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Country – the United Kingdom

1) National youth employment 
In May 2015, 729,000 young people aged 16-24 were unemployed. This was a reduction of 92,000 on the previous year. The unemployment rate (measured as the proportion of the economically active population who are unemployed) for 16-24 year olds was 15.9% which was a fall of 1.9 percentage points from the previous year. However the youth unemployment rates are significantly higher than the comparable figures for 25-64 year olds.
 156,000 (21%) of those 16-24 year olds who are unemployed have been out of work for more than 12 months.
The July 2015 official report to the UK Parliament included the following chart on the recent trends
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In July 2015, 579,000 18-24 year olds were unemployed, while 1.7 million were economically inactive (not in work and not looking for work). The UK has a significant problem with the number of young people not in education, employment or training (NEETs) and over the last few years the percentage of young people who are NEET has exceeded the EU 28 average.
 The situation is particularly bad for 16-17 year olds where the unemployment rate has increased considerably since the early 2000s even though the total number unemployed has remained relatively steady. This is explained by increasing numbers staying in full-time education so that fewer 16-17 year olds are economically active. July 2015 150,000 16-17 year olds were unemployed, compared to 969,000 who are economically inactive.
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Employment of young people 
The recent economic crisis hit young people particularly hard. The employment rate for young people remains below that of the population as a whole. In addition, in the first quarter of 2014 the employment rates for 16-17 year olds and 18-24 year olds remained well below their pre-recession rates. For the employment rate of young people to return to pre-recession levels, just under half a million 16 to 24 year olds would need to enter work. By contrast, by 2014 employment rates had recovered for those in their mid-30s to late 40s, and a greater share of those in their 50s and 60s are now in work than before the recession.

The employment trends for each age range in the UK are shown below
:
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Skills Needs

The UK government’s research into future skills needs
 highlighted that the 2030 context for employment will be very different. ‘The UK workforce is expected to be multi-generational, older and more international, with women playing a stronger role. While the highly skilled will push for a better work-life balance, many others will experience increasing insecurity of employment and income. As businesses shrink their workforces to a minimum using flexibly employed external service providers to cover shortfalls, a much smaller group of employees will be able to enjoy long-term contracts.’
The trends facing the UK and the three sectors in this report can be summarised as follows:
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	Retail and Logistics 
	It is anticipated that jobs and skills in the retail and logistics sector will be impacted by the increased use of ICT in work processes (both back office and customer facing), the continued impact of the Internet in multi-channel retailing, and social consumption patterns (including satisfying ‘green’ consumer choices). Overall, a growing population will probably drive growth in the demand for both low- and high-skilled jobs within the retail and logistics sector. Data and technology enable new service models for retailers, allowing for increasing sophistication in segmentation and customisation through customer profiling. 

	Manufacturing 
	Global competition, technology adoption and international trade levels will have a formative influence on the manufacturing sector in the UK to 2030. Whilst a full rebalancing of the economy (where manufacturing re-assumes a larger proportion of the economy) is less likely, a stabilisation in manufacturing employment levels is plausible. Within a globalised production environment, the demand for low-skilled labour in UK manufacturing will continue to decrease. One of the major uncertainties facing the sector is the degree to which additive manufacturing or 3D printing will revolutionise production and supply chains. The manufacturing sector in the UK will be challenged to upgrade its innovation capacity – and move beyond achieving efficiency (through lean methods). Increasing concern over resilience of supply chains is likely to drive business strategies and may stimulate near-shoring and re-shoring of manufacturing activity to the UK. 

	Creative and Digital Sector 
	Changes in technology are expected to drive productivity and the development of new business models in the Creative and Digital Sector. The sector will have a significant impact on other sectors as digital and creative solutions are applied in different business processes and fields. It is anticipated that a growth in virtual collaboration and outsourcing, together with the increasing need for flexible project management, will also shape the work environment 


The generic skills and competences that will be required in all sectors by 2030 include:
· due to the ubiquity of big data – and the means to analyse it – the ability to interpret large amounts of data is likely to be a key generic skill. This is not from a technical ICT perspective but rather the key skill is ‘data literacy’ to interrogate, interpret and spot patterns to be able to make decisions effectively;

· the movement between careers and sectors stimulates the hybridisation of skills;

· the focus on flexibility could mean insufficient time for personal development and acquiring appropriate skills and competences. This potentially undermines productivity i.e. there is a trade-off between flexibility and productivity (sufficient time to develop competence);

· as organisations increasingly manage multiple generations (four generations) within the workplace, softer skills are needed to manage (inter-) generational equity issues, and resolve conflicts that may arise;

