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glossARY
A glossary has been produced to accompany this paper and the first ‘Opening 
Doors to Apprenticeships’ paper. It contains some key pieces of terminology 
in relation to ‘opening doors’ to Apprenticeships for disadvantaged and/or 
disengaged young people that are important to clarify. Some of the concepts 
referred to in both papers have various, often disputed meanings and this 
glossary provides a description of what is meant in this particular context.

An online version can be accessed here: 
http://www.youngfoundation.org/files/images/openingdoors_glossary.pdf
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introduction

The Apprenticeship Pathfinder is funded by the National Apprenticeship 
Service (NAS). The Pathfinder aims to provide empirical evidence of the 
processes and relationships that will be required by local authorities, the NAS 
and others, including Connexions, schools and employers, in achieving the 
Government’s aspirations for Apprenticeships, namely that: 

 �  Apprenticeships become a mainstream learning route for young people 
aged 14 – 19 

 � young people meeting the specified entry standards will be entitled to 
an Apprenticeship place by 2013 

 � one in five young people are engaged in Apprenticeships within the next 
decade.

IntRoductIon 
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introduction

 A key strand of the Pathfinder Project is focused on supporting access and 
‘opening doors’ to Apprenticeships for young people who are disadvantaged 
and/or disengaged from this learning route. This includes:

 � young people who want an Apprenticeship place but who experience 
barriers to access, such as:

those who lack qualifications for entry

those facing geographical barriers (location of home, work and college)

young people with criminal records

 � young people who are furthest from education and training and lack 
awareness of Apprenticeship opportunities, including those in jobs 
without training (JWT) and those working in the ‘informal economy’ 
receiving cash in hand.

Young people who are ‘disengaged’ from Apprenticeships as a learning route 
also includes those who are achieving well academically, and participating in 
education and training, but who have never considered (or been supported to 
consider) Apprenticeships as an option for them. This group is a key priority 
for NAS and local authorities alike, in progressing towards Government 
aspirations for the take-up of Apprenticeships; indeed, the Apprenticeship 
Offer plays a central role in achieving this aim.  

As part of this strand of work the Young Foundation convened a seminar 
in April 2009 bringing together experts in the field of Apprenticeships 
and vocational education. The purpose was to explore the barriers that 
can prevent young people from accessing the Apprenticeship pathway. A 
subsequent paper was published, which built upon the issues discussed in 
this first seminar and set out the scale of the challenge in ‘opening doors to 
Apprenticeships’ for young people who are disadvantaged and/or disengaged.  

A second seminar was convened in March 2010 to build on the discussions 
emerging from the first, focusing on practical next steps that can be taken 
to improve the understanding of disadvantage and/or disengagement from 
Apprenticeships, increasing awareness, more effective pre-Apprenticeship 
routes, and better employer engagement.

This paper reports back on the discussions of the second seminar, identifying 
actions which should be taken. This is supplemented with case studies 
from a selection of local authorities around England, including the three 
Pathfinder authorities. The studies detail the initiatives and approaches 
being taken to support access to Apprenticeships for disadvantaged and/
or disengaged young people. They highlight how local authorities are 
preparing young people for Apprenticeships, how councils are targeting 
particular groups of vulnerable young people, engaging with employers 
locally and the approaches being adopted to fund these initiatives. These case 
studies recognise the challenges that local authorities have faced but also 
acknowledge the successes and achievements in opening doors for young 
people who are disadvantaged and/or disengaged.
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the scale of the challenge

the scAle of the 
chAllenge In recent years there has been a considerable expansion in the number 

of Apprenticeships being taken up across the 14 – 19 age range, and 
the Government has committed itself to an ambitious programme of 
development for this learning pathway. As part of this, the Government 
has established NAS, a new agency with ‘end to end responsibility’ for 
Apprenticeships. 

The Government’s ambitions for Apprenticeships include significant 
expansion of the number of young people engaged – a target of one in five 16 
– 18 year olds by 2020. This sits alongside the Raising of the Participation Age 
(RPA):1 Apprenticeships will need to draw in a range of young people to help 
meet the aim of 100 per cent participation. As part of this, the Apprenticeship 
Offer, placed in statute in the Apprenticeships, Skills, Children and Learning 
Act, entitles all young people meeting minimum entry requirements to an 
Apprenticeship place from 2013. As local authorities prepare for their new 
responsibilities handed over from the former Learning and Skills Council (LSC) 
under Machinery of Government2 changes, they must also consider their role 
as provider, procurer and planner of Apprenticeship opportunities for young 
people. 

The recession has placed the spotlight on Apprenticeships, highlighting 
Apprenticeships’ role in offering learning and work opportunities to young 
people, and in supporting businesses to recover. It is clear that 16 – 24 
year olds have been worst hit by the economic downturn, and are likely 
to be the worst affected in the long term: despite reductions at the end 
of 2009 in youth unemployment, the figure rose again at the beginning of 
2010 to 929,0003, a rise from 700,000 in February 2008.4, 5 Whether it is 
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young people who lack formal qualifications or those who experience wider 
barriers to entering the workplace, the recession has had a negative impact 
on the wellbeing and resilience of these already vulnerable young people. 
Apprenticeships have a role to play in building bridges into the labour market, 
thus countering the negative effect of the recession, but must play this role 
alongside their positioning as a challenging learning route for all. 

There are, however, significant numbers of young people missing out on the 
benefits of Apprenticeships, whether through lack of awareness, barriers 
to entry or lack of available opportunities. Demand for 16 – 18 year old 
Apprenticeships already far exceeds supply, and there are concerns that a 
dwindling pool of opportunities reduced by the economic downturn will 
further disadvantage those on the margins. Allied with the Apprenticeship 
Offer, which commits to ensuring young people with requisite academic 
qualifications (a full level 1 qualification or above including English and 
Mathematics) will be able to access a place, fears are growing that these 
trends will further exclude the excluded. The exception to this situation 
has been the recent effect of the Apprenticeship Grant for Employers 
(AGE) initiative. From January until March 2010 NAS provided this grant of 
£2,500 for employers taking on 16 and 17 year old apprentices. This resulted 
momentarily in the number of employer opportunities outstripping the 
number of young people wanting places. 

It is important to acknowledge the distinction between disadvantage 
and disengagement. Young people who are disadvantaged in accessing 
Apprenticeships may be highly engaged with this learning route, but 
experiencing barriers to entry such as lack of qualifications for entry, 
geographical barriers or a criminal record. Conversely, young people with a 
strong record of academic achievement, who may be well placed to move 
into Apprenticeship, may be deeply disengaged due to a lack of awareness. 
Other young people, including many groups who are under-represented 
in Apprenticeship (such as young people with physical disabilities, those 
from Indian, black Caribbean and Chinese communities),6 may be both 
disadvantaged and disengaged. To date, the majority of initiatives to widen 
access to Apprenticeships and increase opportunities locally have focused 
on the most vulnerable young people – those who are not in employment, 
education or training (NEET), leaving care, or young parents, for example. Wide 
media coverage of the NEET figures that were gradually escalating throughout 
2009 demonstrates that this is not a challenge to be underestimated, and is 
of critical importance to local authorities. Many of the young people who fall 
into the category of NEET have not succeeded in formal or academic education 
and can potentially benefit greatly from the blend of vocational training and 
employment that an Apprenticeship can provide. However, concerns have 
been expressed that linking Apprenticeships too strongly to ‘a NEET solution’ 
may undermine their status as a ‘mainstream’ learning route and perpetuate 
perceptions of their being an option reserved for those who struggled at school.  

The first expert seminar and subsequent paper sought to identify the scale of 
the challenge in reaching out to young people who are disadvantaged and/or 
disengaged from Apprenticeships. These issues were explored further in the 
second seminar. A number of key challenges emerged, which can be gathered 
into four key themes:

1. Thinking about young people who are disadvantaged and/or disengaged 
from Apprenticeships

2. Raising awareness and understanding of Apprenticeships

3. Preparing young people for Apprenticeships 

4. Engaging employers.
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1. thinKing ABOUt yOUng peOple 
whO ARe DiSADvAntAgeD AnD/OR 
DiSengAgeD fROM AppRenticeShipS

 � It is important to respond to the diversity of experience of young people 
NEET: this is not a homogeneous group and young people NEET face 
barriers to accessing Apprenticeships for very different reasons. As well 
as being NEET, these young people are also more likely to be leaving 
care, experiencing mental ill health, young parents, come from certain 
Black and Minority Ethnic (BME) communities, have learning or physical 
disabilities or a combination of these circumstances. At present, there 
is a lack of clarity about who is responsible for reaching young people 
on the margins in respect of Apprenticeships, and particular groups 
such as young people who are homeless or vulnerably housed remain 
overlooked.  

 � A focus on NEET status can eclipse the impact of gender, ethnicity 
and disability on access to Apprenticeships, where disadvantage 
and disengagement meets under-representation. This issue must be 
explored not only across Apprenticeship participation but also by sector 
and level. 

 � Young people in jobs without training7 are emerging as a priority group 
for extending the reach of Apprenticeships, coming under increased 
scrutiny as we progress towards the Raising of the Participation Age 
in 2013. Their employed status means these young people may not be 
receiving sufficiently focused support as they are officially outside the 
‘NEET group’, but it is often these young people who experience ‘churn’ 
between successive learning and work opportunities. Huge diversity 
exists within this group, from young people taking ‘gap years’, those who 
are employed and receiving informal or non-accredited training and 
others in low skill, low pay roles with a weak attachment to the labour 
market. It is the latter two groups that are of most concern and targeted 
most concertedly for Apprenticeships. It must also be recognised that 
some young people will prefer to remain in their current role as it is 
likely to attract a higher salary than an Apprenticeship. 

 � There is a significant challenge in reconciling the Government’s 
aspiration of parity of esteem for Apprenticeships with the main 
learning routes in the 14 – 19 phase, and the wish to position 
Apprenticeships as part of the ‘NEET solution’. Alongside this, it is 
important to recognise that local and national priorities to reduce 
the numbers of young people outside learning and work, give 
Apprenticeships a central role and may take precedence over activity 
to promote Apprenticeships to young people currently on academic 
pathways. 

 � A key element of increasing the appeal of Apprenticeships to young 
people currently on academic pathways lies in strengthening and 
clarifying progression routes beyond an Apprenticeship, including to 
higher level Apprenticeships and into Higher Education (HE). This lack 
of clarity around progression routes can result in a perception that 
Apprenticeships are restrictive, if a young person is unsure of their 
future learning and work aspirations.

 � Concern has been expressed8 that the relationships between training 
providers and local authorities are poor, in the lead up to the transfer 
of responsibilities from the LSC to local authorities in April 2010. 
With confusion around roles and responsibilities, there is an increased 
likelihood that the most vulnerable young people may slip through the 
net and miss out further on potential Apprenticeship opportunities. 

 � The introduction of Minimum Levels of Performance (MLPs) has 
encouraged training providers to be ‘risk averse’, opting in some cases 
to work with young people most likely to complete their Apprenticeship 
Framework. 
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2. RAiSing AwAReneSS AnD 
UnDeRStAnDing Of AppRenticeShipS

 � Current careers education, information, advice and guidance (CEIAG)9 
provision is falling short of offering an impartial representation of 
Apprenticeships, alongside other options within the 14 – 19 phase, to 
all young people. Impartial information advice and guidance (IAG)10 
has not always been available, and Apprenticeships in particular have 
suffered. In addition, there is a risk that current approaches are failing 
to reach young people on the margins: many young people are outside 
formal education settings, and/or do not have the technology or ability 
to access information provided outside school or college. 

 � Family and community are recognised as being highly influential in 
shaping young people’s learning and work aspirations. Young people are 
most able to thrive and develop resilience in life through the support 
of their families and communities.11 However, there are significant 
numbers of young people who cannot draw on the support of their 
parents, and who live in areas where Apprenticeships are not valued by 
the community. Existing approaches to CEIAG do not always extend to 
parents and the community, as seen for example in the lack of materials 
around Apprenticeships in community languages. 

 � Evidence from the Pathfinder Project suggests that there remains 
widespread confusion about the definition and concept of Apprenticeships, 
and persistent perceptions of this learning pathway being predominantly 
for ‘non-achievers’ or those young people who struggled in formal 
education. This tends to lead to information around Apprenticeships 
being ‘filtered’ for those who are perceived to ‘need’ it the most. The 
Apprenticeships, Skills, Children and Learning Act places a statutory duty on 
schools to provide equal information about all post-16 options including 
Apprenticeships. However, evidence emerging from the Pathfinder Project 
suggests that teachers in more academically focused schools tend to see 
Apprenticeships as second rate in comparison to an academic route, and 
are reluctant to include Apprenticeships in general CEIAG. 

 � The drive to raise awareness and understanding of Apprenticeships 
needs to be balanced with the ability to meet resulting demand with 
enough opportunities: unmet demand and expectations could lead to a 
devaluing of the Apprenticeship route. 

3. pRepARing yOUng peOple fOR AppRenticeShipS
 � Further development of pre-Apprenticeship provision is needed, both 

to build more effective routes into Apprenticeship for disadvantaged 
and/or disengaged young people, and to better support retention and 
achievement once in Apprenticeship. Pre-Apprenticeship provision can 
also provide vital opportunities to build confidence and vocational 
direction, as well as a chance to begin forging links with employers. 
To date, there has been no systematic analysis of the conditions and 
approaches which best support success in and progression beyond 
Apprenticeship. 

 � Some young people are not ready for an Apprenticeship at 16 and 
require more support and preparation than others. This can particularly 
be the case for the most vulnerable young people, such as those who 
have not achieved in formal education, young people with criminal 
records or those who have recently left care. Pre-Apprenticeship routes 
need to take account of both preparation for Apprenticeship and 
appropriate placement, in order to reduce drop-out and incidences of 
placement breakdown. 
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 � Many local authorities are developing Apprenticeship initiatives in 
response to the numbers of young people who are perceived to be 
unable to access an Apprenticeship without additional and dedicated 
support. This suggests that current pre-Apprenticeship provision 
could be improved, and poses questions about what the focus of 
such provision should be. Some argue that the ultimate aim is to 
provide direct progression into Apprenticeship for young people facing 
disadvantage, whilst others seek to level the playing field and better 
enable young people to compete. Whilst providing direct progression 
into Apprenticeship is a common feature of local authority initiatives, 
there are those who argue that it risks devaluing the Apprenticeship 
‘brand’, associating it with an ‘easy’ option for those who have not 
achieved academically.

