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Regional Skills Fund

Apprenticeship Project – November 07 to March 08
Final report

Executive Summary

The take up of apprenticeships in the Public Sector in the East Midlands is low
compared to the proportion of the workforce employed in the Sector. At the same
time the Public Sector is facing the problems arising from an ageing workforce
and competing for young recruits. The ethos of the Sector which encourages it to
respond to both a business case and a social responsibility case and our
developing ability to work with the Sector through the Public Sector Compacts
suggests that in the drive to increase apprenticeships in line with Leitch focussing
on this Sector would be a profitable route.

Compact groups are in place across the East Midlands, and a key focus has
been to increase the numbers of apprentices in the Sector in the sub region.

Aim of the Project
The aim of the Regional Skills Fund project was to develop promotional materials
providing a regional framework with a local and specific focus for use with Public
Sector employers at senior levels, recruiters within organisations and elected
members and to develop an added value local consortium model which will make it
easier for more Public Sector employers to venture into offering apprenticeships.

Promotional materials
A group drawn from work based learning providers across the region came
together to look at barriers perceived by Sector organisations which prevented
them engaging with apprenticeship and examples of Sector organisations which
demonstrated good and enthusiastic practice in building apprenticeship into their
activity. The outcome was tailored materials with a local focus to be used with
employers. To achieve the outcome required a certain amount of compromise
because LSC began a campaign while the project was under way

Collaborative models
Investigation was carried out into examples of good practice in working
collaboratively. Using national networks did not produce any useful leads but we
identified the Apprenticeship in Public Sector administration in the West Midlands
and collaborative working led by Somerset Council with Taunton Deane LSP as
models which could help us develop a more coherent response.
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1 Summary of the original proposal
To develop promotional materials providing a regional framework with a local and
specific focus for use with Public Sector employers at senior levels, recruiters
within organisations and elected members and to develop an added value local
consortium model which will make it easier for more Public Sector employers to
venture into offering apprenticeships.

1.1 Background
The take up of apprenticeships in the Public Sector in the East Midlands is low
compared to the proportion of the workforce employed in the Sector. At the same
time the public Sector is facing the problems arising from an ageing workforce
and competing for young recruits. The ethos of the Sector which encourages it to
respond to both a business case and a social responsibility case and our
developing ability to work with the Sector through the Public Sector Compacts
suggests that in the drive to increase apprenticeships in line with Leitch focussing
on this Sector would be a profitable route.

PSC groups are in place across the East Midlands, and a key focus has been to
increase the numbers of apprentices in the Sector in the sub region.

1.2 Planned Activity
Promotional materials
Develop templates and frameworks, branded with the Public Sector Compact
logos, which can be used regionally and within which locally focussed material
targeted at public sector employers at senior levels, recruiters within
organisations and elected members can be inserted. Working through the
process of contacting and individual follow-up - these are likely to be leaflets,
Power Point presentations, website elements building the case on business
benefits and social responsibility stressing the approach as a way to address
worklessness.

Identify champions in sub regional Sector employers who are willing to describe
the benefits they have identified in written form or through face to face meetings.

Identify and develop case studies from public sector employers who have found
apprenticeships helpful have built apprenticeships into their organisational
structures and showcase apprentices who have stayed on and moved up within
their organisation.

Pilot and use materials in meetings with employers

A valuable support for moving forward will be to identify a public sector employer
who is also an existing training provider and is willing to expand their service to
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support apprentices from other organisations to respond to requests for delivery
of apprenticeships in other organisations on an interim basis.

Collaborative models
Research other models for collaborative working and adding value, we were
initially aware of activity in Somerset – both Public Sector and Voluntary Sector -
London and West Midlands but will investigate other models through LSC and
WBL networks. The two strands appear to be a consortium approach or an
added value module attached to the framework specifically linked to working
within the Sector.

Draw key findings and outcomes into a discussion paper and present to Public
Sector employers with suggestions and recommendations for the development of
a pilot model. Suggest ways to meet operational issues arising from this
approach –e.g. contractual liability, Health and Safety, line management.

Use feedback from discussions to develop a business model, supported by the
Sector, to implement the delivery of apprenticeships collaboratively across public
sector organisations.

A team of LSC staff will look at funding arrangements to support these
approaches

1.3 Outputs
A suite of templates and locally focussed materials which can be used regionally
and locally by training providers, provider networks, Connexions, the LSC and
other organisations to promote apprenticeships to the public sector.

A report and proposal for establishing collaborative ways to deliver
apprenticeships across the public sector in the East Midlands and to remove the
barriers for new and smaller employers in the Sector to become involved in
apprenticeships.