· with increasing project-based employment (decline of traditional, permanent employment contracts), fundamental business skills are needed more widely (organising, marketing, contract negotiation and management, project management);

· up-skilling (technology and business skills) becomes ever more important. Those that don’t continue to up-skill become marginalised in the labour market (especially from lower socio-economic groups and those that don’t embrace technology);

· personal agility becomes more important – such as ability to adapt or embrace change and the acquisition/combination of new competences and learning. The ability to acquire new skills and competencies (quickly) becomes more important;

· growth in collaborative business models require skillsets that include risk management and ability to manage across networks 

In addition in the creative and digital sector the expectations are that the:
· increased inter-disciplinary thinking will be demanded from workers to enable them to better understand the user experience and the market – demand for ethnographic skills – and to apply this knowledge to their product design;
· growing need for more entrepreneurial and self-organisation skills as structures shift from traditional permanent employment contracts to a more flexible, project-based employment. 
In addition in the retail sector the expectations are that:

· as most jobs at all levels - from retail assistant up - involve some use of technology, there is a general need for medium to high technology literacy throughout the sector. Individuals in higher positions need to be able to combine their technical or e-skills with their business skills;
· the ability to analyse and use vast amounts of data (collected by an increased usage of electronic tags for consumer products) becomes an increasingly important skill, particularly for managerial positions in the sector;
· increasing need for investment in skills that support sophisticated customer engagement e.g. building brand loyalty rather than mechanistic selling skills; managing customers across multiple channels;
· data and technology enable new service models for retailers; increasing sophistication in segmentation and customisation with customer profiling. 
In addition in the manufacturing sector the expectations are that:
· the higher level of technology integration requires employees to have relevant skills, including skills in design, simulation and data analytics;
· core engineering skills are of great importance within the manufacturing sector, while a tailored qualification such as biomedical engineering is a plus;
· the rise in multi-disciplinary teams leads to increasing requirements for high-level communication and collaboration skills;
· increased demand for individuals with multi-disciplinary technical, commercial and management skills;
· demand for innovation commercialisation skills. 
CEDEFOP’s Skillsnet network (this involves members in activities related to the identification of skill needs such as forecasting, employer surveys and sectoral analysis) highlighted in the following skill needs and job opportunities in the United Kingdom:
· expansion in the following sectors - Business and other services, and Distribution and Transport;

•
an increase in the demand for the following occupations - technicians and associate professionals, managers, service and sales workers; 

•
up to 2025, an increase in the employment of individuals with high and medium levels of education and a corresponding fall in the employment of people with low levels of education.
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2) VET system in the UK
Vocational education and training is offered at most levels in the qualification frameworks in the UK
. There are several thousand accredited qualifications in the UK which are provided by around 200 awarding organisations. These awarding organisations design and award qualifications while the education and training providers deliver learning. These VET providers include secondary schools, school sixth forms, sixth form colleges, further education colleges and higher education institutions. Further education colleges represent the largest group of VET providers offering education to learners that are 16 years or older, including a large number of adult learners. School-based programmes that combine general academic study with vocational elements exist alongside broad vocational programmes and specialist occupational programmes that may take place both in a school setting and the work place. VET is offered on a full-time and part-time basis and students may attend training on a block-release or day-release basis from employers or attend evening or weekend learning.

Apprenticeships are offered through an apprenticeship framework which includes a work contract, an accredited technical and occupational qualification and core, transferable skills such as numeracy, literacy and ICT. Apprenticeships are available at three levels in England, Wales and Northern Ireland and at four levels in Scotland.
 [We should note that there are new initiatives in England which have led to the development of higher level apprenticeships under the Trailblazer scheme this is the name of a new scheme for apprenticeships that intends to put employers in charge of writing the standards that learners achieve (rather than the training organisations and the organisations that design qualifications) – (see section 5 on reforms.) 
3) Apprenticeship training
3.1 Definition of apprenticeship

There is no formal definition of an apprenticeship in the UK system. However apprenticeship frameworks in England and Wales must comply with the Specification of Apprenticeship Standards for England and Wales. The same standards apply in Northern Ireland as in England, whilst modern apprenticeship frameworks in Scotland must be approved by the Modern Apprenticeship Group. Employers, training providers and awarding organisations along with Sector Skills Councils and Standard Setting Bodies develop these apprenticeship frameworks across the UK to meet the needs of employers. 