 �  There remains confusion around the distinction between the new 
Diploma and Apprenticeships. Whilst the Government has made great 
efforts to identify Apprenticeships for those who have clear vocational 
ambitions and Diplomas as a far broader, general qualification, some 
view the two pathways as competing. The Skills Commission highlighted 
calls for better integration between the two pathways, “facilitating 
progression and cohesion between the two programmes.”12 With 
Diplomas still a relatively new choice, it remains to be seen what their 
impact on Apprenticeship take-up will be. 

 � There is a risk that the introduction of the Apprenticeship Offer, with 
its minimum qualification requirements, will further demotivate those 
young people who are not achieving academically. Arguably, minimum 
qualification requirements are perhaps a disincentive for young people 
seeking a vocational learning route, which more often than not values 
wider skills and knowledge.

 � Research has consistently demonstrated that employers are less 
demanding of technical skills, considering them trainable, if potential 
employees can demonstrate a range of ‘employability’13 and soft skills, 
and other ‘positive attributes’.14 

 � The extent to which flexibility can be incorporated into Apprenticeships 
needs to be explored. Flexibility (varied start times, flexible hours 

and curriculum content according to need) has been shown to 
be highly successful in engaging young people on the margins of 
education and training, but in the context of Apprenticeships, must 
be recognised as being largely at the discretion of the employer. The 
status of Apprenticeships as ‘work’ (as opposed to ‘learning’) is both 
a contributory factor in their attractiveness to young people who did 
not succeed in mainstream education and a potential barrier for those 
without experience of the workplace.
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4. engAging eMplOyeRS
 � Employer engagement is one of the most significant issues in order 

to increase supply of opportunities and shape young people’s access 
to and completion of Apprenticeships. The needs and requirements 
of employers must be understood before introducing the concept 
and benefits of an apprentice. Bureaucracy, or a perception of it, can 
often deter employers from taking on apprentices. A further challenge 
is presented when balancing the need for employers to keep costs 
down in the current economic climate alongside widening access and 
supporting young people who may have additional support needs into 
Apprenticeships. 

 � The importance of academic qualifications to employers appears to 
vary, but there is unanimous agreement on the role of so-called ‘soft’ 
or ‘non-cognitive skills’, such as team working, communication and 
timekeeping. There is a risk that the new Apprenticeship Offer, which is 
predicated on the achievement of academic qualifications, will prioritise 
academic achievement over motivation and commitment. 

 � Employers often find that converting low wage staff, who are 
categorised as in a ‘job without training’, onto an Apprenticeship is 
difficult. 

 � Larger organisations may be better positioned and resourced to support 
young people with particularly complex needs. Small or medium 
enterprises (SMEs) may need to look to local authorities, training 
providers and/or third sector organisations to provide this support.  

 � Employers’ perceptions of apprentices can be that “Apprenticeships 
involve too much effort for too little return”.15 Concerted efforts to 
support ‘hard to reach’ young people into Apprenticeships could risk 
perpetuating negative perceptions of Apprenticeships as the ‘remedial 
option’. 

The first paper in the Opening Doors series highlighted the potential for 
Apprenticeships to greatly impact and enhance the wellbeing of young people 
by increasing their confidence of eventual employment, and through building 
their employability and soft skills. Young people with potentially most to 
gain from Apprenticeships are those who are furthest from learning and work 
opportunities and those who experience the greatest barriers to access; those 
young people who are also most likely to have suffered from or continue to 
suffer over the coming years from the impact of the recession.

In the next section we build on the themes that were discussed at both 
seminars and consider the practical next steps that need to be taken 
in order to better understand disadvantage and/or disengagement 
from Apprenticeships, to raise awareness, to create more effective pre-
Apprenticeship routes, and to improve employer engagement.
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thinking about young people 
who aRe disadvantaged and/oR 
disengaged fRom appRenticeships

Challenges:
 � Responding to the diveRsity of expeRience within ‘the 

neet gRoup’
 � Recognising the impact of gendeR, ethnicity and 

disability 
 � Reaching young people in jobs without tRaining 
 � Reconciling the ‘social inclusion’ and ‘mainstReaming’ 

agendas
 � claRifying pRogRession Routes 
 � stRengthening Relationships between tRaining 

pRovideRs and local authoRities, and suppoRting 
pRovideRs to ‘take Risks’

ReflectIng on 
wAYs foRwARd
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 � The most successful Apprenticeship initiatives tailor their support for 
employers and young people to the target group. This involves:

 � gauging the target group’s awareness and understanding of 
Apprenticeships

 � mapping the target group’s exposure to Apprenticeship ‘messages’ 
and building on these messages positively 

 � exploring your target group’s aspirations for Apprenticeship and the 
common barriers to access

 � working with employers to understand the demands of the labour 
market/workplace 

 � developing provision which overcomes barriers, empowers young 
people to access existing opportunities, and meets employer needs.

 � It is also important to build a better local picture of which groups are 
under-represented or disadvantaged, and where, in order to respond 
effectively. 

 � It is important to differentiate between ‘disadvantage’ and 
‘disengagement’ in practice. There are many young people facing 
disadvantage, such as young parents or young people from certain 
BME communities, who are keen to engage but face barriers to access. 
Conversely, there are young people who may have achieved in formal 
education, and face very few barriers to accessing Apprenticeships, but 
are highly disengaged from non-academic pathways. Working with 
local Connexions services, local employer networks and using data 
from regional NAS teams can help to understand patterns of young 
people’s engagement, disengagement or under-representation in 
Apprenticeships, and explore why young people may be unsuccessful in 
taking up opportunities.

 � Local authorities, working with Connexions services, can begin to 
explore the roles and sectors where jobs without training are most 
prevalent. Tracking young people moving into these positions enables 
targeted contact to introduce learning opportunities, and engagement 
with employers. It is important that employers understand the 

implications of the RPA, and their role in supporting training for young 
people. Accrediting some or all of the training available to young people 
in the work place to national standards should be a priority under the 
RPA agenda, alongside better post-16 follow up and support systems 
to prevent young people entering ‘dead end jobs’. NAS has a key role in 
linking employers with training providers to facilitate these conversions. 

 � Young people should have the time, space and information to reflect on 
whether Apprenticeships are the right option for them. This is frequently 
about helping young people to understand the way they prefer to learn, 
and the environments in which they are more likely to achieve. It is 
easy to make the assumption that Apprenticeships are the best option 
for young people who have not benefitted from formal education, but 
this analysis is too crude. Equally, employers need to be convinced 
that young people put forward for their vacancies are motivated and 
committed to the role, and understand what is expected of them.

 � Further clarity is needed around the respective roles of the local 
authority, training providers and NAS in respect of reaching and 
engaging vulnerable young people in Apprenticeships, particularly in 
light of Machinery of Government changes.17 The potential for a single, 
local authority-led plan could be explored.

 � An unhelpful dichotomy has developed in both policy and practice 
debates which positions the social inclusion agenda for Apprenticeships 
in opposition to the ’mainstreaming’ aspiration. There is a strong 
perception from local authorities that ring-fencing opportunities is the 
only way to support disadvantaged young people into Apprenticeships. 
However, this approach is not advocated within the new Apprenticeship 
Vacancies system, where opportunities cannot be limited by age, 
residency, or NEET status, for example. A potential shift towards 
academic qualifications as a proxy for ‘Apprenticeship-readiness’, 
stimulated by the Apprenticeship Offer, could exacerbate the perception 
that ring-fencing vacancies is the only effective approach. Given the 
impact of the recession on young people’s employment opportunities, 
the drive to increase access to Apprenticeships for young people NEET is 
likely to remain. A priority must be finding the commonality of language 
to develop new solutions, and to overcome perceptions of opposition.  
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 � Third sector and voluntary organisations have an important 
contribution to make in re-engaging the most vulnerable young people 
with Apprenticeships and providing vital additional support. The 
potential for such organisations to employ apprentices could also be 
further explored, alongside opportunities to develop peer support or 
Apprenticeship Champion models.

Raising awaReness and 
undeRstanding of appRenticeships

Challenges:
 � making appRenticeships moRe visible within ceiag 
 � extending infoRmation aRound appRenticeships to all 

young people
 � Reaching young people who aRe outside foRmal 

education settings 
 � building on the influence of family and community 
 � claRifying undeRstanding of appRenticeship 
 � balancing awaReness Raising with meeting demand 

 � In developing CEIAG approaches, it is important to understand current 
demand for Apprenticeships, including the profile of young people 
who are most engaged, the source of existing information, and how 
Apprenticeships are perceived in the wider community. This will also 
assist in planning for likely demand under the new Apprenticeship Offer.

 � A much more lateral approach to IAG is needed. For both parents and 
communities, materials for IAG need to be produced and distributed in 
accessible languages and methods in order to successfully convey the 
positive messages about Apprenticeships. 

 � Those in the ‘guidance community’ such as youth workers and librarians 
are potentially underused resources. The amount and quality of 
information about Apprenticeships they possess is unclear and likely to 

be patchy. It is important to map both young people’s points of access 
with the wider guidance community, and the levels of awareness of 
Apprenticeships among this community. 

 � By providing broad CEIAG in schools much earlier, and beginning to 
introduce the concepts in primary school, there is the potential for a 
much greater impact on children, young people and their families. By 
the time some young people learn about Apprenticeships, they are 
already set on their way to ‘A’ Levels or further education. 

 � Young adults who have recently completed an Apprenticeship can 
provide young people with an opportunity to learn about the reality 
of being an apprentice from a peer. This would provide an opportunity 
to ‘walk’ a young person through the experience of applying for and 
choosing an Apprenticeship. This approach can also support schools to 
identify where ex-pupils have moved into Apprenticeships, and where 
the pathway has led them.

 � Teachers, having followed an academic pathway, may feel particularly 
disconnected from Apprenticeships and the opportunities they can 
create. Providing teachers with relevant and up to date information on 
Apprenticeships will be important in enabling them to support impartial 
CEIAG, and to respond to young people’s interest. 

 � The practical nature of an Apprenticeship can be incorporated into 
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CEIAG approaches, building information into practical taster sessions 
or work experience. Work tasters are also instrumental in opening 
up relationships with employers, helping young people to make 
decisions about learning and work options, and can be converted into 
Apprenticeships. It is important to recognise that not all young people 
will have the motivation and resources to access information on 
Apprenticeships online. 

pRepaRing young people 
foR appRenticeships

Challenges:
 � building moRe effective Routes into appRenticeship foR 

disadvantaged and/oR disengaged young people 
 � suppoRting young people to make moRe infoRmed 

choices to Reduce dRop-out and placement 
bReakdown 

 � Resolving the focus of pRe-appRenticeship pRovision 
 � claRifying the links between the diploma and 

appRenticeships
 � oveRcoming the potential Risk posed by the 

appRenticeship offeR in demotivating young people 
who aRe not achieving academically. 

 � balancing the need foR functional and technical 
skills with employability and ‘soft skills’ 

 � Engaging with employers in the pre-Apprenticeship stage not only 
increases business influence on how young people are prepared, but 
also enables the formation of relationships before either side makes 
a commitment. For young people who are disenchanted with formal 
education, they are more likely to be engaged by employers, as they 
represent the ‘real world’ of work. Employer dissatisfaction with the 
skills and knowledge brought by young people into the workplace is 
frequently reported: better education and business links can help to 

overcome negative perceptions and increase engagement with the 
Apprenticeship route. 

 � There is no single pathway into an Apprenticeship, and for young 
people on the margins of education, employment and training, rightly 
so: there needs to be choice and flexibility to accommodate different 
circumstances. There is now the opportunity to more effectively tailor 
pre-Apprenticeship routes through the development of Foundation 
Learning provision, but recognising that more innovative solutions 
may be needed to better prepare young people to progress into 
Apprenticeship.  

 � In response to some employers’ concerns that young people are not 
‘work-ready’, pre-Apprenticeship support should revolve around 
the ‘soft skills’ that employers value more highly than academic 
qualifications. These skills include self-management; team working; 
problem solving; application of IT; communication and literacy; 
application of numeracy; as well as business and customer awareness.18

 � Clarifying and promoting the pathways beyond an Apprenticeship 
allows young people and parents to understand that an Apprenticeship 
can be used as a route to further learning and is not the ‘final 
destination’. It is important to make choices ‘real’ for young people: 
significant numbers of young people will not have contact with peers 
who are in Apprenticeships, and can lack confidence in ‘being the 
first’ to opt for this pathway. Similarly, progression routes through 
Apprenticeships need to be modelled for young people, to transform 
them from theoretical possibility to reality. 

 � A more holistic approach should be adopted in pre-Apprenticeship 
provision to take into account life circumstances, prior experiences and 
the emotional wellbeing of disadvantaged and/or disengaged young 
people. These young people have quite often experienced disadvantage 
whether in an economic, social or education context. Preparing them to 
move into Apprenticeships requires more rounded support than working 
towards qualifications. 

 � Providers need support to engage with the most vulnerable young 
people, rather than focusing on those perceived to be most likely to 
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succeed in Apprenticeships. Incentives in the form of quotas or social 
clauses may go some way to addressing this challenge.   

engaging employeRs

Challenges
 � incReasing the supply of employeR places to meet 

demand 
 � balancing the need foR employeRs to keep costs 

down in the cuRRent economic climate alongside 
suppoRting young people with additional needs into 
appRenticeships

 � suppoRting employeRs, paRticulaRly smes, to suppoRt 
young people

 � oveRcoming peRceptions of appRentices as demanding 
too much time and ResouRce 

 � The marketing of positive messages combined with personal contact 
is key in encouraging employers to engage with Apprenticeships. 
Evidence19 has shown that across sectors, employers recoup their 
investment in an apprentice in monetary terms within two to three 
years. The same research demonstrated that Apprenticeships are 
associated with lower labour turnover, company commitment and 
perhaps most positively, apprentices can bring new ideas and innovation 
into a business.20 These incredibly powerful, positive messages should 
be marketed to prospective employers to encourage their involvement. 
It is important to build on these messages with personal contact: it is 
this personal contact with employers which is particularly significant in 
developing opportunities for more ‘hard to reach’ young people.   

 � Developing relationships between local authorities, employers and 
training providers will help to ease the tension between the mainstream 
and social inclusion agendas. When supporting young people with 
additional or complex needs, communication with the local authority 
or training provider should begin early to ensure that employers are 

aware of circumstances, and of the support and preparation that can 
be provided. One way to foster such relationships is through employer 
forums, to develop links and source placements for young people.    

