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Ministerial Foreword

There is much to be proud of in Apprenticeships. Apprentices are employed in
more sectors, with more employers and at more skill levels than ever.
Apprenticeships deliver excellent returns, enjoy a profile and status not seen
for many years, and are now being developed at degree level and beyond for
the first time. We are determined to build on these strengths.

High quality Apprenticeships offer a powerful tool to help individuals to
progress and succeed; they help businesses create the skilled workforce
needed to compete, and equal any in the world. But we must ensure that
Apprenticeships serve employers in the decades ahead, and bring all up to
the standards of the best.

Doug Richard has set out a compelling case for reform, to ensure that all
Apprenticeships are rigorous and responsive to employers’ needs. We are
grateful for the time and care Doug has taken and for the far reaching
recommendations he has made. We agree with his assessment and his
vision.

His recommendations, which are addressed in this document, amount to a
major programme of reform. They set a clear challenge not just for
government but for all those involved in Apprenticeships. We agree with Doug
Richard that we must empower employers and place them at the heart of the
Apprenticeship system. And we agree that we must set the bar high on
standards and quality, to deliver Apprenticeships that are truly valued by
employers and Apprentices alike. The voice of employers is not best
expressed through representative bodies but by what they are prepared to
pay for. So we will make these reforms based on rigour and responsiveness.

In line with the challenge set by Doug Richard, we want to work with
employers, educators and all those involved in Apprenticeships, to develop
solutions for the long term. We are at a critical point in developing
Apprenticeships in England. We strongly encourage you to contribute by
offering your views on the questions set out in this document.

J
PAor

ST T
Matthew Hancock MP
Minister for Skills

Rt Hon Michael Gove MP Rt Hon Dr Vince Cable MP
Secretary of State for Education Secretary of State for Business
Innovation and Skills



Introduction

Apprenticeships are central to the government’s drive to raise our nation’s
skills because we know they work. Throughout history, Apprenticeships have
supported people learning new trades. With roots extending back over 600
years, they have certainly stood the test of time. Of course, over time trades
and job roles have changed, and Apprenticeships must change with them, but
it remains the case that learning is often most effective whilst doing.

The Apprenticeship programme today delivers strong returns for the
economy, employers and Apprentices themselves. Put simply, it is a good
investment for all concerned. A recent study estimates that those undertaking
Higher Apprenticeships could earn around £150,000 more over their lifetime,
comparable to the return for the average graduate’.

This is why, despite the most challenging economic times this country has
faced for generations, we have increased funding for the programme.

We have also taken steps to raise standards and improve the quality of
Apprenticeships: cracking down on poor provision; strengthening
requirements on English and maths; and ensuring that every Apprenticeship
lasts long enough to embed new knowledge and skills in workplace practice.

At the same time, we have made it easier and more rewarding for employers
of all sizes to recruit and train Apprentices, encouraged growth in those parts
of the programme that deliver the most value, and expanded provision at
higher skill levels. In the last academic year, more Apprentices and employers
benefited than ever before. Over 200,000 employer workplaces participated,
and over half a million new Apprenticeships started.

But Apprenticeships are too important for us to be satisfied with the progress
made so far. It is for this reason that we invited Doug Richard to look to the
future and consider how the programme can best meet the needs of the
changing economy, deliver the consistently high quality training which
learners and employers demand, and get the best possible value for public
investment.

! ‘University Education: Is this the best route into employment?’ - AAT and CEBR, February
2013.



Doug Richard, entrepreneur, educator and founder of
School for Startups, was asked by the Education
Secretary Michael Gove and the Business Secretary
Vince Cable to consider the future of Apprenticeships in
England, and to recommend how they can meet the
needs of the changing economy. The terms of reference
for the Review are included at Annex B, and the main
recommendations are set out in the sections of this
document to which they are most relevant.

The Richard Review, published in November 2012, makes clear the case for
further reforms and the direction these should take towards a system that is
more rigorous and more responsive to employers’ needs. We firmly agree
with Doug Richard’s assessment of the challenges and opportunities ahead,
and endorse his vision for the future of Apprenticeships and the key steps we
will need to take to get there.