An apprenticeship in the UK combines work with training and leads to the award of nationally recognised qualifications plus an apprenticeship certificate. Employers wishing to offer an apprenticeship work with a training provider which is responsible for the award of each of the qualifications that make up the apprenticeship. Each apprenticeships takes between one and four years to complete and can be taken in more than 1,500 job roles in a wide range of industries. Most of the training is on-the-job at the employer’s premises, working with a mentor to learn job specific skills. Off-the-job training will depend on the occupational area, the training organisation and the requirements and wishes of the employer. This training may be delivered in the workplace or through ‘day or block release’ at premises away from the working environment.
Each apprenticeship has its own framework which is designed by a Sector Skills Council in partnership with employers and their representatives. An apprenticeship framework includes three main elements: 
· a competence based element which sets out the competences required to perform the skill, trade or occupation to which the apprenticeship relates;

· a technical element which sets out technical skills, knowledge and understanding of theoretical concepts;

· a skills element which includes functional skills (e.g. mathematics, English and ICT) required for work, education and life.

Each element is certificated through a qualification. (This means a successful apprentice receives at least three qualifications – one for each element. If the apprenticeship framework includes additional elements, then the apprentice may receive a fourth qualification). The apprenticeship is not a qualification; it is a training programme that leads to the award of these qualifications. It has a separate certification process which confirms the learner has completed the training programme. The assessment and certification of each of the qualifications that make up the apprenticeship is undertaken by a training provider.

When each element of the apprenticeship is successfully achieved, the learner receives a certificate from the relevant Awarding Body (the process is the same as the one that is used for school-based qualifications). When the learner has all of the separate certificates they (or their training provider) can apply for the apprenticeship certificate. This certificate is issued
 by the Federation for Industry Sector Skills and Standards (previously known as the Alliance of Sector Skills Councils) which acts on behalf of all the Sector Skills Councils.

Funding for apprenticeship is paid to the organisation that provides and supports the apprenticeship training; in most cases this will be a training provider. Large employers who register with the National Apprenticeship Service (the national organisation in England which supports all apprenticeship schemes) may receive the funding themselves and deliver aspects of the apprentice’s training. As apprentices are employed, their selection is based on the same processes that an employer uses for any job vacancy.

3.2 Legislative framework

Apprentices are employed in the UK, and employers have been required to pay them at least the minimum wage set by the UK government since 2010. In England, the UK government covers all or part of the cost of training for apprentices. The full training cost is paid for young people between 16 and 18, but only 50% for apprentices aged 19-24. The government may also provide funding for up to 50% of the cost for those who are 25 or older. The employer often covers the remaining cost.
The UK Government has made available an Apprenticeship Grant for Employers incentive (AGE 16-24) in England, providing financial assistance for businesses employing less than 1,000 people to take on 16 - 24 year old apprentices within a formal apprenticeship programme. More than 49,000 apprentices started training with the assistance of an AGE 16-24 payment between February 2012 and October 2013. From April 2012, the Small Employer Incentive to Employ an Apprentice has become available in England in the shape of payments to small enterprises that currently do not employ any apprentices, but wish to do so.

Increased employer engagement in VET is encouraged by the Employer Ownership of Skills
 pilot which is part-funding employers in England to develop VET, including apprenticeships, that is specific to industry needs. Two rounds of funding have been made available and have proven to be an incentive for employers to invest in VET that will raise the skill levels of their future work force

3.3 Some work based learning programmes
In addition to apprenticeships, the UK runs traineeships which are designed help young people who want to get an apprenticeship or job but don’t yet have appropriate skills or experience. These schemes prepare young people, aged 16 to 24, for their future careers by helping them to become ‘work ready’. They provide the essential work preparation training, maths and English and work experience needed to get an apprenticeship or other job.
3.4 Number of students
Whilst the number of apprentices in the UK has risen sharply in recent years
, a large proportion of the vacancies have been filled by adult learners above 25 years of age. Adult apprentices are often viewed by employers as more capable workers who already possess both technical and soft skills and therefore require less training than young people. The following chart
 was publised in June 2015 showing the latest figures:
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The majority of apprentices want to continue working for the employer that trained them. A 2012 survey highlighted the following career plans of apprentices
:
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3.5 Contractual arrangements
An apprenticeship agreement must be signed at the start of the apprenticeship. It is used to confirm individual employment arrangements between the apprentice and the employer. The apprenticeship agreement must include a statement of the skill, trade or occupation for which the apprentice is being trained under the qualifying apprenticeship framework. This apprenticeship agreement is a contract of service and not a contract of apprenticeship. This reflects the fact that an apprenticeship is primarily a job rather than training. It also means the apprentice does not have any additional rights over those of other employees.