As a result of the use of active promotion using these materials and developing
the consortium type arrangements, we expect to produce a total of 50 additional
apprenticeship starts across the 5 sub regions by December 2008
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2 Carrying out of the project
The value of the project has become greater as Public Sector organisations are
being encouraged to take a lead in signing up to the Skills Pledge. Increasing the
number of Apprenticeship should provide a significant part of their effort.

2.1 Promotion

A team of representatives from each of the counties were identified in September
2007, (excluding Nottinghamshire) and a half day planning session was held in
October.

The team agreed they would need to find out why some organisations engage in
the apprenticeship programme, while others don’t, and find good practice
employers to help promote the apprenticeship programme, before developing
promotional tools to target employers.

The team began by making a list of all the benefits of the apprenticeship
programme. They then made a list of what they perceived to be the barriers. As
each county rep had a thorough understanding about the apprenticeship
programme, this particular thought analysis proved to be some what difficult -
was it perception or fact?

2.1.1 Investigation Process
The team decided to gather their research, in two stages. Firstly, with their local
training providers, secondly with a sample of public service organisations. The
second stage was used to identify which organisations did not engage in the
apprenticeship programme and their reasons why, whilst identifying those who
do and asking them for their reasons for engaging in the programme.

The county reps carried out their research over a period of two months and
shared their findings, during a full day meeting, held in January.

Stage 1 – Training Provider Survey
The team created a survey of short questions in the form of an email, for the
training providers, (see background papers for questions) asking them to share
which public service organisations they currently or have worked with, reasons
why they perceive others do not engage in the apprenticeship programme, and to
identify contacts in the public service to approach as good practice employers.

Results:
The average response rate was 24% out of 86 training providers. The results
found that most training providers believe they have some good links with
public sector organisations, and there is no particular reason why they are not
working with all. Most explained they had no shortage of apprentices or
programmes to offer to employers.
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Although the training providers could not disclose individual contact details of
those they worked with in the public service, they were able to suggest which
organisations they considered to be ‘good practice employers’.

The training providers shared their perceived reasons to why some
organisations do not engage in the apprenticeship programme, these included:
- Where occupational area is not covered - no interest shown
- Prefer multi-skill option
- Often not interested
- Government cap on 19+ funding
- Public Sector not allowed to access government money
- Want to use in-house training
- Bureaucratic too much red tape, difficult to implement – not for want of trying
- Don’t employ Young People
- Not willing to pay wages
- Will not engage in programme led Apprenticeships
- Lack of opportunity
- They have not marketed apprenticeships to the Public Sector.

Stage 2 – Employer Survey
The team created a list of questions to form a survey. Each question was based
on the perceived barriers to why the team thought some organisations may not
be engaging in the apprenticeship programme. The county representatives then
telephoned a sample of local employers, to ask them to indicate which of the
barriers applied to them. Answers were collected using definitely, probably,
maybe to definitely not the case. ‘Definitely’ meaning, this was one of the main
barriers. (See background papers for questions).

Results:
Each county rep. collected a sample of five responses (on average) for their
area. From this sample, the main perceived barriers were considered to be:
- Policies and Procedures (too much red tape)
- National recruitment strategies
- They have their own in-house training.
- Unaware of potential and relevance of the apprenticeship programme.

A few other barriers were indicated, these included, limited budgets & short
term funding, perception that the process is too time consuming, prefer to
recruit job ready candidates, likelihood they could attract young people with
low skills. Some organisations also suggested this approach was too dynamic
for their organisation.

A few organisations expressed an interest to know more about the process,
in order to discuss the potential with their decision makers.
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Good Practice Employers
The county reps. approached the public service organisations recommended to
them by the training providers, in the first instance. They also chose to contact
those who they already knew had apprenticeships.

Results
All contacts were positive about the apprenticeship programme. Some had
used the programme for numerous years, while others had just piloted
schemes, and were considering taking on more apprentices.

Administration, IT and Construction appeared to be the most common
apprenticeship programmes used by the Public Service, with Finance, Elderly
Care, Child Care, Motor Vehicle, Grounds Maintenance and Customer Service
also mentioned.

There were various reasons why these organisations had chosen to engage in
the apprenticeship programme. The main reasons, included:
- Social responsibility
- Improves the image of the organisation and links with the community
- Reduces the average age of the workforce
- Encourages young people to continue in learning,
- Provides ongoing links with training providers and schools, to keep in

touch with educational developments, ie. qualifications
- Helps to tackle social exclusion
- Helps to raise the skill level in the region
- Helps to improve the image of the public sector.