The Richard Review argues that Apprenticeships should be redefined, to
focus where they can add most value, to strengthen the brand and to raise
our level of ambition. It recommends sharp emphasis on quality and rigour, so
that training is trusted and transferable. It reminds us that at their core
Apprenticeships must be about the relationship between an employer and an
Apprentice, and challenges us to put employers at the heart of the system’s
design and delivery. And it recommends that government should focus on
outcomes — what Apprentices can do at the end of their Apprenticeships —
and free up the process by which Apprentices get there. We accept the
Review’s recommendations to reform Apprenticeships in pursuit of these core
principles.

In setting out our plans, we are also drawing on the advice of others who have
helped improve and shape the direction of the Apprenticeship programme,
and who continue to do so. They include those contributing to the Richard
Review itself, as well as those who have provided advice more directly, such
as Professor Alison Wolf for her examination of vocational training for young
people and entrepreneur Jason Holt for his review into supporting smaller
businesses. Further important contributions have been made by Michael
Heseltine in looking at the role of skills in wealth creation; by the Business
Innovation and Skills Select Committee in its 2012 Report on Apprenticeships;
and by the National Audit Office in its examination last year of the adult
programme.

Informed by these contributions and other evidence, this document sets out
the government’s vision for the future of Apprenticeships in England. We
describe the principles we believe to be important and our priorities for reform
and, at a high level, the approach we propose to deliver these. We do so both
to confirm the direction we wish to take and to inform and stimulate a wide
public consultation on implementation. The reforms set out here are long-term
and they are bold. The pace and detail of delivery must be shaped by the



employers, educators and individuals on whom the Apprenticeship system
depends.

As we seek to improve Apprenticeships we must recognise and strengthen
the good practice that already exists, and ensure that all rise to the standard
of the best. Our vision builds on the steps already taken, for example to
improve quality.

The reforms will not be easy but the rewards for employers, individuals and
the future workforce mean they are worth pursuing. In the spirit of partnership
that will be key to their success, we invite views on the approach that is set
out in this document, and in particular on the questions highlighted.



Section 1: The role for Apprenticeships

“‘We know that an Apprenticeship model delivers the most value when it
involves sustained and substantial training, fully and closely integrated within
the experience of learning and practising a real job.”

“We cannot expect Apprenticeships to be well regarded if we do not make it
clear what they stand for.”

Richard Review recommendation
Apprenticeships should be redefined:
o they should be targeted at those new to a job or role
o suitable jobs will require sustained and substantial training

o the government should introduce a separate programme for
employability skills

o training and accreditation of those already fully competent in their jobs
should be delivered separately

An important step already taken by government has been to adopt the
principle that an Apprenticeship must involve a real job. It should not simply
be a package of mainly classroom-based vocational study, as has sometimes
previously been the case. It is a vital principle we believe should continue.

We agree with Doug Richard that Apprenticeships should be designed for and
targeted at people starting a new job role or occupation, so as to train them in
the skills needed for that job and to provide a springboard for their future
careers. This is not a narrow definition. It includes offering a ladder of
opportunity to help people advance within their existing employment, where
the Apprenticeship is firmly focused on training them to do a higher skilled job.
Most important for Apprentices and employers alike is that substantial
learning takes place, with the application and practice of new knowledge and
skills in a real workplace.

For young people in particular, Apprenticeships are an ideal way both to earn
and learn. But individuals of all ages can benefit. Few people today are settled
in jobs for life. There is an increasing need, and opportunity, for many to
consider and adapt to new career directions. Apprenticeships can support
this, helping people adjust to the rapidly changing skills needs of a modern
economy.




For those already experienced and competent in their roles, Apprenticeships
will not be the right approach, unless they are advancing to a substantially
higher skilled role. Where people have existing skills they want recognised,
we believe that they should still have the opportunity to test themselves
against new competency standards via other non-Apprenticeship routes.

At whatever age, an Apprenticeship must enable an individual to gain both the
skills to excel at their current job and the core competences to apply these
skills to other jobs in their sector. Every Apprenticeship should also relate to a
real job role, not simply train an individual in a generic set of skills.

We believe it is for employers to define the standards and scope of learning
required for each job role or occupation. This is considered in detail in later
sections. Government’s role is to set the broader criteria for standards, taking
account of the public investment being made. In all cases and in every sector,
an Apprenticeship must involve substantial training, over an extended period.
This should go significantly beyond that typically offered by an employer to all
new members of staff.

Whatever the starting point for the Apprentice, and often this will be from a
low base, the standards to which they are being trained must be broad and
stretching, and the core skills acquired must be recognised as transferable by
other employers in their sector.