 � Good communication between training providers and employers is vital 
in ensuring that employers are informed about the qualification element 
of the Apprenticeship, and are able to provide the breadth of experience 
in the workplace required. Local authorities and regional NAS staff play 
a key role in brokering and supporting these relationships. 

 � Standard recruitment processes may not benefit young people who are 
disadvantaged and/or disengaged, due to the emphasis on academic 
achievement and work experience. Young people who are furthest 
from the workplace are unlikely to hear about opportunities through 
word of mouth, nor have the networks to open up new possibilities. 
Building relationships with employers before making a commitment can 
overcome some of these challenges, and can develop more innovative 
approaches to recruitment, such as practical assessment days or work 
experience carousels. 

 � There are benefits to be gained through pre-Apprenticeship initiatives 
by the young person and the employer in starting the relationship early. 
Employers would have the opportunity to shape pre-Apprenticeship 
information, formats and activities, resulting in young people who are 
more ‘work ready’. In research conducted by the Young Foundation, 
employers preferred apprentices with the right attitude rather than 
the right qualifications.21 If employers engage with pre-Apprenticeships 
programmes there is a greater chance of young people developing the 
relevant and required employability skills.         

 � Employer involvement in taster sessions and work experience would 
enable them to develop their knowledge of Apprenticeships, meet with 
possible future apprentices, overcome negative perceptions and get 
involved before having to commit long term. Employers who integrate 
in such activity can only benefit themselves if they are then able to 
contribute to the Apprenticeship process alongside the local authority. 
Such involvement is also an excellent way of forging links with the local 
authority and training providers which can then develop into longer 
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term working relationships providing sustainable Apprenticeships.

 � As important as mapping and understanding the demand from young 
people, it is equally vital to understand the supply from employers. If 
local authorities and the NAS are able to understand the characteristics 
of the local labour market, and know where and possibly why employers 
are not taking on apprentices, targeting and engagement will be more 
effective. By gaining a real understanding of local employers, the local 
labour market and young people’s interests, programmes and initiatives 
can develop to be mutually beneficial. 

 � Within a local authority, agreeing a central point of contact with 
employers can provide continuity and avoid duplicating approaches for 
work placements, Diplomas, Apprenticeships and similar. This would 
also support crossover and progression for young people between 
different options, and simplify access to assistance for the employer. 
Developing one to one relationships supports sustained involvement in 
Apprenticeships, and increases resilience when challenges arise.  

 � Social clauses are legal requirements placed into contracts and 
agreements that the council enters into with third parties. For these 
to be effective in encouraging employers to take on apprentices, social 
clause requirements should be considered at the very beginning of the 
procurement process. Local authorities could work with the appropriate 
Sector Skills Councils in determining appropriate Apprenticeship 
outcomes for social clauses. It is important that employers have 
confidence that suitable, motivated and ‘work-ready’ young people are 
referred to them. This could come through pre-interview training and 
support, using specialist training providers if necessary to ensure young 
people are ready for work.

 � Local authorities who recruit apprentices across their service areas act 
as an excellent role model to the wider community and private sector 
employers. Particularly in cases where local authorities employ young 
people with complex needs, they are able to demonstrate to other 
employers the benefits of Apprenticeships and the support that can be 
put in place to make them a success for the business and the apprentice. 

conclusions
This paper has reported on the key issues emerging from the first paper in the 
Opening Doors series, and discussions at the two expert seminars. At these 
seminars, there was a consensus around the benefits of Apprenticeships in 
supporting the transition to the workplace, the development of vocational 
and employability skills, and the path to adulthood and independence.

However, there is unequal access to Apprenticeships. Many young people 
experience barriers to access, just as others lack the information and 
resources to pursue a potential interest. There is less agreement on the 
question of whom Apprenticeships are for. Significant numbers of local 
authorities are developing initiatives to support young people on the margins 
of education, employment and training into Apprenticeship opportunities – a 
response to the recession and rising youth unemployment that is likely to 
continue for the foreseeable future. For others, this approach risks linking 
Apprenticeships too closely to a ‘NEET solution’, which may ultimately 
undermine efforts to increase employer engagement. With the recent 
transfer of responsibility for 16 – 19 learning from the LSC to local authorities, 
overcoming the policy and practice issues associated with the positioning of 
Apprenticeships is critical. 
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Clarifying messages around Apprenticeships is important when extending 
the reach of CEIAG to young people who are disengaged from this learning 
pathway, and in communicating with their parents and the wider community. 
For too long, Apprenticeships have lost out in relation to other learning 
opportunities; achieving the renaissance for Apprenticeships that has such 
cross-party support will require a cultural shift. Reflecting the vocational 
nature of  

Apprenticeships in CEIAG approaches is a welcome development, particularly 
in making Apprenticeships more ‘real’ for young people, and in giving them 
the opportunity to reflect  

on whether Apprenticeships are the right choice for their future. 
Apprenticeships will not be suitable for all young people, and an important 
factor in positive experiences (both for the employer and the apprentice) is 
giving all stakeholders the time and space to make this decision. 

Preparation for Apprenticeship is a priority for local authorities, training 
providers and third sector organisations working with young people. Existing 
provision designed to progress young people in Apprenticeship has not 
achieved the outcomes anticipated (particularly Entry to Employment), 
leading to a range of locally-designed initiatives which can be difficult to 
sustain longer-term. There is broad consensus around the ‘critical success 
factors’ for pre-Apprenticeship provision, which include early links with the 
workplace and individual employers, a focus on wellbeing and emotional 
resilience, and developing the employability skills so in demand amongst 
employers. For some young people, particularly the most vulnerable, this is 
likely to be a long process, with a wrap-around of strong practical support. 
Debate is ongoing about whether such provision should seek to place young 
people directly into Apprenticeship or enable them to compete for available 
vacancies on a level playing field. Arguably, such competition may never be 
an option for some young people, signalling a need for flexibility and targeted 
approaches in developing Apprenticeship opportunities.   

The development of relationships sits at the heart of so many aspects of this 
agenda. Evidence is emerging from the Apprenticeship Pathfinder Project of 
the importance of personalised approaches to CEIAG, walking young people 
through the process of applying for and taking up an Apprenticeship. Similarly, 
strong relationships between local authorities and training providers will 
assist in overcoming perceptions of risk in engaging young people on the 
margins of education, training and employment. Ultimately, relationships 
with employers open up opportunities to broker work tasters and placements, 
enhance their input into pre-Apprenticeship provision, and help to challenge 
perceptions of Apprenticeships and apprentices as ‘too much effort for too 
little return’. 

The Apprenticeship Pathfinder Project is highlighting the potential for 
Apprenticeships to build the wellbeing of young people and their families 
together with promoting the Apprenticeships route as an equal learning 
pathway to ‘A’ levels, Diplomas and Foundation Learning. Apprenticeships 
can also pay dividends for business, not least by providing employers with 
the opportunity to ‘give something back’, an aspiration particularly of those 
employers who came through the Apprenticeship route themselves. However, 
it is often the case that young people with potentially most to gain from 
the Apprenticeship route are those who experience the greatest barriers 
to access. The Apprenticeship Pathfinder, alongside the experience of local 
authorities more widely as reported in the case studies featured in this report, 
is beginning to shed light on new and innovative approaches in ‘opening 
doors’ to Apprenticeships.
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This paper has identified some of the steps that can be taken to break down 
the barriers and to encourage more young people who are disadvantaged 
and/or disengaged into Apprenticeships. Some of these steps are already 
being taken in local authorities around the country. Lessons can be learned 
from activity being practiced and built upon to ensure disadvantaged and/
or disengaged young people have the opportunity to access and complete an 
Apprenticeship. 

The case studies were selected to provide a good representation of the 
different locations, a range of initiatives targeting different groups of 
vulnerable young people, different approaches to funding and different types 
of employment opportunities offered (Annex 1).  Information was gathered 
through a series of telephone interviews conducted with key stakeholders 
within the local authorities where details of the initiatives were discussed 
alongside the challenges and successes of each approach. 

initiatives and appRoaches to opening 
dooRs to appRenticeships

heRtfoRdshiRe countycouncil 36 
kent county council   42 
lancashiRe county council  48 
lincolnshiRe county council 54 
london boRough of  
baRking and dagenham  60 
manchesteR city council  66  
noRth yoRkshiRe county council 72 
south tyneside metRopolitan  
boRough council   78 
wiRRal metRopolitan  
boRough council   84 

cAse studIes 
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heRtfoRdshIRe countY 
councIl – futuRe 565
Combining Future Jobs Fund activity and Performance Reward Grant funding 
to create 365 local Apprenticeship opportunities in both the private and 
public sector with 65 targeted specifically at vulnerable 16–19 year olds.

SUcceSSeS
 � 53 Apprenticeships were created between October and December 2009, 

seven of which are filled by vulnerable young people
 � positive widespread response from parents
 � the ‘Work Places’ scheme helps to tackle the negative stereotypes 

surrounding Apprenticeships in the area.

BAcKgROUnD

Hertfordshire lies immediately to the north of London, and has a population 
just under 1.1 million. A survey of the directions of Year 11 school leavers in 
Hertfordshire in 2008 has shown that 86 per cent went on to continue with 
full-time education. This is a higher than average rate of young people opting 
for the academic route at 16. In contrast to this, Apprenticeship participation 
has traditionally been low in Hertfordshire. Numbers of young people not 
in education, employment or training (NEET) in the area have historically 
been low and despite an increase during 2009 in line with rises in youth 
unemployment, the NEET figures at 31 January 2010 are the lowest on record 
at 4.68 per cent. There are large public sector employers in Hertfordshire, 
including Hertfordshire County Council, but these are greatly under-
represented in Apprenticeship opportunities.  

fUtURe 565 pROJect 

Future 565, launched in autumn 2009, brings together Future Jobs Fund 
activity in Hertfordshire and Performance Reward Grant funding allocated 
to the local authority, with the aim of creating a range of employment 
opportunities for young people locally. Alongside 200 Future Jobs Fund 
opportunities that are forecast to be created, the project aims to provide 365 
Apprenticeships for 16-18 year olds who are NEET. 150 of these will be in the 
private sector, another 150 in the public sector, with a further 65 targeted at 
vulnerable young people. The funding for the project will run for 18 months, 
until March 2011.  

Youth Connexions Hertfordshire is managing the Future 565 project, in 
partnership with the Hertfordshire Provider Network, Job Centre Plus, the 
National Apprenticeship Service (NAS) and the Hertfordshire Chamber 
of Commerce and Industry. The project has received encouragement and 
support from the Chief Executive of Hertfordshire County Council, Caroline 
Tapster, who has pledged to support Apprenticeships within the local 
authority.
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Employers are offered a range of support through the project, including 
with recruitment and selection, through fully funded work placements, 
and a mediation service. Funding is available for a period of one year for 
employers taking on apprentices. Public sector organisations are given £1000 
per apprentice and private sector employers are given £2000. For those 
companies employing a vulnerable young person, a subsidy of up to £4000 
is offered. This will go part way to covering a young person’s wages, and will 
also be determined by whether an employer will have to make modifications 
for a vulnerable young person (such as wheelchair access). 

SUppORt fOR AppRenticeS

Youth Connexions Hertfordshire works closely with the aforementioned 
partners to promote Future 565. Additionally, teams supporting vulnerable 
groups of young people direct them towards the programme to ensure 
young people who are most in need are aware of and can access available 
opportunities. The application process is not competitive, so Apprenticeship 
opportunities are genuinely accessible. Future 565 employment brokers 
with Youth Connexions short-list young people for available vacancies, 
and to broker work tasters. Youth Connexions provide young people with 
support in CV and application writing, as well as job skills and development 
advice. Additional pre-Apprenticeship support consists of ensuring that the 
appropriate programme of training and Apprenticeship framework are in place 
for the apprentice. Employers compile a profile of the suitable candidate, 
including any special requirements for the position. This is aimed at ensuring 
that the correct young person is placed in the correct position, both for their 
own benefit and the employer’s. Employers receive support by employment 
brokers and NAS.

Youth Connexions Hertfordshire is using several routes to recruit young 
people. Applicants can access vacancies through the Youth Connexions and 
Apprenticeship Vacancies online websites. Additionally, Youth Connexions 
work alongside teams who work with young people with learning difficulties 
and disabilities young carers, offenders, young mothers, and care leavers. The 
recruitment of young mothers is proving challenging, due to the difficulties 

with childcare and time commitments. Youth Connexions Hertfordshire 
also employs a Public Sector Champion – a post funded by the former 
local Learning and Skills Council and Hertfordshire Provider Network to 
promote Apprenticeships in the public sector, for example through visiting 
schools to promote Apprenticeships among both young people and school 
staff. Additionally a ‘junior mediator’ – a young person aged 18 – 24 who is 
employed by Youth Connexions in the Apprenticeship team – is assigned to 
young people on the scheme to support the recruitment of young people, as 
well as their wellbeing throughout via peer mediation.

engAging eMplOyeRS

Currently, Apprenticeships are mainly offered by ‘traditional’ apprentice 
employers such as in construction and hairdressing industries. There are 
emerging opportunities to work with Olympics 2012 teams, as one of 
the Olympic sites is in Hertfordshire. The Future 565 project is seeking to 
encourage more employers to participate in the Apprenticeship initiative with 
the help of partner organisations. Youth Connexions Hertfordshire has an 
agreement with the Hertfordshire Chamber of Commerce. This gives direct 
access to the employer database, as well as to the Chamber of Commerce 
magazine, allowing marketing of Apprenticeships through press releases. 
The employment brokers employed by Youth Connexions are also able to 
promote Apprenticeships schemes to employers at Chamber of Commerce 
events. Press releases regarding the initiative have appeared in local 
newspapers and the Hertfordshire-wide ‘County Jobs’ magazine. The Public 
Sector Champion works directly with public sector organisations to increase 
the number of Apprenticeship opportunities.    

A sub-initiative is being run specifically to engage employers. The Work 
Tasters scheme is funded by Youth Connexions, from funding allocated 
for work with young people NEET. The scheme provides 10-week work 
placements for young people. The CVs of suitable young people are forwarded 
to employers who are encouraged to take on a young person. The aim of Work 
Tasters is to demonstrate the benefits of employing a young person without 
having to commit, but ultimately encouraging employers to sign up to the 
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Apprenticeships scheme. Work Tasters has been particularly successful – so 
far 80 per cent of the employers who have been involved have agreed to 
extend the placement to an Apprenticeship.

chAllengeS 

The future for Future 565 beyond March 2011 is unclear. There are some 
short term goals, the main one being the engagement of more employers. 
The reputation of Apprenticeships in Hertfordshire must be developed 
and, crucially, sustained in order to make the Apprenticeship route seem 
a realistic opportunity for both young people and businesses. Both these 
aims present challenges. There are a limited amount of employers willing to 
commit to Apprenticeship places in Hertfordshire. Preconceived ideas about 
Apprenticeships and negative images of young people are one possible reason 
for lack of enthusiasm amongst employers, although this is being challenged 
through the use of work tasters. In Hertfordshire there is an ‘A level’ ethos 
which automatically demotes the status of Apprenticeships for young people 
and employers alike. 

