have been difficulties in securing funding. They have either had funding applications turned down or they have been told that they need to have a higher level of Train to Gain business before they can be funded for Apprenticeships. One provider feels that reliance on minimum levels of performance is too rigid particularly when after a poor initial six months their success rates have rapidly improved to the extent that they are now performing 20% above the minimum levels of performance, yet they have still been unable to secure funding. Many of the Providers interviewed were unaware when bidding opportunities were available.  

Suggested solutions to these issues are an appeal structure for existing providers who have new bids turned down and a commitment from the LSC to look more favourably at rapidly improving companies who want to deliver in London.

Existing Home Counties Apprenticeship providers feel that the process of tendering for new London business when you are already delivering Apprenticeships is very labour intensive as you always have to bid from scratch. One provider feels that more power should be given to local decision makers so that moving into a new geographical area could be seen as an extension of your original contract as opposed to a new contract to prevent you from having to go through the whole tendering process from the beginning. 

Five of the national and Home County providers who have the potential to enter the London Apprenticeship market want confirmation that there is sufficient employer demand which cannot be met by existing provision, assurances of a long term Apprenticeship contract with a guaranteed contract value and support in identifying employers.

For London Providers not currently delivering Apprenticeships, the funding issues were not dissimilar. More than half the Providers interested in Apprenticeship delivery had tried on numerous occasions to access Apprenticeship funding and had been turned down. Many of them feel they do not have anyone in their organisation with good bid writing skills but are unable to afford consultants. One provider had been told that the LSC only funded large organisations and that they should look at partnership working instead and another Provider was told that the LSC was not taking on any new providers. 

These Providers feel that the LSC should provide user friendly information sessions firstly to explain their requirements for funding and for delivering Apprenticeships and secondly to provide guidance on effective bid writing. Two Providers would like access to an impartial adviser to help support them through the application process and one provider wanted support in developing their Apprenticeship delivery in terms of where they are, where they need to be and how to plug the gaps. 

One Provider in London who was already delivering Apprenticeships as a sub-contractor but who had been unable to secure funding in their own right wanted the LSC to look at the track record of sub-contractors rather than favour colleges and a Train to Gain Provider who had their last tender turned down said “If we are good enough to deliver Train to Gain, why can’t we deliver Apprenticeships.” 

All those interested in delivering Apprenticeships wanted to know when bidding rounds were taking place.

Key Points

· For those Providers who want to enter the London Apprenticeship market the main barriers have been difficulties in securing funding. They have either had funding applications turned down or they have been told that they need to have a higher level of Train to Gain business before they can be funded for Apprenticeships. One Provider was told that the LSC was not taking on any new providers..

· Non Apprenticeship Providers who have had bids turned down felt that the LSC should provide user friendly information sessions firstly to explain their requirements for funding and for delivering Apprenticeships and secondly to provide guidance on effective bid writing 
· One Provider in London who was already delivering Apprenticeships as a sub-contractor but who had been unable to secure funding in their own right wanted the LSC to look at the track record of sub-contractors rather than favour colleges and a Train to Gain Provider who had their last tender turned down said “If we are good enough to deliver Train to Gain, why can’t we deliver Apprenticeships.” 

2.3.7
Difficulties in Getting New Frameworks Approved and Off the Ground

Two providers expressed frustration at the difficulties experienced and the length of time it takes to get new Frameworks approved and wanted the process to be simplified and approval times to be much quicker.  

One non Apprenticeship London provider wants to set up a Community Warden Apprenticeship which will be of great value particularly in the run up to and during the forthcoming Olympics. They have found the process to be costly and time-consuming and as a small government funded provider although not by the LSC, have been unable to access any development funding despite having the experience of developing accredited qualifications. They want practical guidance on how to set up a new Framework and some financial support to do so.

A national provider who already successfully delivers Train to Gain is very keen to develop a Waste Management Apprenticeship. Having got as far as agreeing a Technical Certificate with the Sector Skills Council, they were disappointed that the Council could only see business for forty Apprentices in the first year with no guarantee of any others in the future. They want the LSC to put pressure on the Sector Skills Council to galvanise employers to support an Apprenticeship.