Compared with some Apprenticeships today, the new standards will be more
challenging and ambitious. Often they may take longer to achieve. But the
value of the outcome to both Apprentices and employers will be greater.
Apprenticeships may be defined at any level, so long as broader criteria for
standards set by government are met. The level should be based on what the
job role requires, as determined by employers. Apprenticeships should never
be just a staging post, with full competency requiring further training, skills or
experience. We would expect Apprenticeships at level 2 to continue, where
this is the outcome of the standard-setting process employers have led, and
where the breadth and stretch of skill required for that job role makes it
suitable for an Apprenticeship. However, we envisage that more
Apprenticeships will target achievement to level 3 or higher than do today,
and we hope to see significant growth continue at level 4 and above.

For individuals in low skilled jobs, which do not require substantial training
over an extended period, Apprenticeships will not be suitable. People in this
situation will be entitled to extensive training from the Further Education (FE)
system more widely. This includes support for training in English and maths
and for their first level 2 or level 3 qualification. This, together with the work
experience they are gaining in their job, will help prepare them to apply for
higher skilled Apprenticeships.



Traineeships

Apprenticeships, combined with the introduction of study programmes for
those aged 16 to 19, are at the heart of our drive to equip people with the
skills that employers need.

We recognise however that some young people need more help with the
transition from school to work. Employers consistently express concern that
young people often lack the right skills and attitudes when they apply for
Apprenticeships or other jobs. Sometimes they may just need the chance to
prove themselves to an employer.

We therefore agree with the Richard recommendation that the government
should introduce a new scheme, alongside Apprenticeships, to help young
people develop the employability skills and experience of work needed to get
a good job or Apprenticeship. As we improve Apprenticeships for those able
to secure them, through our new plans for Traineeships we are giving the
additional help some young people need to take advantage of these.

Starting later this year, Traineeships will offer unemployed people aged 16 to
24 years a combination of extended work placements, work skills training,
English and maths, and other support suited to individual needs. They will
help young people prepare for Apprenticeships and other employment
opportunities.

We will say more on Traineeships in the updated national skills strategy we

plan to publish shortly.

Question 1: How can we ensure that every Apprenticeship delivers
substantial new skills?



Section 2: Apprenticeship qualifications that
employers really value

“We need clear, effective and trusted Apprenticeship qualifications. The
solution lies in shifting the power over designing and developing these to
employers in a far more direct and transparent way... whilst giving
Government a clearer role in defining what a good quality standard looks like.”

Richard Review recommendation
The focus of Apprenticeships should be on the outcome:

o recognised industry standards should be at the heart of every Apprenticeship.
They should set out what Apprentices must know and be able to do, at the
end of their Apprenticeship, at a high level which is meaningful and relevant
for employers

o these standards should form the basis for new Apprenticeship qualifications
to replace Apprenticeship frameworks, the current qualifications which
comprise them and the national occupational standards which underpin them

o there should be one Apprenticeship qualification for each occupation
associated with an Apprenticeship. Apprentices should not complete a
package of qualifications; nor should there be multiple competing
qualifications per job role

o Apprenticeships should link to standards for professional registration where
these exist and are well-recognised

The Government should set up a contest for the best Apprenticeship
qualification:

o individual employers, employer partnerships or other organisations with
relevant expertise to be invited to design and develop meaningful
Apprenticeship qualifications for their sectors

o the selection of the ‘best’ qualification for an occupation should be based on
Government-set criteria for identifying what good looks like

o the criteria should ensure that the qualification is ambitious and stretching,
delivers transferable skills and has significant buy-in amongst employers,
including small ones

We firmly agree with Doug Richard that employers must be genuinely at the
centre of designing Apprenticeship standards and qualifications, and that
these should be focused on the outcome. We also agree that to achieve this
will require a major overhaul in the structure of current Apprenticeships, the
qualifications which comprise them and the occupational standards which
underpin them.
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Recognised industry standards

We agree with the Review that every Apprenticeship should be based on
industry standards that are widely recognised, easy to understand and trusted
by employers. These should describe what an employer requires from a fully
competent Apprentice at the end of their training. They should focus, in broad
terms, on what is needed to demonstrate mastery of an occupation, not
competence in a series of narrowly defined tasks.