SUcceSSeS

There are two important ways that Youth Connexions Hertfordshire is 
tackling the negative stereotypes surrounding Apprenticeships; the Work 
Tasters scheme, and the employment of young people within Youth 
Connexions as an example to other employers. Young people are employed 
on the Apprenticeship team in the roles of junior administrator, a junior 
finance employee and a junior mediator. The success of employing these 
young people may encourage private employers to join the Apprenticeship 
scheme. There has been positive widespread response from parents, as the 
Future 565 project is offering opportunities to young people who previously 
may not have had them. Between October and December 2009, 53 
Apprenticeships have been created through the project, seven of which have 
been filled by vulnerable young people.

For further information please contact Stuart Sapsford Stuart (Service 
Development Manager, Youth Connexions Hertfordshire)  
stuart.sapsford@hertscc.gov.uk 01992 901540 
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kent countY councIl
kent success
Addressing NEET levels in the area by ensuring young people are aware of 
the opportunities available, and offering Apprenticeship places through the 
Kent Apprenticeship scheme and the Council Apprenticeship initiative Kent 
Success.

SUcceSSeS
 � offers at least 250 Apprenticeship opportunities with the Council
 � an Apprenticeship team was established prior to the scheme inception
 � formal Kent Success Apprenticeship contracts.

BAcKgROUnD

Overall, Kent is relatively affluent but there are pockets of deprivation. 
Additionally, in recent years Kent has had a significant number of young 
people not in education, employment or training (NEET). In October 2009 the 
percentage of young people NEET in the county was nearly seven per cent, 
but in some areas this figure was significantly higher. Kent County Council 
employs over 32,000 people, but a large percentage of this work force is 
nearing retirement age, suggesting that strategies were needed to combat the 
ageing workforce.

Kent AppRenticeShipS AnD Kent SUcceSS

Kent County Council’s leader, Paul Carter, set out a four-year plan in 2006 
to prepare young people for employment. The focus of his vision was on 
ensuring that young people have access to the right information, advice and 
guidance about opportunities, including Apprenticeships. This was a problem 
in the area; young people were NEET because they were simply not aware of 
the opportunities available to them. The overall Apprenticeship scheme in 
Kent is known as Kent Apprenticeships, and encourages local young people 
and employers to be involved. Kent Apprenticeships is a partnership between 
Kent County Council, Kent Association of Training Organisations (KATO) 
and the National Apprenticeship Service (NAS).  After the inception of Kent 
Apprenticeships, there was recognition within the Council that they must 
lead the way with Apprenticeships. As such the Council developed its own 
Apprenticeship initiative as part of the Kent Apprenticeships programme, 
known as Kent Success.

Kent Success is coordinated by Key Training Services, a work based learning 
provider that is part of Kent County Council. Key delivers the training 
aspect of the Apprenticeship programme. It employs around 80 staff, 
and the scheme is overseen by two members of staff who are dedicated 
to Apprenticeships. The aim is that Kent County Council employers and 
apprentices can be recruited easily, as Key does the footwork for both. The 
scheme is supported within the Council by the personnel team. This includes 
supporting the development of an ‘Apprenticeship contract’ (ensuring 
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guaranteed interviews for apprentices who meet the minimum criteria when 
applying for roles with Kent County Council, and personalised support to 
apprentices) and dealing with any day to day issues. Initially the Council 
employed 10 apprentices, but aimed to provide 250 by 2010. This target has 
now been exceeded with over 300 young people beginning a Kent Success 
Apprenticeship since October 2006. The scheme was also designed to combat 
the effects of an ageing workforce, with a high per cent of Council employees 
nearing retirement age, and to develop the workforce and managers of the 
future.

Kent Success apprentices are paid £105 per week, more than the weekly 
minimum wage for apprentices. These wages are funded from the budget 
of the individual department. Initially in 2006 there was a corporate pot of 
funding for Apprenticeships, but this was moved to the responsibility of the 
team. The thinking behind this move was that it encourages apprentices to be 
treated as a real resource and a staff member, instead of ‘free help’.

SUppORt fOR AppRenticeS

Apprenticeships across the local area, including those within the local 
authority, are advertised through Connexions, the NAS online vacancy 
matching service, JobCentrePlus (both in the high street and online) and via 
Kent Online. 

Prospectus, a site advertising opportunities for young people 16 – 19 in Kent. 
For the first time this year, young people are able to register their interest to 
do an Apprenticeship when they finish school in June. The Kent Apprenticeship 
team holds a database of all young people who are leaving Year 11 this year 
and have registered their interest to do an Apprenticeship. In April and May 
2010 the Kent Apprenticeship team will be holding a series of ‘Apprenticeships 
and YOU’ information sessions to further educate those that have registered 
an interest so they are able to make an informed decision on whether an 
Apprenticeship is the correct route for them. Young people who are currently 
NEET apply for Kent Apprenticeships by filling out an online enquiry form, 
the Kent Apprenticeship team then select the appropriate training provider to 
deal with the query.  

Young people interested in working for the Council as a Kent Success 
apprentice apply directly through Key. The recruitment process begins with a 
young person sending an enquiry to Key about a vacancy. The young person 
then attends an informal group interview, held once a month. At this session 
application and interview advice is given, and young people are asked to 
complete a skills assessment. Following this a one on one interview is held by 
Key. To apply for Kent Success the young person is then emailed or sent the 
Kent County Council application form, and once completed this is added in 
to a talent pool held by Key. When a vacancy becomes available in a sector, 
the manager is sent a selection of Apprenticeship application forms. Some 
vacancies have specific qualification requirements, although those within 
Kent County Council do not, and these are taken in to consideration. The 
recruitment process then moves to the manager, and further interviews are 
held by them.

Kent Success apprentices are initially employed for a six-week probationary 
period, and during this time a representative from Key works with both the 
young person and the employer to ensure that any problems are solved 
quickly and efficiently. Throughout the Kent Success programme, wrap-
around support is offered by Key, including a ‘help fund’ from Kent County 
Council which can provide financial aid to cover, for example, travel expenses 
or food costs to apprentices who may be living alone and whose wages are 
not covering their outgoings. 

A number of training providers are delivering pre-Apprenticeship programmes 
to support young people who are not yet work ready prepare for an 
Apprenticeship.

engAging eMplOyeRS

Employers are recruited for Kent Apprenticeships by Kent County Council, 
KATO providers and the NAS, who approach employers on behalf of young 
people, as well as recruiting young people directly for employers. Kent 
Success works specifically within Kent County Council, and managers 
are encouraged to lead the way by employing apprentices. Through an 
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Apprenticeship employers are offered support from Key, and are able to 
arrange one to one meetings to discuss any issues. The six-week probationary 
period helps employers to feel comfortable with an apprentice and if 
problems arise, either in the probationary period or in the longer term, 
managers can contact Key for support. There is a document (Kent Success 
Managers’ Guidance) available for managers involved with Kent Success 
which provides tips and advice. 

chAllengeS

One of the challenges has been ensuring wrap-around support for 
apprentices. To try and provide this, Key Training Services has a close 
relationship with employers, and encourages them to seek advice if there 
are problems with an apprentice’s attitude or work. Often this is a sign 
of something else, and support from Key can help to identify this. If the 
apprentice has had a change of attitude because they are having money 
issues, some support is available from a ‘help fund’ in Kent County Council. 

SUcceSSeS

The people who work with Kent Success have a real passion for driving the 
scheme forward and ensuring it works. The project has picked up momentum 
year by year because of this. Even before the scheme began, a proper team 
had been established and formal contracts and processes had been drawn up. 
The detailed planning and implementation have helped to make the scheme 
successful. 

For further information please contact Sarah.Moore@kent.gov.uk 01622 
694939
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lAncAshIRe countY 
councIl – futuRe 
hoRIzons
A tailored Entry to Employment (E2E) programme, designed to provide young 
people NEET or leaving care with the skills, knowledge and work experience 
required to access an Apprenticeship.

SUcceSSeS
 � 13 out of the 18 Future Horizons pilot participants have progressed onto 

an Apprenticeship, with others moving into further education

 � the programme has successfully recruited 60 young people so far this 
year.

BAcKgROUnD

Over 1.1 million people live in Lancashire and this figure is increasing. 
Lancashire is home to some major aerospace and high technology industries. 
Lancashire County Council is the biggest employer in the county, employing 
over 40,000 people. Increasing numbers of young people in the area are 
achieving higher-level qualifications, but the rate of increase is lower among 
those children and young people whose circumstances make them vulnerable.

the SUppORteD AppRenticeShip 
pROJect AnD fUtURe hORizOnS

The Lancashire County Developments Ltd (LCDL) Supported Apprenticeship 
Project is being delivered across Lancashire (excluding Blackpool and 
Blackburn) and was developed with Lancashire County Council’s Children 
and Young People’s Service and CXL (a social business which provides 
guidance to both individuals and employers). The aim of the Supported 
Apprenticeship scheme is to raise the achievement of young people through 
work-based learning, and to engage those who are currently disengaged with 
Apprenticeships. The priority groups for the Supported Apprenticeship project 
are 16 – 19 year olds not in education, employment of training (NEET), care 
leavers or other vulnerable young people such as young offenders, and those 
with less than five GCSEs grade A* - C. Apprenticeships are available in a 
variety of sectors, but mainly with traditional trades and crafts and business 
administration. An additional aim of the Supported Apprenticeship project 
is to increase the engagement of employers in workforce development in 
Lancashire, targeting in particular small or medium enterprises (SMEs) that 
have growth potential and are willing to support an apprentice. The project 
began in April 2008 and is running until April 2011, and will provide 60 
Apprenticeship opportunities over the three-year period.

The Future Horizons scheme was developed by Lancashire County Council 
in partnership with the North Lancs Training Group, and was launched in 
December 2008. It is a tailored E2E programme, which provides specific 
pre-Apprenticeship support for local young people NEET to access an 
Apprenticeship. The human resources team leads on the programme, and 
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focuses on partnership development, bringing together commercial and 
non-commercial contracts, for example the National Apprenticeship Service 
(NAS), Improvement and Development Agency for local government IDeA, 
North West Employers Organisation (NWEO) and the district councils. It is 
hoped that the programme will level the playing field for those young people 
who are under-represented in, or who struggle to access, Apprenticeships. 
The majority of Future Horizons placements are in business administration, 
although not all. The programme is person centred, and young people can 
try different frameworks to see which one is suitable. The aim for 2010-11 is 
to have 60 – 80 young people participating in Future Horizons. From each 
cohort it is anticipated that 50 per cent will progress onto an Apprenticeship. 
Future Horizons has gained support from Councillors Tim Ashton (Cabinet 
member for Environment and Planning) and Mark Perks (Cabinet member for 
Young People).   

Future Horizons is 16 weeks long, beginning with an eight-week placement 
with North Lancs Training Group. This placement involves a two-week 
induction, working at the local council, and an introduction to working in the 
public sector (including basic work skills, language and office procedures). 
As part of the first eight weeks, young people take part in a ‘Get that job’ 
workshop, designed to help young people NEET through the Apprenticeship 
application process which involves a challenging and lengthy application 
form. The workshop provides interview tips and preparation. 

The young person then moves onto another eight-week placement with 
either the County Council or a district council. The placement gives young 
people work experience that they may not have had, as well as providing a 
reference at the end. As part of the scheme the young people work towards 
a City and Guilds Employability and Personal Development qualification, 
which prepares them for working towards a National Vocational Qualification 
(NVQ) in the workplace. At the end of the Future Horizons programme the 
local authority holds a celebration event. Funding to support the Future 
Horizons programme is via E2E funding and the full time recruitment and 
placement officer is provided by the cabinet budget.   

SUppORt fOR AppRenticeS

Young people are referred to Future Horizons by the Children and Young 
Person’s Service through adverts in young people’s centres. Police Community 
Support Officers have distributed leaflets outlining the scheme to young 
people who are at the risk of offending. Young people NEET are provided 
with support to complete the Future Horizons application process from 
the Councils Recruitment and Placement officer, who also organises mock 
interviews for young people during the Future Horizons programme. 
Successful applicants are invited for an informal interview, which considers 
the young person’s interests and aspirations. During the first eight-week 
placement with the training provider, a training officer works with the young 
person to match them to a position for the following eight weeks. The young 
people are then encouraged to apply for an Apprenticeship. The Council’s 
Apprenticeship programme is advertised in the young people’s centres, and 
on the NAS, Lancashire County Council and Jobcentre Plus websites.

A new supported Apprenticeship scheme is being piloted in Lancashire, 
Future Horizons+. The scheme is aimed at young people who have completed 
Future Horizons but who need further development before progressing 
onto Lancashire County Council’s Apprenticeship scheme. It was designed 
to stop young people from returning to a NEET status after completing the 
Future Horizons programme. Future Horizons+ apprentices have a 12-month 
contract with Lancashire County Council, for the business administration 
Apprenticeship, which will provide them with work experience and will help to 
develop the work skills necessary for future employment or further training. 
The young people on this initiative are likely to need additional support 
from the workplace, and so monetary support will increase from Education 
Maintenance Allowance (EMA) on the Future Horizons scheme to the former 
Learning and Skills Council (LSC) recommended Apprenticeship training rate 
of £95 per week.

engAging eMplOyeRS

Funding has just been approved from the Lancashire County Developments 
Ltd (LCDL) for the Future Horizons@your business project, which began 
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in April 2010, and provides young people who have completed the Future 
Horizons programme with the employability skills that are important 
to SME’s in Lancashire. It is hoped that 20 young people per year will be 
matched to an employer who will receive a £3000 financial incentive over 
the two years from LCDL. To ensure sustainability, the funding is not a wage 
subsidy, and is fed into the business as apprentices meet certain milestones. 
The employer is provided with a mentor and membership to the Chambers of 
Commerce. 

chAllengeS

The engagement of looked after young people for the Future Horizons 
programme has been difficult due to the appeal of the LACES (Looked After 
Children’s Employability Skills) project – a partnership with The Children’s 
Society – which provides work experience placements and projects and pays 
young people a limited wage. The Future Horizons programme only provides 
EMA (Educational Maintenance Allowance). Lancashire County Council has 
been working with the Children and Young People’s directorate to offer extra 
incentives, encourage longer-term approaches and view the Future Horizons 
scheme as more long term, leading onto a paid Apprenticeship. 