4) Drop-out rates from school and apprenticeships and alternative pathways for young people
The 2020 Europe benchmark for early school leaving is not being met by the UK
. 
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Not all apprentices complete their training, with drop-out rates high – about 25 per cent.
 As a comparison this is approximatley three times the number of students who drop out of a university or higher education course in the UK.
5) Future reforms in the apprenticeship system 
On 28 October 2013 the Government published The Future of Apprenticeships in England: Implementation Plan which set out plans to reform apprenticeships to make them more rigorous and responsive to the needs of employers. Existing apprenticeship frameworks will be replaced over time by new employer designed apprenticeship standards. There will be higher expectations for English and mathematics within apprenticeships, a 12 month minimum duration, more streamlined assessment of competence focused at the end of the apprenticeship, and the introduction of grading. The transition required legislative change and is being staged. The current framework-based apprenticeships are continuing to be delivered during the transition.
As part of the UK government’s reform of apprenticeships in England, employer-led trailblazers
 are developing new apprenticeship standards in an increasing number of sectors. Giving employers direct control of funding for apprentice training and development of the content of the training is envisaged to create programmes that are relevant and up-to-date in each sector.
In May 2015 the government announced plans for 3 million apprenticeships during the five year life of the Parliament. The government’s Summer Budget statement on 8 July announced that there will be levy on large businesses to support apprenticeships – the details of this levy are due to be announced in autumn 2015. In addition the summer budget 2015 announced that:

· employers will be given funding control through a digital Apprenticeship Voucher, which will be trialled before full implementation in 2017;

· the term ‘apprenticeships’ will be given the same legal treatment as degrees and the term “apprenticeship” will be protected by law. This will allow the Government to take action if it is misused. 
6) Evaluation of the existing system and potential ways to improve it

Employers’ organisations have welcomed the government’s proposals to assign them more control over apprenticeships. The CBI comments that ‘the current apprenticeship system is flawed, with employers having limited control over what training is delivered to their apprentices. Funding flows from government to training provider, with the result that some provision is low-quality, lacking rigour and relevance.’ The on-going reforms which will enable the employers to receive the public funding for apprenticeships is seen as improving efficiency as well as encouraging VET providers to deliver precisely the training that employers need. 
EEF - The manufacturer's organisation - a member of CEEMET, considers it must also focus more on quality as well as quantity. There have been many announcements on increasing numbers but it must ensure this is matched by quality. 
One advantage of the current system (which gives the public funding to the VET providers) is the creation of a simple administration system for employers as this enables businesses to treat apprentices as a ‘normal employee’. Ensuring a simple, easy-to-operate administrative system for the new employer-led (trailblazer scheme) apprenticeships will be essential to ensure their success. 
The CBI annual employer surveys (e.g. http://www.cbi.org.uk/media/2807987/gateway-to-growth.pdf) highlight that apprentices are highly valued but there is frustration that the current system has led to a mismatch between what some apprentices need to know and what they are taught by VET training providers.

Interest in apprenticeship is growing in all sectors – the new trailblazer approach which enables groups of employers to design the standards for each occupation (this will be a two page document and will replace the current long and complicated statements about what is expected) is encouraging greater engagement in apprentices. Once employers are genuinely in the driving seat for the funding and design of apprentices, there is a much greater chance that the skills and competences they require will be delivered.

There is however, a lot more work to be done to promote apprenticeships and encourage both young people and adult learners to consider this option. Is need better careers advice and, with the increase in fees for higher education courses to £9,000 per year, is need to respond to those learners who are looking for alternate ways to develop and learn.

CEEP member believes it will be important to support initiatives to encourage sustainable employment.
In the engineering sector perspective according to the Skills Survey 2012 from EEF its members answered to the question ‘why does your company offer engineering apprenticeships? EEF members answered as follows:

- 83% said to satisfy company’s future skills need

- 72% said to acquire skills for our business

- 50% said to get young people into the manufacturing industry
- 21% said as bespoke form of training

For the question ‘which of the following does your company consider as barriers to taking on more apprentices? EEF members answered:
- 29% said a lack of good quality apprentices

- 23% said the abolition of the default retirement age

- 23% said jobs needing to be filled immediately

- 16% said more information and resources on apprenticeships

Three-quarters of EEF members currently offer apprenticeships. Some 66% plan to recruit a manufacturing and engineering apprentice in the next 12 months and 38% plan to recruit an apprentice outside of manufacturing and engineering in the next 12 months.