This approach differs from today’s system, in which Apprenticeship
frameworks list qualifications that Apprentices must work through but do not
set out holistically the knowledge and skills needed to demonstrate full
competence in the job. It differs too from the approach taken for qualifications
within current Apprenticeships, and by the National Occupational Standards
on which they are based. The Review argues that these are too narrow and
detailed to be meaningful to employers, or to capture what employers really
look for in new employees. The current approach encourages a focus on
evidencing that an individual has, at one point in time, undertaken a series of
discrete tasks, rather than on teaching an individual to do a whole job and on
assessing this.

We agree that the responsibility for designing standards rightly sits with
employers. The government cannot determine the standards or skills needed
for all occupations; nor should it try to.

Qualifications

For each occupation or major job role we recognise the strong arguments set
out in the Review that there should be a single standard set, defining the core
knowledge and skills required. This could maximise recognition, consistency
and transferability, and make it easier to assure that quality is maintained. For
similar reasons, there is a strong case for a single qualification associated
with this standard.

We recognise that for some sectors the nature of individual jobs and skills
needs may vary significantly between employers, even for job roles that are
nominally the same. The solution we adopt will need to take account of this. It
could be addressed through a ‘core and options’ approach for each standard
and qualification, increasing their flexibility for different settings and contexts
while ensuring a rigorous core of essential knowledge and skills.

It would also be possible to agree a single standard but retain a market in
qualifications to test against it. However, if we were to do this, it would be
critical to avoid re-creating the situation that is sometimes the case now, with
many different versions of qualifications competing not on rigour but on ease
of completion and price, thus lowering standards in the process. The effect
would be to undermine trust and transferability in any new system, as it has
for some employers in the current one.

11



Whether or not we retain a market in qualifications to certify the standard, we
agree with Doug Richard that there are strong arguments for Apprentices
taking just one, overarching qualification. This would certify their achievement
of the full standard and demonstrate how learning and practice across the
Apprenticeship had been retained and their ability to apply this. This would be
more valuable and transferable than a package of narrower qualifications.
Only by limited exception would Apprentices gain credit separately and more
swiftly for smaller qualifications. For example, where these are pre-requisites
for the job, such as in food hygiene or fork lift truck operation, and where such
qualifications might in practice be essential additions to the Apprenticeship
training itself.

Standard setting criteria

The role for government is to ensure that Apprenticeships are high quality,
with sufficient stretch and breadth of learning to justify public investment. This
includes assuring the rigour of the standards on which they are based, and of
the qualifications that link to these. We therefore agree with the review that
the government should set the criteria against which standards are
developed.

Doug Richard has suggested that the criteria below be the basis for setting
standards. We would welcome views on whether these are right, and whether
there is anything that should be added or removed. He proposes that the new
standards, and the Apprenticeships to which they relate, should:

o be stretching

o deliver transferable skills

o have significant buy-in across the sector, including from small and
medium-sized enterprises (SMEs), and be deliverable by small
employers

o require substantial training and take more than a matter of months for
an Apprentice to become competent at — involving training significantly

beyond that offered to all new staff

o include skills which are relevant and valuable beyond just the current
job, supporting progression within the sector

He has also proposed, and we agree, that in sectors where professional

registration exists and is well recognised, Apprenticeships should provide the
training, experience and other requirements needed to achieve this.

12



Designing the standards and qualifications

The Review recommends that the government should run a contest to select
the standards for each occupation, inviting individual employers, employer
partnerships and/or other professional organisations to compete to develop
these.

We agree that a competitive process to set standards would have many
benefits. It could maximise the recognition and transferability of the winning
standard, and encourage competition based on quality. It would also offer a
transparent and objective process through which the government could
engage with employers to define the occupations and maijor job roles within
their sector for which separate standards are needed.

At the same time, we accept, as Doug Richard highlights, that the ability of
different sectors to respond to the challenge of a competition and to develop
standards meeting the full range of criteria will vary. The approach could also
mean rejecting some standards that comfortably met the criteria but were not
selected, potentially working against the broad support envisaged for the
winning standard, if a single standard for each occupation or major job role is
adopted. Placing strong emphasis on evidence of significant buy-in across the
sector as a selection criterion would help to mitigate this, together with the
‘core and options’ approach described above. Doug Richard has suggested
that, at the outset, government might need to help employers to come
together to develop the new standards, at least in some sectors, and we
agree.