2.4
Additional Suggestions for Increasing the Apprenticeship Capacity in London
· Encourage the development of small consortia who would work in specialist areas on employer engagement/employer account management 

· Fund academies to develop pools of specialists

· Facilitate more local and  regional sharing of good practice

· Provide support so Providers can look in detail at how sector issues could be effectively resolved

· Showcase more providers/employers to the 12-14s to tie in with work experience

· Support Sector Skills Councils and Providers in running trials and show casing alternatives to frameworks

· Pool people together who have responded to this survey to explore practical solutions to barriers to entering London

2.5
Examples of Good Practice in Contracting Apprenticeships outside London

2.5.1 Consortia
There are some useful lessons to be learnt from Consortiums outside London who bring together a range of providers to deliver a variety of training solutions to employers.  

In one Consortium which is deemed to be the most successful Consortium model by their local LSC and successfully delivers a wide range of skills development training including Apprenticeships, the Lead Partner who is a College is responsible for allocating funding, although they were not actually involved in any delivery in their own right. This Consortium employs a central team to manage the Consortium and carry out regular monitoring activities. Their responsibilities include ensuring that targets are being met, appropriate quality, health and safety and equal opportunities standards are maintained and that agreed common systems and procedures are being followed. Considerable support is provided when providers are under performing or struggling to meet the required standards. 

All the partners are involved in developing quality and sharing good practice and are encouraged to develop new improved processes which can then be adopted by other providers in the Consortium. 

Initially it was a huge challenge to get providers who would traditionally be in competition with each other to work together particularly where they are delivering the same provision; however they have now developed local agreements that say they will market in separate geographical areas.

Although Individual Providers are responsible for their own employer engagement, the central team manages a marketing sub group which runs local campaigns such as advertorials and wraparounds.
The other Consortium is run slightly differently. The lead partner, also a College, puts in bids for funding on behalf of the partnership and then allocates out the funds. The lead partner receives funding for delivery and a management fee. Each provider has a representative on the steering group which drives partnerships activities.

The Lead Partner is responsible for holding monthly performance meetings with providers to ensure that performance measures in terms of delivery targets, timeliness, quality assurance, health and safety and equal opportunities are met. In addition in response to poor achievement of targets by Consortium members, the lead partner has employed an Apprenticeship Co-ordinator to support providers in their premises in recruitment, quality and performance. 

The Consortium is committed to the development of new provision and the local LSC often puts small providers in need of development in touch with the Lead Provider who will support the organisation in meeting LSC requirements, sometimes using external consultants. These new providers who access this additional support pay a slightly higher management fee although this is reduced when the enhanced support is no longer required.  
This Consortium supports the development and sharing of good practice through running training and awareness events and through the Apprenticeship Co-ordinator.

Providers undertake their own marketing although there are additional joint marketing activities which promote all the different training opportunities the Consortium provides in addition to Apprenticeships including E2E and Train to Gain.

This Consortium which is now entering its third year has experienced some difficulties in meeting full LSC requirements for performance and quality up until now, however the Lead Provider feels that with the lessons that have been learnt from the past, they are now starting to see improvement in all areas.
2.5.2 Group Training Associations

Some Providers operate under Group Training Associations (GTAs) which they feel enhances their business opportunities whilst ensuring that employers get the service that they need. 
Group Training Associations are owned by employers and made up of providers in the traditional trades from the same sector who are usually from different parts of the country which makes them non competitive. The Providers are all registered charities and employers pay a membership fee which entitles them to access training. 

The GTAs are managed by trustees who meet bi-monthly to develop and share good practice, benchmark against each other and if necessary use the weight of the group to influence industry decision makers. 

As not for profit organisations, any profit that is generated is re-invested into the business.    
The benefits of operating in this way are that employers can access training at reduced costs and although providers work independently they benefit from being part of a larger group in terms of keeping up to date with industry requirements, developing quality and being able to access funds which would otherwise not be available to them. An example of this is accessing SEEDA funding for a Regional Resource Centre.
2.6
Matching Service

Providers have some concerns about the effectiveness of a matching service. They are concerned that a third party will not be able to maintain the quality and consistency which they have been able to develop with the benefit of years of experience. They feel that such a service would take a long time to build up and are concerned that the people administering it would not have the industry knowledge necessary to make it work.