Another challenge has been the effect of the recession on the amount of 
young people searching for work, with a larger number of young people 
with higher qualifications failing to achieve university or college places. 
This has increased the amount of better-qualified young people (including 
those with high graded GCSEs or A Levels) going through E2E to gain work 
experience. The solution has been to create ‘Future Horizons Gold’ – a fast 
track project for more able young people. Participants on this scheme take 
part in a two-week induction programme and then progress straight onto 
a 12-week extended placement opportunity. This helps the local authority 
avoid ‘churn’22 amongst a cohort of young people caught in the effects of 
the recession. There is also an agreement that the young people can be kept 
on the programme until they find another place or job elsewhere, to prevent 
them from returning to NEET status.

SUcceSSeS

Thirteen of the 18 young people involved in the Future Horizons pilot have 
successfully progressed onto an Apprenticeship with others moving into 
further education. So far this year, the programme has successfully recruited 
60 young people. Lancashire County Council is currently working with NAS 
to offer consultancy on the Future Horizons programme. Additionally, 
Lancashire County Council has been successful in winning awards in 2009, 
including the Beacon Award, the North West Employers Organisation 
(NWEO) award, Regeneration and Renewal – worklessness award, Chartered 
Institute of Personnel and Development CIPD finalists, Personnel Today 
winners and Public Sector People Managers’ Association Talent Management 
winners.

The Council hopes that the Future Horizons programme is a sustainable 
option. So far it has succeeded in saving the county money, by the re-
direction of agency orders from businesses to social and economic priority 
groups, including Future Horizons, as well as changing the local economy and 
improving the opportunities of individual young people. The Future Horizons 
programme offers managers a ‘free’ pair of hands during busy times, whilst 
also providing those most in need with work experience and references. 

The scheme is overcoming the preconceptions of apprentices by SMEs, and is 
working with NAS to progress this further. The Council is seeking to attract 
higher levels of looked after children and those leaving care into Future 
Horizons or Supported Apprenticeships. A new team member has been 
employed part time to push this agenda forward. Another new team member 
has been employed on a part time basis to target ex-offenders. A link has 
already been formed with the National Probation Trust and, if successful, 
would be extended to youth offending teams and across Lancashire’s district 
partners on a two-tier basis.

For further information please contact Charlotte Iddon (Senior HR Officer: 
Skills and Employability, Lancashire County Council) Charlotte.iddon@
lancashire.gov.uk 01772 530505
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lIncolnshIRe countY 
councIl – cARe leAveRs 
AppRentIceshIp scheme
Developing the local authority’s corporate parenting role by providing 
realistic Apprenticeship opportunities for young people leaving care. 

SUcceSSeS
 � up to 15 care leavers at any time may be in an Apprenticeship as part of 

the scheme
 � the scheme has received political support within the local authority 
 � it has received national and local recognition in the media. 

BAcKgROUnD

Lincolnshire is a rural county in the East of England with a population of 
around one million (2008). There are no major cities, apart from Lincoln, 
and the area is mainly made up of 10 large towns. Lincolnshire County 
Council is based in Lincoln, and there are seven district councils. The level 
of unemployment is generally low, although it is rising, and falls below the 
national and regional average. Additionally, only five per cent of young people 
in Lincolnshire are NEET, again falling below the national average. However, 
the rate of care leavers who are NEET is disproportionately high at around 30 
per cent. A lack of employment and training opportunities is a major obstacle 
in care leavers’ achieving economic independence – and Lincolnshire County 
Council aims to address this.

cARe leAveRS AppRenticeShip ScheMe

The Care Leavers Apprenticeship Scheme (CLAS) was originally discussed 
around four years ago, as an option to develop the local authority’s corporate 
parenting role and their responsibility to provide opportunities for those at 
a disadvantage. Lincolnshire County Council is a large organisation, and it 
was suggested that the logical course of action was to offer work experience 
to young care leavers in their own business. The Council had a desire to help 
those who were unable to reach their potential due to their circumstances, 
and to provide genuine opportunities that could change the life of vulnerable 
young people. The chief executive of Lincolnshire County Council, Tony 
McArdle, is a great supporter of the scheme, and has been since the inception. 
The scheme also receives support from the leaders of the seven district 
councils.

Initially a pilot study was conducted with a training provider, but this 
proved unsuccessful due in part to the lack of a dedicated care leavers’ 
Apprenticeship coordinator with the time and will to drive the scheme 
forward. There was also a lack of understanding surrounding the complex 
needs of care leavers. The scheme was then formed as part of the 
Employment, Training and Education (ETE) project, and was based on a 
partnership between Lincolnshire County Council, the leaving care service 
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(based in Barnardo’s) and Connexions Lincolnshire and Rutland. An ETE 
coordinator was employed within the leaving care service to oversee CLAS. 
The scheme is run on behalf of the Council, but is managed by Barnardo’s and 
the leaving care service. 

When the scheme began, Apprenticeship positions as part of CLAS were 
only offered in Lincolnshire County Council. The recruitment of the ETE 
coordinator saw this extended to both district councils and private employers; 
the Apprenticeships offered by the Council were limited and did not appeal 
to all young care leavers. Now, Lincolnshire County Council and the seven 
district councils are committed to providing Apprenticeships as part of CLAS. 
The ETE coordinator works with heads of service, as well as HR departments 
in other organisations to secure additional Apprenticeship positions. The types 
of positions are varied, for example previous Apprenticeships have included: 
teaching assistants, joiners, electricians, and chefs. Some large companies 
have been involved with the Apprenticeship scheme, for example Tesco and 
the Co-op have both employed apprentices. 

CLAS apprentices are paid in line with the lowest grade of council employee; 
they receive £230 per week or £12,150 per annum. Initially the wage was 
lower than this (although still higher than the £95 a week wage requirement) 
but it was realised that this was further disadvantaging already vulnerable 
young people. The main factor in raising the level of wage for CLAS 
apprentices was that many care leavers would not be able to complete an 
Apprenticeship alongside paying rent and living costs. 

The funding for CLAS is top sliced from the Council budget. The ‘corporate 
parent thinking’ behind CLAS holds the whole of Lincolnshire County Council 
as responsible for young people. Currently the authority is experiencing 
financial cutbacks, and a priority for the leaving care service is to secure 
alternative funding so the scheme can continue.  

SUppORt fOR AppRenticeS

The recruitment of young people to the scheme is managed by Barnardo’s. 
All young people who are eligible for leaving care services via the Lincolnshire 
Leaving Care Service can be referred to the scheme. To be eligible for the 
scheme young people must have the ability to achieve an NVQ level 2 (as 
demonstrated by initial assessments of literacy and numeracy), as well as 
demonstrating an understanding of the type of work they will be undertaking 
and possessing a willingness to learn. Those young people who do not 
fulfil the CLAS requirements are signposted to other provision such as E2E 
programmes. The application process begins with an application form, which 
must be filled in by the young person and returned with a CV attached. 
Applicants can receive help for these from their Leaving Care Worker, personal 
adviser or a social worker. Recruitment is not qualification based, although 
young people are required to complete initial literacy and numeracy basic 
skills tests.

There is a variety of tailored support in place for apprentices. The young 
people involved with CLAS come from incredibly disadvantaged and 
sometimes traumatic backgrounds, and need a high level of support. Even 
before the young people have any contact with employers they undergo 
around 40 hours of work preparation with the ETE coordinator. Some of the 
young people have no experience of work or even people who have jobs, and 
so need support in even the most basic work related tasks from suitable work 
wear, jargon busting, work boundaries and leave through to pay slips, and 
National Insurance. The ETE coordinator also deals with the administration 
aspects of the Apprenticeship, such as establishing a new Council post and 
proving that the young person has a right to work in the UK. 

During the Apprenticeship placement young people continue to receive 
support from their leaving care worker, employed by Barnardo’s. During the 
first few weeks of an Apprenticeship, the ETE coordinator will meet with them 
every week. After several months in the position the meetings will be reduced 
to once every two weeks, and eventually if the young person is progressing 
well the meetings will be once a month. During the placement young people 
also have a work place supervisor (identified by the ETE coordinator in 
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conjunction with the host employer) and a named mentor. In some of the 
district councils the named mentor role is advertised internally, and the 
employee will receive an extra increment.

engAging eMplOyeRS

Initially young people were only employed within Lincolnshire County 
Council, but this was excluding young people who had little interest in any 
of the Council sectors so provision of Apprenticeship was extended to other 
district councils and private employers. A database of employers was created 
but this was not particularly successful. The area is very rural, and in some 
cases employers signed up in an area where there was no interest from young 
people for their vacancy. Now, young people are consulted regarding their 
interests and aspirations, and careers guidance is undertaken with the ETE 
coordinator. Then, the employer is sourced. Barnardo’s has direct access to 
heads of service in the Council, so that vacancies can be quickly found. If the 
young person wants to work in a sector that is not within the Council but is 
linked, contact can still be made through heads of service. If the young person 
wants to work in something completely unrelated to the Council, such as 
retail, then the ETE coordinator will contact the company directly.

chAllengeS

The CLAS scheme is expensive. Care leavers are, as a necessity, paid a higher 
wage than young people on other Apprenticeship programmes. The overall 
cost of a care leavers Apprenticeship is estimated at around £15,000 per 
annum. This includes both wages and additional costs (the care leavers’ 
service provides some funding for any additional costs that the young people 
may have, including buying suitable work clothing, and providing some 
apprentices with a basic toolkit at the beginning of their training, for example 
a set of knives for an apprentice chef). Each year between 10 and 15 young 
people are on the scheme. Add to this the wages of the ETE coordinator 
and any named mentors in the district councils, and the overall cost of the 
initiative is relatively high. This is particularly pressing, as Lincolnshire County 
Council is experiencing some budget cuts, which may affect the number of 

Apprenticeships that can be offered as part of CLAS. A main priority is to 
secure funding from another source, or to explore additional fundraising 
routes.

The level of wages has also created a challenge for the young people 
themselves. Prior to beginning an Apprenticeship, many will be surviving on 
a very low income. The massive jump from this up to £230 per week can lead 
to budgeting issues. Leaving care workers offer budgeting support, which may 
help to combat any money related problems. 

SUcceSSeS

The initiative in Lincolnshire has received national coverage and recognition, 
and the leaving care team are keen to maintain its high profile. The scheme 
received praise in local and national media an article in the Guardian in 2008, 
and has also in the Lincolnshire Echo. In addition the Director of Children’s 
Services at Lincolnshire County Council, Peter Duxbury, is a great supporter of 
the scheme and promotes it at conferences and events. 

For further information please contact Helen Stonebridge, Lincolnshire 
Leaving Care Service helen.stonebridge@barnardos.org.uk 01529 309052 
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london BoRough 
of BARkIng And 
dAgenhAm councIl – 
BARkIng And dAgenhAm 
AppRentIceshIp scheme
Run by a specific Apprenticeship team, aiming to deliver a minimum of 750 
Apprenticeship opportunities for local young people aged 16 plus by 2011.

SUcceSSeS
 � the Council is the largest employer of apprentices in the area
 � has received political support within the local authority
 � nearly 2,000 local residents have expressed an interest in the scheme.

BAcKgROUnD

The London Borough of Barking and Dagenham in east London is relatively 
deprived and unemployment is high. Average wages in the borough are the 
lowest in London and are below the national average. Skill levels in the area 
are also poor, with GCSE results that are well below the national average and 
fewer 16 year olds continuing in learning than anywhere else. In 2005, the 
borough was dubbed as the United Kingdom’s ‘NEET capital’23, with a quarter 
of teenagers out of school and without a job.

BARKing AnD DAgenhAM AppRenticeShip ScheMe

In response to the high numbers of young people not in education, 
employment or training (NEET) in the borough, and the skills gap created 
by an ageing workforce, Barking and Dagenham Borough Council has 
developed an Apprenticeship scheme in partnership with its Youth Offending 
and Housing Services, Adult College of Barking and Dagenham and its 
maintenance contractor, Enterprise. Enterprise works with businesses to 
encourage them to expand their company by employing apprentices. 

 The Council hopes to transform the lives of local residents and was the first 
council to sign the Skills Pledge in 2007 – a voluntary and public commitment 
to invest in workforce skills recognising the need for different ways to 
transfer from education to work. The Apprenticeship scheme in Barking and 
Dagenham is aimed at young residents. Priority is given to young people 
aged 16 – 18, but the scheme is open to all people aged above 16, in line with 
wider Apprenticeship eligibility. There is a focus on engaging young people 
NEET, young offenders and care leavers. The Council, including the leader 
of the Council Liam Smith, employs apprentices and encourages employers 
from the private, public and voluntary sector to do the same, with the aim 
of creating 750 new opportunities for young people by 2011. The Council 
committed to take at least 100 apprentices in 2009, and had employed 114 
apprentices by the end of that year, in sectors such as health and social care, 
business administration, and horticulture. There are around 140 apprentices 
currently employed, and a further 55 vacancies with private employers have 
been created. Rob Whiteman, the Chief Executive of the London Borough 
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of Barking and Dagenham, is keen to nurture the Apprenticeship scheme in 
the area and was influential in its formation. He publicly announced a plan, 
inspired by the positive results for the Council and young people so far, to 
deliver 400 Apprenticeships in the borough in the coming years. 

The scheme is run by a specific Apprenticeship unit, as opposed to an 
individual or team, with the aim of providing sufficient support to both young 
people and employers. This is part of the local authority and is based in the 
Adult College of Barking and Dagenham. The team is led by an Apprenticeship 
Development Manager, who is in charge of Learning Coordinators. Learning 
Coordinators focus on recruiting young people and employers onto the 
scheme, as well as providing support to apprentices throughout their training. 
An apprentice works within the team, and is given a variety of opportunities in 
the Adult College of Barking and Dagenham. 

The London Borough of Barking and Dagenham allocate funding to the 
scheme from the Area Based Grant and Working Neighbourhoods Fund, which 
will pay 50 per cent of the wages of apprentices employed within the Local 
Authority with the relevant employing department paying the other 50 per 
cent. To support the cost of wages for private employers the Apprenticeship 
unit can provide £6500 to each employer who creates an Apprenticeship 
opportunity for apprentices within the future jobs fund criteria. The 
Apprenticeship unit also provides financial help to cover the travel expenses 
of young people.