We will take further time to consider the most appropriate process, and would
welcome views on how best to bring employers together to design the new
standards and associated qualifications.

Once standards are agreed, which would be for a defined period, it will be
important for the employers that developed these to keep under review
whether they continue to be appropriate or need updating.

How we will get there

We would welcome views on how best to create a system that empowers
employers to design the high quality standards that work for them, supported
by qualifications that are widely recognised and valued.

We do not underestimate the scale of the reforms to standards and
qualifications that we are proposing. Designing and implementing these
reforms will need careful planning and partnership. We will set out a timetable
for the transition later this year, in light of further work and responses to the
questions set out in this document.
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We would also welcome views on how best to manage the transition to new
qualifications and standards. For example, in the short term there may be
merit in reviewing existing frameworks, and/or the qualifications contained
within these, to remove those that employers do not value or that are furthest
away from the new expectations for Apprenticeships.

In moving to the new standards, we envisage a staged roll-out across sectors.
Some sectors will be better prepared to respond sooner than others, perhaps
building on partnerships cemented through the Employer Ownership of Skills
pilot or other sectoral partnerships. In others, the case for pursuing the new
approach more rapidly may be particularly strong. Staged roll-out will also
enable us to learn from the early pathfinders.

Question 2: How should we invite and enable employers to come
together to design new standards for Apprenticeships?

Question 3: What are your views on the proposed criteria for
Apprenticeship standards as set out above?

Question 4: Should there be only one standard per Apprentice
occupation/job role?

Question 5: Should there be only one qualification per standard?
Question 6: How should we manage the transition from the current
system of Apprenticeship frameworks to a new system of employer-

designed Apprenticeship standards and qualifications?

Question 7: How can we make sure that the new standards stay relevant
to employers, and are not compromised over time?

14



Section 3: Improving trust and confidence in the
assessment of Apprenticeships

“Continuous and time consuming assessment, driven by paper-based tests,
accumulated ‘evidence’ and assessors with a vested interest in Apprentices
passing the test, demeans the Apprentice’s accomplishment.”

“The final test and validation must...test the full breadth of the relevant
competencies not merely the incremental progression of the Apprentice.”

Richard Review recommendation

The testing and validation process should be independent and genuinely
respected by industry:

o the test should be holistic, at the end, and assess whether the individual is
fully competent and employable, within their job and their sector

o organisations with the right expertise should be responsible for assessment
and making sure Apprentices are tested consistently against the specified
standard. Where possible, assessment oversight and delivery should be
done in collaboration with the qualification designers

o assessors must be entirely independent, with no incentive or disincentive
related to the outcome. Employers should be directly involved as well as
educators

o the government, a government body or regulator should approve and
oversee the assessment process, or the organisations in charge of that
process, in a light touch way

It is vital that employers trust the qualifications Apprentices take. The steps
set out in Section 2 to ensure stretching standards and qualifications defined
by employers will help to build this trust. But if employers do not also have
confidence in the assessments carried out to verify the achievement of
standards, then the value of any qualifications will be undermined.

We agree with the Review that we must reform assessment so that it is more
independent and more trusted by employers. There must be no incentive to
pass individuals who are not sufficiently competent.

We also firmly agree that the main assessment of an Apprentice’s
competence should take place largely at the end, consistent with the
outcome-based standards that are proposed. Only then is it possible to certify
final achievement against the full range of skills and competencies required.

15




Key principles of good assessment

As the Review sets out, the main principles of assessment in any education or
training system are independence, consistency and the maintenance of
standards over time.

Independent assessment will be demonstrably objective, separated from any
individual or organisation with an incentive for whether the individual passes
or fails. This might be achieved, for example, by ensuring that assessment is
fully independent of training delivery. Or, where this is not possible, through
robust arrangements for independent verification to ensure objectivity is
maintained.

Consistency means that the outcome should not vary between different
settings, workplaces or areas. For example, it is important that an employer in
Kent recruiting a carpenter who served his or her Apprenticeship in
Northumberland can be assured that the candidate has the core skills needed
for the role.

Effective and trusted oversight of the assessment system as a whole is also
important, to ensure that the above requirements are met and that standards
are maintained over time.