Providers feel that employers work with them because they like the initial assessment process and trust them to match them to the right apprentices. Some providers believe that employers who already employ apprentices like the face to face contact and would be more likely to use the providers they already work with to source new apprentices. 
Some providers feel that employers do not access the Connexions service and are sceptical that an Apprenticeship matching service will work. They feel that if it is to have any hope of success then it will need to be very user friendly and marketed as a free recruitment agency as opposed to an Apprenticeship matching service. They feel that a considerable amount of work will need to be done to encourage new employers to use the service.

Many providers feel that this service will remove a key component of their role with employers. There is an overwhelming feeling that Providers have worked hard to develop effective relationships with employers and that this service could undermine that. 
Those who believe it could work feel there should be considerable consultation with providers and employers to ensure that a workable infrastructure is developed. Some Providers feel that a matching service would be good if it was quick and effective and reduced employer recruitment costs but were concerned that it could be setting learners up for disappointment if they are registered on a database and there are no employers to match them with. Some Providers feel it would be better if there was a list of employers looking for apprentices.

3.
Summary Recommendations
There is clearly considerable scope for delivering an increased volume of Apprenticeships and Frameworks in the London Region, however for this to be achieved there needs to be a genuine commitment to give consideration to the many suggestions made by the providers who have participated in the Survey. 

3.1
Improve Employer Demand

· Run joint local LSC and provider sector specific marketing campaigns to ensure that employers have a clear understanding of what an Apprenticeship is, its structure, and components and how they can benefit their businesses.
· Use Case Studies, leaders of industry and SME employers to highlight how Apprenticeships have led to bottom line business benefits such as increased productivity and reductions in staff turnover.
· Fund providers to engage in high quality employer engagement activity.
· Facilitate the training and development of employer engagement teams and encourage the development and sharing of good practice.
· Encourage Sector Skills Councils to take a more prominent role in securing employer commitment to Apprenticeships.
· Facilitate collaborative work between Sector Skills Councils, providers and employers to look at the suitability of frameworks in meeting employer needs including introducing more flexibility into the frameworks such as allowing employers to mix and match units from different qualifications, ensuring that frameworks, particularly in the non traditional trades are suitably challenging and provide Apprentices with the skills that employers need. Make it easier to map Apprenticeships to employers’ “in house” programmes and look at the relevance of the NVQ, Technical Certificate and key Skills for each sector in meeting employer and learner needs. 
· Consider linking Apprenticeship to foundation degree programmes.
· Consider incentivising employers for training and supporting Apprentices either through a wage subsidy, milestone payment or fiscal encouragement.
· Consider funding mentoring and coaching training for managers and supervisors to enable them to support all their staff.
· Implement an independent mentoring scheme to support apprentices in meeting employer expectations.
· Introduce Employer of the Year and/or Quality Awards in recognition of their contribution to the Apprenticeship process.
· Look at running trials for other methods of delivery such as the Australian or the German/European model or a model which sees small groups of SMEs and Providers forming a Partnership which then recruits Apprentices and places them with suitable employers which would have the benefit of being less risky for the employer whilst giving the Apprentice a wider range of work experience.

3.2
Encourage Young People to Undertake Apprenticeships

· Run a campaign aimed at young people and their parents and work with referral agencies and schools encouraging them to see the value of Apprenticeships.
3.3
Increase the Availability of Qualified Assessors

· Introduce and fund Assessor Academies to train up a pool of new assessors.
· Run local/national campaigns to raise awareness of the role and to encourage industry staff to want to become assessors.
· Consider offering new assessors a “golden hello”.
· Fund assessor training for employer staff.
3.4
Resolve Inflexible Funding Structures and Contract Issues