The Council’s Adult and Community Services Directorate is committed to 
continuously improving the services it provides, and has been keen to buy 
into the Apprenticeship scheme by funding a programme to train young 
people to care for clients in their own homes. The project has recently 
widened to include independent care providers across the borough made 
possible due to extra funds from the Sector Skills Council, Skills for Care. 
Barking and Dagenham Council will receive additional Government funding 
of £200,000 from the Department of Health to develop its social care 
Apprenticeship scheme, with the money being distributed to companies who 
provide local home care services.

SUppORt fOR AppRenticeS

The recruitment of young people for the Apprenticeship scheme has not 
proved difficult; demand in the area for Apprenticeship places is high due 
to the effects of the recession on local job opportunities, and even young 
people who had made the transition into the labour market once again found 
themselves searching for work. Despite this the Apprenticeship unit still 
employs a range of dedicated recruitment processes to ensure that all young 
people are aware of the available opportunities. This includes the Barking and 
Dagenham Apprenticeship brand that is used across the borough: a plasticine 
‘Morph’ type figure called ‘Apps’ is used to promote the scheme and is widely 
recognisable across the locality. A dedicated website (www.theapps.biz) 
allows young people and employers to access Apprenticeship information, 
register interest and apply for vacancies. The Apprenticeship vacancies online 
system is also used to promote some local vacancies. Young people are 
also recruited through Connexions Barking and Dagenham, who run group 
information sessions and, alongside the Youth Offending Service and care 
leavers’ teams, provides regular referrals. The scheme is also promoted to 
young people through youth clubs, local ‘job shops’ and schools.

Once the scheme began, the importance of pre-Apprenticeship 
support became apparent, as some young people were scoring poorly 
on initial literacy and numeracy assessments, making them ineligible 
for Apprenticeship places. There is specific support available from the 
Apprenticeship team for those that fail to meet the criteria in the pre-
screening. The Access to Apprenticeships (A2A) programme is a 16 week 
course available to young people aged 16 – 19, and helps improve the literacy 
and numeracy skills of those who have not reached level 1 in one or both of 
the initial assessments, as well as developing personal skills through work 
experience and providing interview tips and support. The A2A programme is 
available in business administration, customer service and health and social 
care. Throughout their Apprenticeship a young person has support from a 
dedicated member of the Apprenticeship team.   
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engAging eMplOyeRS
The Council is the largest employer of apprentices, but other public sector 
partners and local businesses, not restricted to Barking and Dagenham 
employers, are encouraged to create Apprenticeships positions too for local 
residents. The Apprenticeship unit holds business and networking events for 
employers, to expand the Apprenticeship opportunities in the area and works 
with the Barking and Dagenham Chamber of Commerce to target relevant 
employers. The Council is working with NAS, who provide employer referrals. 
The Employer Express magazine, run by the Skills, Learning and Employment 
division at Barking and Dagenham, provides information and identifies 
training needs and opportunities for apprentices within an organisation. It 
also provides support for employers through recruitment and long-term 
apprentice management. Barking and Dagenham Council successfully secured 
Future Jobs Fund money, and this is being used as a financial incentive for new 
employers. The Council promoted the Apprenticeship Grant for Employers 
(AGE), available for SMEs taking on a 16 – 18 year old apprentice which ended 
in April 2010.  

Businesses are supported by a ‘scheme mentor’ from the Apprenticeship 
team, together with staff from the nominated training provider. This is an 
important support system in ensuring that employers are comfortable 
with the apprentices they employ, and feel that they are both providing 
meaningful training for a young person and developing their workforce in the 
desired manner.

chAllengeS

The Apprenticeship scheme in Barking and Dagenham began during the 
recession, which has posed a challenge in encouraging employers to invest 
in apprentices at a difficult economic time. As with many other areas of the 
country there is very high demand for Apprenticeship places in the area, and 
the supply is currently not meeting this. 

SUcceSSeS

The recognition of the Apprenticeship scheme has been extensive, with 
nearly 2,000 local residents expressing an interest. The public nature of some 
Apprenticeships such as in local leisure centres helps to generate awareness. 
The health and social care Apprenticeship is helping to break down barriers 
between young and older people, and may also help to remove some of the 
negative stereotypes surrounding young people. The scheme has also received 
national interest, and in January 2010 was praised in an article published in 
the Financial Times.24

For further information, please contact Stephen Lee: Stephen.lee@lbbd.gov.
uk 020 8270 6511 
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mAnchesteR cItY 
councIl AppRentIceshIps
Encouraging long-term behaviour change through a coordinated 
Apprenticeship strategy which provides realistic and sustainable opportunities 
for young people across the city.

SUcceSSeS
 � sustainable growth in Apprenticeships and long term behaviour change 

are being encouraged by building a strategy that does not rely on 
additional resources

 � the Connexions service in Manchester has been nationally awarded 
for its work recruiting young people to join the Apprenticeship scheme 
(BBC People Award).

BAcKgROUnD

Manchester is the UK’s fastest growing city economically. New highly skilled 
jobs are being created in sectors such as creative, media and financial services. 
Manchester has a total population of 464,000 people. The population is 
primarily of working age, with fewer younger and older residents. 

The city has experienced extensive regeneration to the centre and residential 
areas, but there is still widespread poverty. In poorer neighbourhoods, people 
have a lower quality of life. The Comprehensive Area Assessment highlighted 
that too many young people are leaving school without any qualifications – 
in some parts of the city more than one in seven young people leave school 
without qualifications and this figure is rising.25 The city council has prioritised 
worklessness in its Local Area Agreement (LAA).

MAncheSteR city cOUncil 
AppRenticeShipS StRAtegy

In November 2008 there were higher than average rates of young people not 
in education, employment or training (NEET) in 17 of Manchester’s wards, 
yet there was a disproportionately low uptake of Apprenticeship places. The 
main factor preventing more young people taking up Apprenticeship places is 
believed to be the qualification requirements attached to many opportunities. 
In response, the city council has sought to develop a strategic approach 
which runs parallel to a number of key local initiatives, including a number 
of Apprenticeship initiatives developed by the Council in partnership with 
other organisations. In December 2007 Manchester City Council signed the 
Skills Pledge, a public commitment to improving the quality of skills in the 
area. The Apprenticeship strategy, linked to the Skills Pledge, is committed to 
providing realistic and, crucially, sustainable training opportunities for local 
young people. Many of these opportunities are within the City Council itself. 
These opportunities are open to all Manchester residents but look to focus on 
priority groups within the city for example young people from NEET priority 
wards and priority schools (the top five ‘NEET producing’ schools), looked 
after or leaving care young people, young offenders, teenage parents and 
young people with learning difficulties and or disabilities. The progress of the 
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strategy has been fast tracked since Manchester City Council’s participation in 
the Apprenticeship Pathfinder Project. The strategy is coordinated by the 14 – 
19 partnership and the Leader of Manchester City Council, Sir Richard Leese, 
who has given his support. 

Manchester’s strategy centres on embedding sustainable growth and 
development into Apprenticeship opportunities, and as such does not 
offer financial incentives or any additional funding to employers. The local 
authority itself is acting as a role model to local businesses through its own 
recruitment of apprentices.  

SUppORt fOR AppRenticeS

A range of support is available for young people seeking Apprenticeships, 
both pre-Apprenticeship and during their training. In order to provide a 
more equitable recruitment process and to ensure employers are actually 
recruiting people who have skills that are relevant to the tasks at hand, 
the Apprenticeship strategy encourages a competency-based model of 
recruitment. For example, the criteria for recruitment on to the ‘Young 
People into Construction Programme’ were focused on communication, 
team working, motivation, commitment and adaptability. Apprenticeship 
opportunities are advertised within Connexions and on the Apprenticeship 
Vacancies online system. The Council works with partners and employers to 
run recruitment events for young people interested in local Apprenticeship 
opportunities. Any assessment of young peoples’ literacy and numeracy skills 
is carried out in order to tailor support based on individual need as opposed to 
a way of measuring whether someone can take up an opportunity.

As part of the ‘Young People into Construction Programme’ the initial event 
was followed by an opportunity to go to an on-site learning centre, where 
young people were able to take part in job tasters. The practical event was 
also helpful in addressing some gender divisions in applications for jobs; 
one young woman who ‘shone’ at the ‘Build a Wall’ exercise actually then 
admitted she really wanted to be a bricklayer but had in fact applied for a 
back office role as she did not feel confident enough at application stage to 
apply for the bricklaying Apprenticeship. 

Many of the young people supported through the City Council’s 
Apprenticeship strategy are from deprived and vulnerable backgrounds. The 
Manchester NEET coordinator, alongside the 14 – 19 partnership, leaving 
care services and local Connexions services, works closely with young people 
during their training to ensure a programme of wrap around support. For 
example, one young person had stopped attending both work and college and 
on further investigation it was discovered she could not afford to buy lunch. 
To solve this, funding was secured from Connexions discretionary funds and 
the young person returned to both the work place and college.

engAging eMplOyeRS

The first Apprenticeship offered as part of the Apprenticeship strategy, 
and using competency based recruitment, was a joint initiative devised 
and funded by Northwest Vision and Media, Skillset, the BBC and the local 
Learning and Skills Council (LSC). This Apprenticeship offered media training 
for young people aged 16 – 22, and initially recruited 20 young people onto 
the initiative. Since then, a range of employers have been involved with the 
Apprenticeship strategy and now offer competency based Apprenticeship 
recruitment. 

The Council has a rolling recruitment of employers, and has developed their 
own Apprenticeship initiatives in partnership with other organisations. The 
‘Young People into Construction Programme’ was developed as a partnership 
between MCC Capital Programmes Division, Connexions Manchester, 
Construction Framework Partners (private firms delivering construction 
projects for the City of Manchester), The Manchester College, Construction 
Industry Solutions and Aspire (a social and personal recruitment agency 
recruiting on behalf of local employers). The target of the ‘Young People 
into Construction Programme’ is to offer Apprenticeship placements to 20 
candidates per year over the three-year pilot period. 

Employers are also recruited through existing projects, such as Manchester’s 
NEET project. Young people assisted Manchester City Council’s Bereavement 
Services with the Renovation and Restoration with Respect project, working 
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to improve the city’s cemeteries. The Head of Bereavement Services was so 
impressed with the young people, he created a permanent Apprenticeship 
position. 

chAllengeS

Generally, the young people who are involved on Apprenticeship initiatives 
find the work side of the programme very enjoyable, but it has been a 
challenge to ensure that young people are motivated to complete the 
learning element, particularly where it is college-based. 

Another challenge for the Apprenticeship strategy has been the timing 
of the Apprenticeship recruitment process. College places are offered to 
young people usually by the January of Year 11, whereas the timing of an 
Apprenticeship place cannot be guaranteed. Although college is the right 
move for many young people, it may also lead to young people who would 
benefit from an Apprenticeship training programme missing out on the right 
opportunity. In order to combat this, programme-led Apprenticeships are 
offered. These allow young people to spend a number of months in college 
training until an Apprenticeship place is available. There is still no guarantee 
of when a work placement will start, but it goes some way to combating this 
challenge.   

SUcceSSeS

The critical factor behind achieving sustainable growth in Apprenticeships is 
that the strategy does not rely on external funding. By building a relationship 
without additional resources, longer-term behaviour change is encouraged. 
Following the launch of the Apprenticeship in media production, the 
Connexions service in Manchester has picked up a BBC People Award for its 
work recruiting young people to join the Apprenticeship scheme.

For further information please contact Sarah Ross (NEET Coordinator) Sarah.
Ross@careers-solutions.co.uk 0161 245 4924 or Brett Kerton (Head of 
Education Service, 14-19) b.kerton@manchester.gov.uk 
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noRth YoRkshIRe 
countY councIl 
– the ReAl-stARt 
AppRentIceshIp 
pRogRAmme
Developing Apprenticeship opportunities within the Council for young people 
NEET.

SUcceSSeS
 � being developed across the county, with increasing involvement from 

Borough and District Councils
 � recognised as a national example of good practice by the National 

Apprenticeship Service (NAS) 
 � apprentices in public positions such as Children’s Centres.

BAcKgROUnD

North Yorkshire is the largest county in England with a population of just over 
half a million, 19 per cent of which is over 65. Young people not in education, 
employment or training (NEET) rates are not high in North Yorkshire, but in 
2008 – 09 the September Guarantee targets for Year 12 were not met, calling 
for an increase in opportunities for young people locally. 

the ReAl-StARt AppRenticeShip pROgRAMMe

The Real-Start Apprenticeship programme sits within the Young Persons 
Recruitment team, and is based in Corporate Recruitment in North Yorkshire 
County Council (NYCC). The scheme, which started in September 2006, was 
initiated following a scrutiny review by council members. The review found 
that less than four per cent of the workforce was under 24, and that by 2015 
more than half the workforce would be expected to have retired. The scheme 
offers Apprenticeship opportunities for all young people, and is designed to 
complement children and young people’s services locally. It is also hoped 
that the initiative will contribute to providing more opportunities for young 
people NEET. The Real-Start Apprenticeship Programme is important during 
the current economic downturn, as young people have been hit particularly 
hard in terms of employment opportunities. By 2007, the provision of 
Apprenticeship opportunities had become a mandatory process within the 
local authority with the stipulation that every directorate offering a band 1-4 
vacancy must offer it as an Apprenticeship unless there is a good reason not 
to. For the academic year 2009 – 10 North Yorkshire County Council aims to 
appoint 100 apprentices across the authority.

Initially the scheme was run by one member of staff, but as the 
Apprenticeship scheme began to grow and develop this was increased to 
three in September 2009. Now the team consists of a senior young person’s 
development officer, a young person’s support officer and a young person’s 
employment coordinator. The expansion of the team was felt to be necessary 
in order to continue to develop the Apprenticeship programme as well as 
providing sufficient support to those involved.   
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All of the Apprenticeships are offered within North Yorkshire County Council, 
in a variety of service areas. Business administration apprentices are based in 
service areas such as children’s centres, business and environmental services 
or finance teams, for example. There are recently recruited and appointed 
youth work apprentices, and a teaching assistant apprentice (who works 
in a school as a teaching/play assistant). Connexions also employ two 
apprentices. There are four Apprenticeship positions with the care leavers’ 
team (young people’s participation team).