There were many reasons why they found the apprenticeship programme
worked effectively in their organisations. These included, having:
- A good relationship with their training provider
- Ongoing support from the training provider
- Flexible training
- A good track record over the years i.e. retention records have been high
- Helped to increase the skills of the workforce
- Integrated the apprenticeships into the workforce (with similar terms and

conditions of employment & salary above min. wage)
- Implemented the programme into their recruitment process not the training

budget
- Used the programme as part of succession planning
- Involvement and support from trade unions.

2.1.2 Creating and Producing Localised Promotional Materials
Following the investigation process, the team arranged to meet together in
February, to discuss how to promote the apprenticeship programme to those
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organisations that had so many barriers to overcome and look at how this
approach could be measured afterwards.

At this point, a Nottinghamshire representative became involved in the team’s
activity.

The group were looking to design a promotional leaflet, using the benefits of the
apprenticeship programme, to tackle the barriers highlighted in the research;
which they could test out across their local areas, to find out whether this
approach encouraged employers to use the apprenticeship programme.

The Coordinator asked the team to bring along any existing presentations and
promotional materials, to support the discussion.

However, before the meeting, the Coordinator was alerted to the news of a
similar awareness raising campaign which had been piloted in Northamptonshire,
and was now going to be rolled out across the region. This campaign was been
led by the regional Learning and Skills Council and NTDP. The campaign
involved gathering a database of public sector contacts in which to send county
promotional leaflets and mail shots to. Once this was known, the Coordinator
asked the campaign lead to attend the regional team meeting to brief the team
about the campaign process, and look at ways to work together on this process.

Seeing that the message in the promotional leaflet incorporated the same
message the group were already aspiring to use, the group agreed to adopt the
design of the existing leaflets to maintain some consistency.

It was important for the leaflets to look different to the LSC leaflets, therefore the
colour scheme was changed to tie in with the Public Service Compact logos and
the Coordinator selected different pictures from the apprenticeship photo library.
The group also agreed that some of the terminology used in the LSC leaflet was
not appropriate to the public sector; therefore, a few changes and additions were
made to the copy.

Unlike the regional apprenticeship leaflets, the county reps. decided they would
like to use local public service case studies in their leaflets, to ensure employers
could relate to the message, and see the potential of the programme to meet
their organisations needs. Therefore there would be five leaflets, one for each
county.

Knowing the public service covered a range of sub sectors, such as Central and
Local Government; Health and Social Care; Criminal Justice, Emergency and
Uniformed Services; Education; and Community and Voluntary Sector, the team
were tasked with gathering supporting quotes from their local organisations.
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Finding a mix of case studies proved to be quite difficult, since it was generally
the local authorities that engaged in the apprenticeship programme. However,
the county reps were able to find 2-3 employer quotes to support the
apprenticeship programme.

Using the LSC leaflet used in Northamptonshire, as the master copy, the
Coordinator worked with the design agency to edit the copy and design for the
public sector leaflets.

However, during this process, the LSC were also designing their regional leaflets
with the same agency. Whilst they were making alterations and checking proofs,
confusion intervened. The LSC asked the Coordinator to await a final proof
before editing the content any further; therefore, this caused an unexpected
delay to the production of the public sector leaflets.

At this point, a date to review the project had been set, yet the leaflets had not
been printed nor tested out in the local areas. Therefore, the project was
extended to the end of May, to enable data to be collected. The Dissemination
event was moved from 6th May to 18th June.

One thousand copies of each local leaflet were scheduled to be printed and
distributed by mid May; however, delivery was put on hold, and instructed by the
LSC to be delivered with their own leaflets to save distribution costs, at the end of
May.

2.1.3 Testing
The county reps. were then given two weeks to test out the leaflets and report
their findings, before the Dissemination event. It was suggested that those who
did not respond to the initial survey would be natural targets to carry out the
testing phase with. It was also agreed that the leaflets should be tested out with
those already engaged in the apprenticeship programme as well.

Employers were asked to feedback on what they thought about the leaflets; did
the leaflet address their issues? if not, what were the obstacles standing in the
way of them taking on an apprentice? and what would encourage them to pursue
the idea? i.e. arrange a meeting, receive more copies of the leaflet.

Leaflets have been distributed to Public Service Compact networks and tabled at
several county events.

Due to time constraints, some of the reps chose to send these questions by way
of an email with an electronic version of their local apprenticeship leaflet
attached.