· Adopt a more strategic approach to Minimum Levels of performance to prevent funding caps for rapidly improving provision.
· Ensure all providers are aware how to access 25+ and Programme Led Apprenticeship Funding.
· Remove ceilings on contracts and give budget allocations which can be spent on any LSC key target.
· Introduce more flexibility in what is deemed to be a successful outcome.
3.5
Improve Access to Capital Funding

· Provide capital funding for new premises to not for profit and non London Providers.
· Look at ways that private providers could access conditional capital funding through exploring “Lock in” contracts or exit penalties.
3.6
Improve Access to Funding for Non London and New Providers

· Ensure there are clear messages coming from the LSC around the criteria for and availability of funding.
· Provide training and support to non Apprenticeship providers in London in LSC funding requirements and bid writing.
· Introduce an appeals structure for existing providers who have had new bids turned down.

· Make the tendering process less bureaucratic for existing Apprenticeship providers who want to enter the London market.

· Look more favourably at successful sub-contractors who want to deliver contracts in their own right.
· Make sure bidding rounds are well publicised through a variety of media.

· Provide evidence that there is sufficient employer demand to justify setting up provision in London and then offer guaranteed contracts. 

3.7
Simplify the Process for New Framework Approval

· Work with the Sector Skills Councils to simplify and speed up the process for New Framework Approval.

3.8
Additional Suggestions 

· Encourage the development of small consortia who would work in specialist areas on employer engagement/employer account management 

· Fund academies to develop pools of specialists

· Facilitate more local and  regional sharing of good practice

· Provide support so Providers can look in detail at how sector issues could be effectively resolved

· Showcase more providers/employers to the 12-14s to tie in with work experience

· Support Sector Skills Councils and Providers in running trials and show casing alternatives to frameworks

· Pool people together who have responded to this survey to explore practical solutions to barriers to entering London

Appendix 1 - Apprenticeship Frameworks Delivered by the Providers Surveyed

Administration and Professional
· Accounting Technician (AAT) – London and Home Counties
· Business Administration – London and Home Counties
· Information Technology (ICT) – London

· Information Technology (Networking) – Home Counties

· Information Technology (IT User) – Home Counties 

· Team Leading – London and Home Counties
Construction
· Building Services – London 
· Construction Crafts – London  

· Electrical Installations – London and Home Counties  
· Heating and Ventilation – London and Home Counties

· Wood Occupations – London  

· Painting and Decorating – London and Home Counties 

· Plastering – London 

· Carpentry – London and Home Counties 

· Brickwork – London and Home Counties 
· Plumbing – London and Home Counties 

Engineering
· Engineering Maintenance – London and Home Counties 

· Manufacturing and Production – London and Home Counties

· Electrical Installations – London
· Electrical Technical – London and Home Counties
· Engineering Operative – London 

· Heating and Ventilating – London 

· Motor Vehicle Maintenance and Repair – London 

· Mechanical – Home Counties

· Cycle Maintenance – Home Counties

· Gas Fitting (Corgi) – Home Counties
Transportation
· Vehicle Maintenance and Repair – London and Home Counties

· Mechanical Body Repair – London  

Customer Service, Retailing and Wholesaling 

· Customer Service – London and Home Counties
· Retail Skills – London and Home Counties 

· Sales – London 

· Wholesale, Distribution and Warehousing – London and Home Counties  

Health and Beauty
· Beauty Therapy – London 

· Hairdressing – London and Home Counties 

Health, Care and Public Services
· Health and Social Care – London and Home Counties 

· Oral Healthcare – London
· Security – London 

Early Years Care and Education 
· Children’s Care Learning and Development – London and Home Counties
· Playwork – London

· Youth Working – London
Hospitality
· Hospitality and catering – London
· Food preparation – London
· Bar Service – London
· Food and Drink Service – London
· Hospitality Supervision – London
Sports and Recreation
· Sports and Recreation Operative – London

· Leisure Management – Home Counties

· Activity Leadership – Home Counties

· Exercise and Fitness – Home counties
Agriculture
· Amenity Horticulture – Home Counties
Sectors delivered by national Providers Surveyed