The funding comes from the central staffing budget. Apprenticeships are fully 
funded by the service area. Apprentices have an incremental salary scale, and 
are paid £95 per week during the first three months of employment. Provided 
that the expected standards are achieved then there is the opportunity for 
apprentices to receive an increase in pay at three, six, nine and 12 months 
into the scheme. If apprentices work particularly positively then they may 
progress to a substantive salary or be fast-tracked and miss an incremental 
stage. There is also financial support offered to apprentices to fund travel 
expenses for the first six months of an Apprenticeship, if they travel over five 
miles to work or spend more than £10 a week on travel. Again, this support is 
fully funded by the service area’s budget.

SUppORt fOR AppRenticeS

The programme is open to all young people in North Yorkshire, but there 
is a particular focus on recruiting vulnerable young people, such as young 
people NEET, care leavers and young offenders. In order to achieve this, 
the recruitment process is not qualification based – opening up a variety of 
opportunities for young people without five GCSEs A* – C. Young people 
who are interested in Apprenticeships visit the Real-Start website (www.
realstart.co.uk) and fill in a generic application form, which does not require 
any qualification information. The young person’s details are held in a talent 
pool, managed by the employment coordinator, and are considered for 
suitable vacancies. If necessary the employment coordinator contacts a 
young person to request additional information. The young people signed 
up to the talent pool receive a weekly bulletin, outlining any Apprenticeship 

vacancies. The Apprenticeship team also has a partnership with Connexions, 
who refer suitable young people. The talent pool bulletin is sent to relevant 
partners, such as personal advisors on the Children’s social care team. The 
Real-Start team work closely with the care leavers’ team, who sit on the 
young person resourcing group. The recruitment process is then transferred 
entirely to the employers – from short-listing applications right through to 
interviews and job offers. Managers use a standard recruitment procedure 
to consider young people for Apprenticeship places with their service areas, 
including an interview. North Yorkshire County Council has a partnership with 
Scarborough Borough Council to recruit apprentices, through the Real-Start 
team collating and short listing applications on their behalf.

There is pre-Apprenticeship support available for young people. Connexions 
offer employability sessions to provide tips on how to prepare for interviews 
or fill in application forms. As North Yorkshire is a very large and rural area 
there are several Connexions centres, and young people in the talent pool 
are emailed to invite them to their local employability sessions. Some 
Apprenticeships offer employability sessions prior to the Apprenticeship 
start, which allow young people to go to service areas to be welcomed and 
presented with additional information regarding their Apprenticeship (for 
example NVQ details, rates of pay etc). There are Apprenticeship Induction 
programmes offered by some service areas, which give apprentices a 
chance to meet councillors and other apprentices, as well as to build on 
employability skills. The programme takes place at an outdoor education 
centre, where the apprentices take part in practical and team building 
exercises. This helps young people to feel supported, and is particularly 
important as many areas are fairly isolated. Throughout the scheme an 
apprentice receives support: in particular there is a review every 3 months so 
that their progress can be discussed and any problems resolved. Currently, 
a Mentoring Programme for apprentices is being established which offers 
young people the opportunity to have a mentor to support and guide them 
in their Apprenticeship role. The mentors will be members of staff who are 
undertaking the National Graduate Development Programme, and will 
receive mentoring training. 
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engAging eMplOyeRS
The local authority as the employer has the goal of acquiring support from 
staff and employers within the Council. In 2007 Apprenticeships became a 
mandatory process within the local authority, meaning that all vacancies at 
band 1 – 4 had to be advertised as an Apprenticeship. Managers are offered 
support from members of the Young Person’s Recruitment Team. North 
Yorkshire County Council also has an agreement with Scarborough Borough 
Council, who have committed to recruiting apprentices. 

chAllengeS

Although the Real-Start Apprenticeship scheme works with service areas 
within North Yorkshire County Council, there remain difficulties in gaining 
the full support from some employers within the Council. However, managers 
who have worked with apprentices before are keen to do so again having 
realised their positive potential. It is hoped that these positive experiences 
will permeate amongst their colleagues who are more sceptical of the 
benefits of an apprentice.   

SUcceSSeS

The Real-Start Apprenticeship programme has been well received by young 
people.  There has also been a positive response from local people in general 
– by securing Apprenticeships in public positions such as children’s centres the 
positive role of young people can be reinforced. 

The successful North Yorkshire County Council scheme is now being 
developed across the county, with increasing partnership involvement from 
borough councils, Adult and Community Services and Local Government 
Yorkshire & Humberside (LGYH) who have established the Young People’s 
Network bringing together representatives from the public sector that are 
involved in Apprenticeships. The scheme is recognised as a national example 
of good practice by the NAS. North Yorkshire County Council was one of the 
first authorities to be given access to feature vacancies on the Apprenticeship 
Vacancies online system.  

NAS has recently given permission for North Yorkshire to offer part-time 
Apprenticeships for 16 hours per week.  Although the Apprenticeship team is 
still in process of gaining all the necessary permissions for this and working 
out the logistics, it is hoped that part-time Apprenticeships will present 
opportunities for young people returning to work as well as for young parents 
who would have been limited before due to time commitments. North 
Yorkshire County Council also hopes to continue to form partnerships with 
other local authorities and public sector organisations, in order to offer more 
Apprenticeship opportunities for young people.

For further information please contact the Young Person’s Recruitment Team: 
real.start@northyorks.gov.uk 01609 533499  
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 south tYnesIde 
metRopolItAn BoRough 
councIl – Youth 
choIce And suppoRt 
AppRentIceshIps
Developing Apprenticeship opportunities for young people NEET who have, 
or are working towards, the minimum entry criteria for the Apprenticeship 
Offer through Supported Apprenticeships, and young people on the cusp of 
entering or leaving care through The Youth Choice initiative. 

SUcceSSeS
 � nearly 100 apprentices have been recruited to date
 � employers have remained committed to the programme
 �  visible support and commitment from the Transition and Wellbeing 

Team. 

BAcKgROUnD

South Tyneside is the 38th most deprived area in England (out of 354)26 but 
this shows an improvement from 2004 when it was the 27th most deprived 
area. In this part of North East England, Apprenticeships are still seen as a 
‘golden nugget’, due to the huge ship building and mining industries which 
previously dominated the local economy, and are consequently highly 
desirable amongst both young people and parents. Now, the major sources of 
employment are from manufacturing, shops and wholesale, and many public 
sector jobs. Many people, including young people, travel to jobs outside 
the area. The percentage of young people not in education, employment or 
training (NEET) in South Tyneside in 2006 – 07 was considerably higher than 
the national average, with 11.3 per cent of young people NEET compared to 
7.7 per cent in England as a whole suggesting a suitable response is necessary. 

yOUth chOice AnD SUppORteD AppRenticeShipS 

The local authority runs two dedicated Apprenticeship initiatives, the set 
up of which was stimulated by a combination of factors including funding 
secured from the Area Based Grant and the dramatic rise of young people 
NEET in the area. The Youth Choice initiative is for young people who are 
on the cusp of entering or leaving care and the Supported Apprenticeships 
programme is for young people NEET who have or are working towards 
the minimum entry criteria for the Apprenticeship Offer. Nearly 100 young 
people have been recruited through the two initiatives to date. These groups 
in particular were targeted due to the limited number of opportunities 
available to them locally. Young people recruited onto the programmes 
are employed by the local authority, and are placed in a range of roles 
across a network of local businesses, including the council itself. The first 
cohort, working as apprentice youth workers, were recruited in July 2009 
and will shortly complete their Apprenticeship frameworks. South Tyneside 
Metropolitan Borough Council has set a benchmark by providing nearly 100 
Apprenticeship opportunities for young people locally. It is hoped that this 
will encourage employers to continue employing apprentices independently 
after the council initiatives end. The placements are being provided in a 
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variety of sectors, including youth work, business administration (BT and 
South Tyneside Council as an employer), building/construction, retail, 
childcare, health and care and catering.

Both Apprenticeship schemes are led by the Transition and Wellbeing team 
(part of the Children and Young People Directorate), with the Economic and 
Development team as key partner. Irene Lucas (Chief Executive of South 
Tyneside Metropolitan Borough Council 2002 – 09) supported the scheme 
at its inception and it now has cross-party support. The widespread political 
support is a result of the need to reduce numbers of young people NEET and 
create opportunities for young people who are disadvantaged or previously 
disengaged.  

Both programmes use an Area Based Grant to cover the wages of apprentices, 
which ends in March 2010. The Transition and Wellbeing Team hope to secure 
a further allocation to enable the initiative to continue. 

Both the Youth Choice and Supported Apprenticeships programmes are 
learner-led, so young people can decide which Apprenticeship pathway 
they wish to pursue based on their own interests. Young people are 
afforded the opportunity to visit their top three sector preferences before 
making an informed decision. Social clauses are used extensively to secure 
work placements, tasters and Apprenticeships. They are conditions which 
are placed into contracts and agreements that the council enters into with 
third parties, aimed at ensuring Apprenticeships and other opportunities 
help to alleviate youth unemployment and support the school-work 
transition. 

SUppORt fOR AppRenticeS
South Tyneside Metropolitan Borough Council employs a co-ordinator for 
the two programmes, plus two dedicated mentors. The team works with 
Connexions and other stakeholders (including the Leaving Care Service) 
to target certain young people who it is felt would benefit most from 
the programmes. Young people are invited to fill out an application form, 

and then attend an assessment day, where their motivation and team 
working skills are explored. They are then shortlisted for an interview, 
which includes an employer representative so they are involved in the 
recruitment process. The team works with the successful young people 
to source appropriate placements and work tasters, if necessary, to assist 
them in choosing a framework or sector. 

Pre-Apprenticeship support is available through short accredited courses 
for young people prior to an Apprenticeship (for example literacy and 
numeracy courses, Duke of Edinburgh Award – Bronze, Food Hygiene Level 
1 and a range of Sports Awards) and Connexions sessions for young people 
in preparation for the scheme. In addition, sessions are held by the local 
authority just before the deadline for applications to give information and 
provide support in completing application forms. For care leavers who 
take up an Apprenticeship there is support through the From Care 2 Work 
pilot, which South Tyneside local authority is part of. The DCSF-funded 
From Care 2 Work pilot (lead by the National Care Advisory Service) helps 
to build opportunities for care leavers through the local authority’s role as 
corporate parent. 

engAging eMplOyeRS 
The local authority uses social clauses extensively throughout its supply 
chain to ‘purchase wellbeing’ through work placements, tasters and 
Apprenticeships. A dedicated ‘social clauses co-ordinator’ is employed to 
liaise with businesses. A news article was placed in the 14 – 19 bulletin, 
which is read by all of the 14 – 19 partners including employers, to advertise 
and provide basic information about Apprenticeships. Key employers are 
also invited to be members of the advisory group for the Apprenticeship 
programmes, and give input into the initiatives. The Transition and 
Wellbeing Team has an employer network which includes the South 
Tyneside Manufacturing Forum and the local business forum, through which 
placements are sourced.
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chAllengeS
The capacity of the Transition and Wellbeing team was initially stretched by 
the demands of the two programmes, but the recruitment of a dedicated 
Apprenticeships coordinator eased this. Securing Apprenticeship placements 
and the commitment of other teams in the local authority was initially 
difficult, but has now been overcome by demonstrating the benefits that 
Apprenticeships have had on employers so far. The vulnerable young people 
involved with the scheme have complex needs that require intensive support 
throughout. This can be demanding for both the council and employers. 
The complexity on a case by case basis has led to difficulties in maintaining 
relationships with employers who have been unable to cope with certain 
needs. Staff have been finding that managing the needs of employers and 
young people has been time consuming as well as demanding. A solution to 
this issue has been to facilitate sessions with employers to inform them of the 
‘typical’ issues these young people have and how they can be resolved using 
emotional resilience training.

SUcceSSeS

Despite these challenges, Youth Choice and Supported Apprenticeships in 
South Tyneside have received visible support and commitment from the 
Transition and Wellbeing Team. 

There has been an impressive level of retention and achievement amongst the 
young people involved in the scheme and a good level of commitment from 
employers in general to stay with the programme. 

For further information please contact Jackie Nolan jackie.nolan@
southtyneside.gov.uk 0191 427 1717  
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wIRRAl metRopolItAn 
BoRough councIl – the 
wIRRAl AppRentIce
A coordinated response from Wirral Metropolitan Borough Council and key 
strategic partners to support local business and stimulate the local youth 
labour market during difficult economic times, by providing Apprenticeship 
opportunities for disadvantaged and vulnerable young people.

SUcceSSeS
 � over 150 Apprenticeships have been established so far

 � 170 businesses registered an expression of interest to the first wave of 
The Wirral Apprentice

 � a second wave of the programme has been developed to provide a 
further 50 Apprenticeship opportunities for 16 – 18 year olds NEET. 

BAcKgROUnD:

Wirral is a peninsula in Merseyside, North West England. A variety of small to 
medium enterprises (SMEs) and a number of large corporate businesses are 
based in Wirral. There is also an array of multi-billion pound infrastructure 
and regeneration projects in the area, including the UK’s biggest regeneration 
project – Wirral Waters. Wirral’s Local Area Agreement (LAA) includes targets 
to increase employment opportunities and grow enterprise. Additionally, 
the LAA highlights the need to address inequalities in unemployment, and 
offering opportunities for the residents of the most deprived communities to 
improve their skills.

the wiRRAl AppRentice

In 2009, Wirral Council in partnership with the Wirral Economic Development 
and Skills Partnership collected feedback from businesses on the effect of 
the recession. There were a number of adverse impacts of the economic 
slump, including reduced spending on training by employers leading to 
a reduction in the available Apprenticeship opportunities. Based on this, 
the Council developed The Wirral Apprentice. The initiative was initially 
funded with £1.7m of Working Neighbourhoods Fund for the creation of 100 
Apprenticeship places through the supply of an 18-month wage subsidy. 
Since its initial creation, further funding has been secured which will double 
the number of places to 200. The opportunities are targeted at local young 
people furthest from the labour market. The scheme is a coordinated 
response between Wirral Council and key strategic partners, including the 
National Apprenticeship Service (NAS), Connexions and Jobcentre Plus. 
Although developed from an economic perspective by the Council’s Strategic 
Development Service, the 14 – 19 team was viewed as a logical lead for the 
initiative. They were already delivering intensive support programmes to 
assist disengaged groups to move into education or employment and already 
had strong working links with the key strategic partners. 