Results: County reps. reported that feedback was overall very positive.
Employers commented on the design of the leaflet and the
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appropriateness of the case studies. However, most responses came from
those who already engage in the apprenticeship programme.

Feedback included:
The leaflets appear to be clear and concise, brief and easy to read.
The case studies are relevant and very suitable for the purpose.
The lists of available Apprenticeships are thought provoking.
Will be able to use the leaflets productively, to encourage line managers to
recruit apprentices.

Next Phase
Having found that the apprenticeship leaflets have received positive feedback
from the sample of organisations they have reached to date, more efforts are to
be taken to arrange meetings with line managers to encourage them to recruit to
the programme.

2.2 Collaborative approaches
We asked LSC and work based learning provider networks to make contact
through their national networks to trawl for models of good practice which we
could investigate over and above those that already knew of. No other examples
of good practice were identified. Our existing knowledge suggested we should
look in more detail at the West Midlands approach to offering a package
identified as an apprenticeship in Public Sector Administration and the Somerset
County Council collaborative model. Although we looked at them separately the
two approaches could come together as we explain in the recommendations
section.

2.3 Apprenticeship in Public Sector administration
The value of this approach is that it creates a package which can be identified as
something particularly targeted at and deigned for the Public Sector. This can be
a valuable additional marketing emphasis. Following research about young
peoples’ perceptions of working in the Public Sector the West Midlands Public
Sector Compact developed a package which was made up of a “translated” set
of Business Administration NVQ materials in which the terminology was
specifically Public Sector rather than business and an additional module which
focussed on working in the Public Sector and emphasised the wider culture of
the Sector.

Investigation
Rather than sending individuals to visit we paid for West Midlands
representatives to travel to the East Midlands and to lead a seminar on their
approach. To draw in a knowledgeable and informed audience we paid sub
regional leads to attend and covered travel costs for others. The West Midlands
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Response to the idea by February 08 seminar participants – summary
Following inputs from the two West Midlands representatives there was
discussion around tables and questions.

Generally very positive responses with recognition of the value of the approach
as a vehicle to increase apprenticeship offer. The module provided a valuable
addition in a two week module

The value would be as part of a positive Sector based routeway – work
experience, diplomas, apprenticeship, employment.

A way to make Sector feel different, valued and special from the training and
recruitment angle. This approach supports work with Connexions and Jobcentre
Plus. The approach helps by giving a reason to be allowed through the door as
part of the apprenticeship marketing process. This is a special product for the
Sector.

The Public Sector is a vast untapped market for Training Providers. This
approach provides a focus for a young person and can help to make the Public
Sector a career of choice. This could be a motivator for an employer

It is important to recognise that it is possible to use the module in other ways -
other areas/sectors, adult apprenticeships and employee induction

Possible models for use in apprenticeships could be –

As in West Midlands – “translated” Business Admin plus module making an
Apprenticeship in Public Sector Administration

But the pattern could be –

Other frameworks plus the module – this becomes an apprenticeship in different
vocational areas in the Public Sector. There could be common delivery of the
module to mixed groups across departments – or across employers

Issues/action identified in February 08
Accreditation is clearly important. LSC colleagues to look at payment issues and
links to Train to Gain – need to be able to answer the question who pays for the
module and how. Although some providers felt this would be valuable as a loss
leader since the gain in recruitment would outweigh costs

To resolve
Availability of the West Midlands Public Sector NVQ materials– It is now
confirmed that these are available for us to use
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placements are expected to support the apprentice in their development through
regular reviews.

The LSP Scheme Manager is funded by the LSP which also contributes to the
recruitment costs. The Scheme Manager co-ordinates the scheme centrally. The
scheme includes the release sessions to work towards their NVQ and each
apprentice is assigned a training officer to support them in their development.

Although Somerset offers a range of apprenticeships including Finance and Care
within its own departments it only offers Business Skills to the Taunton Deane
scheme. There are documents with more details in the Background documents
section

This model depends on a training provider taking the lead and entering into
agreements with members of a Partnership but there are clear benefits for both
the provider and the partnership organisation. This approach eases the process
of taking on an apprentice for the partner organisations – recruitment and training
are handled for them – and the approach brings economies of scale for the
training provider.

Consideration and discussion of this approach by training providers and Local
Authorities has raised some issues. The apprentices are employed by the County
Council and are subject to the Council’s employment procedures. The Co-
ordinator is the first point of contact on processes. If a placement fails, STC and
the Co-ordinator work to find an alternative placement inside the scheme. If this
is not possible they would consider placement outside the scheme although this
has not happened. It appears there is a clause in the contract of employment
which stipulates that the employment is dependent on the continued availability
of placements. This still means that the Council carries the risk of continuing to
pay someone for a period while placements are found but has a way to limit how
long this goes on and how much it costs.