· Business Administration and Management 

· Finance

· Customer Service

· Adult Health and Social Care and Dental Nursing

· Automotive Engineering

· Construction
Sectors delivered by non Apprenticeship Providers Surveyed 

· Business Administration and Management

· Finance
· Customer Service

· Hospitality

· Health and Social Care

· Hair and Beauty

· Construction 
· Motor Vehicle

· Transport – Taxis, Private Hire, Buses Lorries

· Adult and Community Learning
Appendix 2 - Programme Led Apprenticeships Delivered by Providers Surveyed

Administration and Professional
· Business Administration – London and Home Counties

· Information Technology (ICT) – London
· Information Technology (Networking) – Home Counties

Construction
· Wood Occupations – London  

· Painting and Decorating – London and Home Counties 

· Plastering – London 

· Carpentry – London and Home Counties 

· Brickwork – London and Home Counties 
Engineering
· Engineering Maintenance – Home Counties 

· Manufacturing and Production – Home Counties

· Electrical Installations – London

· Electrical Technical – London and Home Counties

· Cycle Maintenance – Home Counties

· Gas Fitting (Corgi) – Home Counties

Customer Service, Retailing and Wholesaling 

· Customer Service – London and Home Counties

· Retail Skills – London and Home Counties 

Early Years Care and Education 
· Children’s Care Learning and Development – London and Home Counties

· Youth Working – London

Hospitality
· Hospitality and catering – Home Counties
Sports and Recreation
· Exercise and Fitness – Home counties
Appendix 3 – Organisations Interviewed for this research
	7 City Learning
	London Borough of Haringey (Haringey Adult Learning Service) 

	Accenture UK Limited
	London Borough of Richmond upon Thames - Way To Work

	Alpha Building Services and Emgineering Lyd
	London Borough of Waltham Forest (Community Learning and Skills Service) 

	Apex Consortium
	London College of Beauty Therapy (LCBT)

	Aylesbury Training Group
	London Construction Training Ltd

	Barking and Dagenham Training Services (London Borough Council)
	London Training and Resource Centre

	Barking College
	M2 Training Limited

	Beckett Corporation Limited
	NLT Training Services Limited

	Bexley College
	North London Garages Training Association Limited.

	Bosco Centre
	Nova Partnership

	Business Training Enterprise
	Orpington College of Further Education

	Business Training Enterprise
	Paddington Development Trust

	Carshalton College
	Parenta Training Limited

	Chiltern Training Limited
	Protocol Skills

	Circa Ltd
	QKL

	College Of North East London 
	Quay Assessment Training Limited

	Elite Training and Assessment Centre
	Redbridge College

	Enda Consultants
	Richmond Adult Community College

	Exchange Group Ltd (EXG Limited)
	Ridgemond Training Limited

	Flower Skills and Training
	Safety Plus

	Focus Training Centre
	South Thames College

	FTC Kaplin
	Span Training and Development Limited

	Hawk Management UK LTD (Hawk Training)
	Straight A Training

	Haydon Training Services Limited
	Temp Dent Dental Agency

	Heart of England Training Limited
	The Bromley by Bow Centre

	Heathercroft Training Services Limited
	The Community College, Hackney 

	Impact factory
	The Financial Training Academy

	Inner London Training Limited
	The Skills partnership Limited

	Inter Training Services Limited
	The Waste Management Industry Training and Advisory Board 

	Intrtrain & Forum Limited
	Tower Hamlets College

	IPS International Limited
	Training 2000 Limited

	John Laing Training
	Training Network Group (TNG)

	Kaplan Financial Limited
	Triangle Training Limited

	Kensington and Chelsea College
	Uxbridge College

	Kingston College
	Weir Training Limited

	L.I.T.S
	West Berkshire Training Consortium

	Landmark Training / Newham Community Employment Project Limited
	West Thames College

	Lifecare Consulting Limited
	Westminster Kingsway College


Non Apprenticeship Providers





Home Counties





London





Number





Type of Employment





Freelance





Part Time





Full Time





350





300





250





200





150





100





50





0





21





7





90





4





48





123





116*





71





291





Breakdown of Assessors used by Apprenticeship and NVQ Providers








� Leitch, Prosperity for all in the global economy – world class skills, 2006
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