The aim of the initiative was to support local business during difficult 
economic times, while also stimulating the local youth labour market. 
Additionally, the programme was designed to engage new businesses with 
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the launch of NAS, and to open up Apprenticeship places to disadvantaged 
young people. The scheme was officially launched in October 2009, with the 
first 100 apprentices and their employers coming together to celebrate. The 
scheme has provided over 150 Apprenticeships to date. A targeted approach 
which consists of priority individuals and business representatives, The 
Wirral Apprentice model, was adopted to ensure the scheme had a genuine 
impact on those most in need, including 16 – 18 year olds not in education, 
employment or training (NEET), 16 – 18 year olds at risk of becoming 
NEET, ‘Entry to Employment’ (E2E) leavers, looked after young people and 
unemployed young adults aged 19+. The priority for young people NEET was 
a response to the higher than average NEET levels in the area (in 2007 the 
NEET rate in Wirral was over 10 per cent). Wirral also has a relatively high 
‘churn’ rate, with significant numbers of young people moving in and out of 
education throughout the year. 

The Wirral Apprentice provides employers with an 18-month wage subsidy 
from an expected minimum of a two-year employment contract. Originally, 
this funding was due to run out in March 2011, but additional Working 
Neighbourhoods funding has now been secured. Funding has been obtained 
via the Liverpool City Region City Employment Strategy Pathfinder from the 
Pathfinder Enabling Project (PEP) until December 2011. In the recent Council 
budget a further £500,000 was allocated to The Wirral Apprentice, to support 
the project in providing a further 50 Apprenticeship placements by the end 
of two years operation. The Council funding will go towards employing 
apprentices in green sector projects, including the home improvement 
project.

SUppORt fOR AppRenticeS

Young people are recruited for Apprenticeship places via the Apprenticeship 
Vacancies online system and this recruitment is managed by Connexions’ 
Vacancy Matching team to ensure impartiality and a central point of contact. 
In addition, Connexions use their own systems to target vacancy matching 
activities to young people in the priority groups. 

The 14 – 19 team runs an ESF (European Social Fund) funded project, Wirral 
Wise, which supports young people 16 – 19 NEET or at risk of NEET and actively 
supported young people to take advantage of these new opportunities. For the 
first 100 cohort, the applications were sent directly to the employers who then 
shortlisted and recruited with the assistance of the named contact officer in the 
14 – 19 team. For the second cohort there is a specific aim to target certain groups 
of young people who were invited to express an interest in an Apprenticeship 
funded by Wirral Council. The expressions of interest were for opportunities in 
an overarching occupational sector rather than for one particular job. In this way 
young people who had expressed an interest in engineering for example, were 
submitted for every engineering position to increase their chances of success 
and assist them to consider roles they may not previously have applied for. The 
criteria focus on young people between 16 – 18 years old, who are residents 
of Wirral, who are NEET or who have been NEET for a period of at least four 
weeks in the last months. Applications from young people from particularly 
disadvantaged or vulnerable backgrounds are prioritised. Apprenticeship positions 
are being offered in a variety of sectors, for example construction, hairdressing, 
and hospitality and tourism. The Apprenticeship employment contract is between 
the young person and the employer who commits to funding their apprentice 
for at least six months beyond the subsidised period. Prior to registering an 
expression of interest, young people were supported with their applications 
by members of the 14 – 19 team and Connexions and those who have been 
shortlisted are being offered interview preparation and support.

engAging eMplOyeRS

New Apprenticeship opportunities are being stimulated in the area with 
a twin priority targeted approach: 60 per cent SMEs with no history of 
Apprenticeship placements, 40 per cent all size businesses wanting to 
increase their Apprenticeship numbers. The Wirral Apprentice offers an 
18-month wage subsidy package to businesses in return for the guarantee of a 
two year Apprenticeship contract. The package includes full funding for wages 
at £4.83 per hour (national minimum wage rate for 18 – 21 year olds), up to 
40 hours per week for 18 months. Additionally, employers are supported by a 
named officer from the 14 – 19 team throughout.  



88

opening the door to apprenticeships

89

case studies

The Wirral Apprentice is advertised to local businesses on the Invest Wirral 
website, the Council’s business engagement arm. Additionally, the scheme is 
promoted to employers at conferences and events, such as the North West 
Apprenticeship Conference and a Local Government Apprenticeship Summit. 
Employers register their interest on Wirral’s website, by filling in a short form. 
From the interested employers, an initial sift is conducted by a stakeholder 
selection panel. This is to ensure that the scheme is targeting priority or 
growth sectors as well as the type and size of businesses. In addition, the 
initial sift encourages an even split of Apprenticeships across sectoral groups 
matched with the information on sector demand from NEET young people 
in Wirral. In the first round, NAS supplied employers with details of training 
providers who delivered frameworks appropriate to their vacancy and then 
the employer chose which provider they preferred.  As the second round has 
been targeted at 16 – 18 NEET young people, the Apprenticeship training 
providers have been identified ahead of recruitment and are actively taking 
part in the interview process with the employers.

chAllengeS

Wirral have found a key challenge to be the additional support that SME’s 
specifically require in taking on apprentices. In some cases employers who 
have little or no experience of employing apprentices need extra support and 
input to understand what Apprenticeships are and how they work. This can 
be time consuming for local authority staff. It is essential, therefore, that the 
support officer has experience of conducting interviews and knowledge of 
Apprenticeships so that expertise can be called upon. 

SUcceSSeS

The first wave of The Wirral Apprentice was highly successful; 170 businesses 
came forward to register an expression of interest in the programme and so 
it was significantly oversubscribed. Wirral Council developed a second wave 
of the Apprenticeship programme, which aims to stimulate the supply of 50 
further Apprenticeship opportunities for young people aged 16 – 18 NEET, in 
particular those from disadvantaged groups and areas.

Previous to The Wirral Apprentice the Council did not operate wage subsidies 
with employers, but it was felt that this would be a timely move to combat 
the effects of the recession. An analysis of the initial performance of the 
programme suggests that the outcomes are positive. The approach to 
prioritise employers who had not previously engaged with Apprenticeships 
has been a success in raising awareness of the benefits of employing an 
apprentice. Many employers are said to be happy with their apprentice and 
some have even asked for and are willing to fund an additional apprentice, 
creating a ‘buy one get one free’ notion.

The funding for The Wirral Apprentice is time limited, and work will continue 
to make the scheme as sustainable as possible. So far The Wirral Apprentice 
has strengthened existing relationships with NAS, Connexions and Job Centre 
Plus, and for the Apprenticeship scheme to remain successful this needs 
to continue. There is a particular focus on embedding the Apprenticeship 
Vacancies service with both employers and young people, so that the offer 
and take-up of Apprenticeship places continues. 

A full resource pack on how Wirral went about providing the programme is 
available via the North West Employers Organisation:

http://www.nweo.org.uk/Workforce/Good+Practice+Resource+Library/

For further information, please contact: Wirral Council 14-19 Team 0151 346 
6590
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Kent county council 

government office region South East

young people targeted 
(e.g., care leavers/ young 
people neet)

16 – 19 young people NEET, Year 11 school leavers

employed within  
authority or externally

Within the local authority

funding Initial funding from Kent County Council to 
establish the programme. The medium-term plan 
is for departments to cover the salary costs. The 
LSC covers training costs 

directly into 
apprenticeships or  
pre-app programme?

The Kent Apprenticeship team will be holding a 
series of information sessions so young people 
are able to make informed decisions. Directly on 
to Kent Success after recruitment

sectors Business administration health and social care, 
childcare, customer service and hospitality and 
catering.

partners involved Key Training Services, a training provider at the 
Council

recruitment methods Young people apply directly through KEY. The 
recruitment process begins with a young person 
sending an enquiry to KEY about a vacancy, then 
attend a formal interview and then a one to one 
interview

annex 1 – matRix of case studies
This Matrix below was developed to ensure, where possible, that the case studies 
in this document give a good representation of the variety of local authorities, 
approaches to targeting certain young people, methods of funding, approaches 
to preparing young people for Apprenticeships and different initiatives used to 
engage with employers. 

hertfordshire

government office region East of England

young people targeted 
(e.g., care leavers/ young 
people neet)

Young mothers, young carers, care leavers, 
young offenders and young people with learning 
difficulties or disabilities

employed within  
authority or externally

Within the local authority and externally with 
private employers

funding Future Jobs Fund and Performance reward Grant

directly into 
apprenticeships or  
pre-app programme?

Teams supporting young people coming out of 
Entry to Employment (E2E) programmes and 
those leaving care, direct young people towards 
the programme

sectors A variety of positions are offered in both the 
private and public sector

partners involved Youth Connexions Hertfordshire, Hertfordshire 
Provider Network, Job Centre Plus, Hertfordshire 
Chamber of Commerce and Industry

recruitment methods Vacancies on the Connexions and Apprenticeship 
Vacancies online websites. Connexions work with 
the care leavers’ team and learning difficulties 
and disabilities support team to target priority 
groups
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lincolnshire

government office region East Midlands

young people targeted 
(e.g., care leavers/ young 
people neet)

Young people leaving care

employed within  
authority or externally

Within the local authority

funding Council budget

directly into 
apprenticeships or  
pre-app programme?

Lincolnshire Leaving Care Service refer young 
people to the scheme

sectors A variety including teaching assistants, joiners, 
electricians, and chefs

partners involved Leaving care service (based in Barnardo’s) 
Connexions Lincolnshire and Rutland

recruitment methods Application form and CV – not qualification 
based but young people complete initial basic 
skills tests

lancashire county council

government office region North West

young people targeted 
(e.g., care leavers/ young 
people neet)

16 - 19 NEETs looked after young people, those 
leaving care or other excluded groups (teenage 
parents, those from BME backgrounds, young 
offenders, those with less than 5 A-C GCSE’s)

employed within  
authority or externally

Within the local authority and externally with 
private employers

funding E2E funds, cabinet budget and small amounts 
from 12 district councils

directly into 
apprenticeships or  
pre-app programme?

Future Horizon’s is the pre-Apprenticeship 
program which leads directly into Lancashire 
County Council’s Apprenticeship scheme

sectors A variety are provided but the majority are with 
traditional trades and  business administration

partners involved The Lancashire County Developments Ltd (LCDL), 
North Lancashire Training Group, Lancashire 
District Councils, Children and Young People’s 
Service.

recruitment methods Young people are provided with support to 
complete the Future Horizons application 
process from the Councils Recruitment and 
Placement officer. Followed by an informal 
interview.
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london Borough of BarKing and dagenham 

government office region London

young people targeted 
(e.g., care leavers/ young 
people neet)

The aim is to target young residents Priority is 
given 16-18s. The focus is on engaging young 
people NEET, young offenders and care leavers.

employed within  
authority or externally

Within the local authority and externally with 
private employers

funding Area Based Grant, Working Neighbour-hoods 
Fund. Additional funding from the Department of 
Health to develop social care apprentices

directly into 
apprenticeships or  
pre-app programme?

The Access to Apprenticeships (A2A) 16 week 
programme available to young people aged 16-
19, to help improve the literacy and numeracy 
skills before entering an Apprenticeship

sectors Include: health and social care, business 
administration and horticulture.

partners involved Youth Offending and Housing Services, Barking 
and Dagenham Training Services (part of the 
London Borough of Barking and Dagenham) and 
its maintenance contractor, Enterprise

recruitment methods ‘Apps’ brand figure used to promote the scheme, 
as well as a dedicated website. Young people are 
recruited through Connexions. 

manchester 

government office region North West

young people targeted 
(e.g., care leavers/ young 
people neet)

Care leavers, young people NEET and young 
people attending ‘high NEET producing schools’. 
Some initiatives also target young care leavers 
and young people from black and ethnic 
minorities

employed within  
authority or externally

Within the local authority and externally with 
private employers

funding Skills Pledge funding

directly into 
apprenticeships or  
pre-app programme?

Differs between initiatives – some hold 
recruitment or practical events

sectors Wide range of initiatives including, for example,  
construction, media and bereavement services

partners involved The Connexions Service, BBC North West Vision 
and a number of major construction firms

recruitment methods Competency based recruitment
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north yorK-shire county council

government office region Yorkshire and Humber

young people targeted 
(e.g., care leavers/ young 
people neet)

Young people NEET, those leaving care, young 
offenders, those from Black & Minority Ethnic 
(BME) and traveller communities

employed within  
authority or externally

Within the local authority

funding From the central Council/ staff budget

directly into 
apprenticeships or  
pre-app programme?

Connexions offer employability sessions to 
provide tips on how to prepare for interviews or 
fill in application forms.

sectors Include: outdoor education, childcare, catering, 
electrical engineering administration and care.

partners involved Other borough councils, Adult Community 
Services and Local Government Yorkshire & 
Humberside (LGYH)

recruitment methods Recruitment is not qualification based. Generic 
application form on the ‘real start’ website, 
young people enter a talent pool which 
employment coordinators consider candidates 
from. 

south tyneside

government office region North East

young people targeted 
(e.g., care leavers/ young 
people neet)

Young people leaving care, young people NEET 
,young people who have been in contact with the 
criminal justice system 

employed within  
authority or externally

Within the local authority and externally with 
private employers

funding Area Based Grant

directly into 
apprenticeships or  
pre-app programme?

Pre-Apprenticeship support through short 
accredited courses for young people. Connexions 
sessions Connexions and other stakeholders 
target young people who would most benefit

sectors Youth work, business administration 
construction, retail, childcare, health and care 
and catering.

partners involved Economic Development Team

recruitment methods Assessment days, where motivation and team 
working skills are explored. Interviews with an 
employer representative.
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wirral

government office region North West

young people targeted 
(e.g., care leavers/ young 
people neet)

16-18 year olds NEET or at risk of becoming 
NEET, E2E leavers, looked after young people and 
unemployed young adults aged 19+

employed within  
authority or externally

Within the local authority and externally with 
private employers

funding LSC, Working Neighbour-hoods Fund, Pathfinder 
Enabling Project, funding from the Council 
budget

directly into 
apprenticeships or  
pre-app programme?

Connexions promote to target groups. Young 
people involved with E2E are also targeted

sectors A variety  of positions are offered in both the 
private and public sector

partners involved NAS, Connexions, and JobCentre Plus

recruitment methods Vacancies on the Apprenticeship vacancies online 
site. 
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ABout the locAl 
wellBeIng pRoJect
The Local Wellbeing Project is a partnership between the 
Young Foundation, Professor Richard Layard of the Centre for 
Economic Performance at the London School of Economics, the 
Improvement and Development Agency (IDeA) and three local 
authorities: Hertfordshire County Council, Manchester City 
Council and South Tyneside Metropolitan Borough Council. The 
aim of the Local Wellbeing Project is to pioneer new approaches 
in the design and delivery of policies and services to contribute to 
public happiness and wellbeing, which could be replicated more 
widely.
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