It appears that the rotating placement model although on the surface attractive as
a way to give young person a series of experiences in different aspects of the
Sector has not been followed through in many cases. The scheme has had to be
more flexible and to allow young people to stay with one placement because
managers have felt strongly that they risk losing the investment they have made
in people placed in real vacancies.

A simpler model which removes the risks to the employer might be for the partner
organisations to employ the young person for the duration of the placement but
to benefit from all the other added value in the scheme.
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4 Background papers on Promotion
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4.1 Promotion - Benefits to Employers:

- Assists with recruitment and retention
- Fulfil skills needs of the organisation - for now and in the future

o Training relevant to the business
- Free support, to suit the way an organisation operates (flexible and tailor

made)
- Bring new skills and expertise - update your business on the latest

technical know how, credit/value the level of skills of employees
- Increases & improves productivity
- Demonstrates the quality of the work force to existing and potential

customers
- Boosts employee morale and motivation (eager to learn, easier to retain)
- Helps reduce workplace accidents
- Training available to existing employees - with supervisory and mentoring

support

What employers are expected to do:
- Involved in the induction process
- On the job training
- Take an interest in apprentice’s progress
- Attend reviews
- Contract of employment
- Pay wages

* No different to what they should be doing with all their employees.

Apprenticeships are ‘designed by business for business!’
Training Provider acts like a dating service, between young person and employer



23

4.1.2 Training Providers - Email Survey

1) Which organisations within the Public Sector do you currently engage
with? (eg The Fire Service)

2) Does any one Public Sector organisation stand out as a good
‘Apprenticeship’ employer?

3) What generic Apprenticeship sectors are they engaged in? (eg
Administration, Engineering, Hospitality)

4) Roughly within the Public Sector how many Apprentices are currently in
training and in what sector?

5) Who do you NOT engage with in the Public Sector and any suggested
reasons why not?

6) Would you be willing to supply contact details within the Public Sector so
that I can ask them a similar set of questions.
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4.1.3 Public Service Organisations Telephone Survey

Questions to be asked over the phone to those who have responded to the email
survey (and indicated that they don’t take on many apprentices)

Possible Barriers
The following are some of the perceived reasons why some employers may not want to take on apprentices:
Can you indicate if these apply to your organisation :

Name of organisation: _________________________________________

Your organisation does not realise the potential benefits?

1 Definitely 2 Probably 3 Maybe 4 Unlikely 5 Definitely not the case

Your organisation does not realise a course exists or could be tailored to their needs?

1 Definitely 2 Probably 3 Maybe 4 Unlikely 5 Definitely not the case

Your organisation does not know how to go about it ?

1 Definitely 2 Probably 3 Maybe 4 Unlikely 5 Definitely not the case

Your organisation does not understand what’s expected of them & unaware of support available?

1 Definitely 2 Probably 3 Maybe 4 Unlikely 5 Definitely not the case

Your organisation feels that it would be too time consuming, i.e. to create tailored course, commit staff
time to programme; energy/training to support apprentice e.g. how to mentor, manage, time to release
staff for training?

1 Definitely 2 Probably 3 Maybe 4 Unlikely 5 Definitely not the case

Your organisation may think a training course is not necessary - non challenging role?

1 Definitely 2 Probably 3 Maybe 4 Unlikely 5 Definitely not the case

Your organisation uses its own means to train existing staff to meet skills needs & fill posts?

1 Definitely 2 Probably 3 Maybe 4 Unlikely 5 Definitely not the case

Your organisation thinks it will attract young people with low skills and/or those who do not have the
right calibre for the job (i.e. maturity & experience) who may not take apprenticeships seriously and
appreciate investment?

1 Definitely 2 Probably 3 Maybe 4 Unlikely 5 Definitely not the case

Your organisation perceives an element of risk, i.e. investing time for training only for apprentice to
leave once qualified?

1 Definitely 2 Probably 3 Maybe 4 Unlikely 5 Definitely not the case

Your organisation prefers to recruit people through traditional route ie. application forms
(who meet job spec required)?

1 Definitely 2 Probably 3 Maybe 4 Unlikely 5 Definitely not the case

Comments recorded when respondent answers questions 1-10.
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Comments recorded when respondent asks if there is any other information that they would like to add

Name of respondent _____________________________________________

Position in Organisation ______________________________________________

Email address ______________________________________________
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4.1.4 Promotional Apprenticeship Leaflets