End point assessment

Apprenticeships today, as a result of the qualifications they contain, often
focus heavily on continuous assessment. This can be at the expense of new
teaching and learning. Indeed, some Apprentices tell us that their
Apprenticeship experience has been dominated by assessment alone.
Re-focusing on assessment at the end will allow trainers to spend more time
teaching, not testing.

Synoptic, end point assessment means that an Apprentice will need to be
able to demonstrate the full range of skills, competency and knowledge
required to meet the standard, putting different strands of learning together
and applying these in different contexts. The nature of the final assessment
will vary for each occupation, reflecting the nature of the work involved. As
Doug Richard suggests, this might itself comprise a series of tests and
practical tasks undertaken over several days or weeks. Of key importance is
that future employers trust the process as a meaningful and reliable test of an
Apprentice’s ability to do the job fully, including in new and different contexts.

This does not imply an end to all interim assessment. Reviews of progress by
trainers to assess skills and knowledge gained will remain good practice as
part of training. But such reviews would not be accredited and would be
separate to the final, independent assessment of full competence.

16



Enhanced employer engagement

We agree with the Review that increased involvement by employers in
assessment will help to build trust in the credibility and rigour of the process.
In pursuing this, we will need to ensure that we do not ask more from
employers than they have the capacity to do. This capacity is likely to vary
between sectors and occupations. However we believe that in all sectors
employers have an essential role not just in developing standards but also in
overseeing the design and development of the assessment process to verify
these.

The Review proposes too that employers should have a more direct role in
assessing Apprenticeships. We are keen to explore how this might be
achieved in practice, without placing undue burden on employers and while
recognising the expertise required of professional assessors. The role of such
professionals will continue to be important.

We propose therefore to include assessment as a further area to be
considered by those developing Apprenticeship standards. Employers would
be invited to set out what an effective test of competency against the
standards they wish to set would be, and how the arrangements for its
delivery might work.

The Review also proposes that the Apprentice’s employer be asked to confirm
that he or she has demonstrated the necessary level of competency and
experience in the workplace, as a pre-cursor to taking the final, independent
assessment. This would reinforce the centrality of the employer role in
Apprenticeship delivery and in assessing the impact of training in the
workplace. We agree this is a sensible step and would welcome wider views
on how it might work.

The government is consulting separately on proposals to reform qualification
accountability measures for 16 to 19 year-olds2. As part of this we are
seeking views on how awarding organisations can best support training
providers to engage employers in the delivery and assessment of
qualifications locally. We will take the responses to that consultation into
account as we develop our approach for Apprenticeships

Grading

We believe that there is a strong case to apply grading to Apprenticeship
qualifications, to maximise their usefulness in the labour market and as an
incentive to strive for excellence. We know from competitions such as World
Skills that defining excellence in vocational education helps to drive ambition.

2

Government proposal to reform vocational qualifications for 16-19 year olds
http://media.education.gov.uk/assets/files/pdf/1/16%2019%20vq%20reform%20consultation%20docm
ent%20v3.pdfument%20v3.pdf
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Current occupational qualifications use a wide variety of grading approaches.
Most assess purely on a pass or fail basis but some distinguish between
different levels of achievement. We will welcome views in particular from
employers on the appropriateness of grading for their sector, and how this
might work as part of standard setting and assessment.

Assessment oversight

We agree with the Review that the government, a government body or
regulator should approve and oversee the assessment process as a whole, or
the organisations in charge of that process, and that they should do so in a
proportionate way. This oversight will protect both the learner and employer.
Oversight in the current system is through the regulation by Ofqual of
awarding organisations. We would want to ensure a clear and fully effective
line of accountability for any new qualifications, in order to demonstrably
maintain standards over time. Employers or professional bodies may also
have a role in overseeing the assessment process in their sectors.

Next steps

Taken together, these reforms set a challenging agenda, to transform from
the system we have now in which continuous, incremental provider-led
assessment is the norm, and employer influence or oversight of the
assessment process is often minimal.

There are many different ways by which the Review’s principles could be
applied. Further work is needed to explore possible approaches, to ensure
that the full implications of any proposals, including in terms of deliverability
and cost, are clear.

We are therefore seeking your views on how we can best deliver improved
assessment, based on the principles set out.

Question 8: How can we ensure that employers are better engaged with
the development and oversight of the assessment in Apprenticeships?

Question 9: How could employers best be involved in the practical
delivery of assessment?

Question 10: How can the independence and consistency of assessment
in Apprenticeships be further improved?