7) Cost effectiveness analysis 
The context
In 2013/14 440,000 people started an apprenticeship in England. Almost three quarters of those starting an apprenticeship were in business administration and law; health, public services and care; and retail and commercial enterprise.
 The most popular apprenticeships in 2013/14 were as follows:
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European research on the cost effectiveness of apprentices shows that, by taking on apprentices, employers experience a short-term net cost, but in the longer term there is a net benefit. A similar outcome is observed for apprentices, public budgets and society at large; in the latter cases, the calculations show a large net benefit, reflecting that apprenticeships are investments with substantial long term returns for all stakeholders who are involved.
 
Research
 commissioned by the Department for Business, Innovation and Skills (based on an analysis of the Labour Force Survey) has estimated that the economic return from apprenticeships was £24-£35 for every £1 of government funding. The Department also refers to £40 for every £1 of public investment in apprenticeships. This higher figure is based only on those apprentices who do not already have a qualification at an equivalent or higher level. The focus on this £40 figure does not take account that an estimated three-quarters (72 per cent) of intermediate-level apprentices, and around half (50 per cent) of advanced-level apprentices, already had an equivalent or higher qualification.
The National Audit Office estimated that the economic returns to every £1 of public funds on apprenticeships (assuming training would not have occurred without public funds) was £16 (Intermediate level – Level 2); £21 (Advanced level – Level 3); with an average of £18 (across all levels of apprenticeships).

The official figures often refer to the total costs and benefits arising from apprenticeships - including the benefits that accrue to individuals and the costs that are covered by employers. As costs and benefits are distributed between society, employers and individuals, we need to consider the employers’ perspective. We should note that the government pays a proportion of the training costs for apprentices, depending on their age. The apprentice’s employer will normally cover any remaining training costs. The government contributes:
· 100% of the training costs if the apprentice is aged 16-18;
· 50% of the training costs if the apprentice is aged 19-24;
· up to 50% of the training costs if the apprentice is aged over 25.
The Department of Business Innovation and Skills’ 2012 research paper
 looked at the Net Benefits of Training to Employers. This study identified the costs and benefits employers derive from: (a) apprenticeships; and (b) workplace learning leading to the award of a formal qualification at the same level as an apprenticeship. The research, based on an analysis of 80 case studies, identified how long it took for employers to recover their investment in apprentices. The following conclusions were presented:
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Research for the Department of Business Innovation and Skills
 identified that the following benefits are recognised by those employers who take on apprentices:
· apprenticeships offer a relatively effective means of meeting skills needs of the business which is typically more cost-effective than recruiting skilled workers from the external labour market;
· apprenticeships produce a pool of skilled people from which promotion into more senior roles can be made;
· labour turnover rates are often reduced as a result of providing Apprenticeship training as apprentices who train with a company are more likely to stay with it;
· apprenticeships allow for company values and particular ethos to be instilled in workers which employers consider to be important especially where apprentices stay with the company after training.
The Sectors
Because apprenticeship develops general knowledge and transferable skills, skills learned in apprenticeship are highly transferable between different employers. There is, therefore, always the possibility that the employer's investment in training may be lost to a competitor who recruits already skilled workers, the well-known ‘poaching' problem.
In practice, what constitutes an apprenticeship varies across sectors and levels of training and even between employers. Apprenticeship is a heterogeneous programme of vocational preparation with substantial differences in, for instance, the duration of the apprenticeship and the volume of formal, off-the-job training delivered, depending upon the particular Framework being considered. Even within Frameworks there is likely to be variation with respect to the delivery of the apprenticeship. As a programme, apprenticeships are designed to be flexible and adaptable to the needs of employers and apprentices across the economy as a whole. Given the differing work environments and skill needs in, say, engineering versus retailing, there is no reason to expect the content or cost of training to be the same across sectors.
The 2012 research
 identified the following net training costs to employers in different sectors:
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Apprenticeships to date have been principally provided at Level 2 and 3. For the majority of EEF members (engineering) apprenticeships are Level 3, with an average duration of four years and pay far above the minimum wage for Apprentices.

Increasingly, apprenticeships are being offered at higher levels – at Levels 4 and above – such that apprenticeship increasingly provides a vocational entry path to associate professional and professional occupations. There is very little research into the cost effectiveness of the higher level apprentices – the main report is the one covering the Level 4 apprenticeship in accountancy
. This concluded that ‘where employers participated in the Level 4 Apprenticeship in Accounting it took, on average, around a year for their apprentices to complete, at a net cost to the employer of around £2,700. It is estimated that this would take the employer around nine months to recoup once the Apprenticeship had been completed.’ We cannot say whether such a situation would exist for higher level apprenticeships in other sectors.
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