Question 11: How should we implement end point assessment for
Apprenticeships?

Question 12: How should we implement grading for Apprenticeship
qualifications?
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Section 4: English and maths

“Apprenticeships should attract some of the best students, including those
who have already excelled in maths and English at school. But, for those who
have not yet reached a good level by the time they start...achieving a good
level of maths and English, a more stretching level than many Apprentices
currently attain, should be a pre-requisite for completion.”

Richard Review recommendation
All Apprentices should have achieved level 2 in English and maths before they
can complete their Apprenticeship:

o maths and English taught within Apprenticeships should be sufficiently
functional in approach to be suitable for an Apprenticeship context

We share Doug Richard’s ambition that all Apprentices should be supported
to achieve Level 2 qualifications in English and maths, and are committed to
progressing towards this.

Skills in English and maths provide a foundation for progression in all
occupations. Those less able in these subjects will find many doors closed to
them. This is why, from August 2012, all Apprentices have been offered
training to work towards level 2 qualifications in these subjects where they
have not achieved one or both previously. To support this, in 2012/13 we
doubled the funding available for English and maths training for adult
Apprentices, and raised this substantially for those under 19.

From August 2014, we will go further by requiring that all Apprentices who
begin their Apprenticeship with only level 1 qualifications in English and/or
maths take up the current offer and work towards level 2 during their
Apprenticeship. This will align with a similar strengthening of requirements for
those aged 16 to 19 undertaking study programmes. At this interim stage,
however, Apprentices will not need to have achieved level 2 in order to
successfully complete their Apprenticeship.

For those who begin without level 1 qualifications in English and/or maths, the
requirement, as now, will be to attain level 1 in both subjects to complete their
Apprenticeship. Providers will be expected to then offer level 2 training once
level 1 has been achieved.

In future years we want to go further, so that all Apprentices achieve these

critical qualifications as a core part of their Apprenticeship, as Doug Richard
recommends and as is the case in some other Apprenticeship systems.

19




This strengthening of ambition reflects the increased status and more rigorous
standards we envisage for future Apprenticeships, to offer a recognised
pathway to high value jobs and successful careers for people of all abilities.

We recognise that this is a stretching goal and may take time to achieve,
given the large numbers of individuals entering Apprenticeships today without
this level of attainment. However we believe it is right to ensure that every
Apprenticeship equips the Apprentice not just for their current job but to
progress within and beyond their current sector.

For some people this will present a major challenge. For example, those with
learning disabilities or who have low initial attainment in these subjects. We
will continue to explore how best to support such individuals, including by
extending best practices in teaching, and consider carefully how the transition
to higher standards should be managed and its timing.

We will also consider how to ensure that the Apprenticeship system
recognises the needs of those who have high potential but may have further
to travel in these particular areas, so that providers or employers are not
deterred from recruiting them.

Question 13: What are the specific obstacles to all Apprentices
achieving level 2 English and maths as part of their Apprenticeship, and
how could these be overcome?

Question 14: How would a requirement to have all Apprentices achieve

level 2 in English and maths impact on employers, providers and
potential learners? What are the risks and potential solutions?
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Section 5: Promoting innovative and high
quality training
“‘Different people learn in different ways...We must let competing educators,

public and private, innovate and explore to find the best ways to get our
Apprentices to the level of competency that the standard defines.”

Richard Review recommendation

The government should encourage diversity and innovation in delivering
Apprenticeships:

o there should be no unnecessary process and prescription for how an
Apprentice reaches the desired outcome, but rather many paths and
approaches.

The government has a role in promoting good quality delivery:
o the government should help promote good practice

o some off-site learning and a minimum duration for Apprenticeships should be
mandatory

o safeguards must protect Apprentices and employers against poor quality
provision. The government should ensure that an effective, light touch
approval process exists that confirms training organisations are providing
good quality, relevant training for the sector.

With clear and holistic standards agreed for each occupation, and a shift
towards assessment at the end, we can liberate our professional trainers to
do what they do best: to teach and to train.

We strongly agree with the Review that every Apprenticeship should at its
heart be about a relationship between an individual employer and individual
learner. So the shape of every Apprenticeship journey should be different. An
Apprenticeship should not be something taken ‘off the shelf’ by a provider, or
something prescribed by government. Every job, every workplace, and every
individual learner is different. So it should be up to employers, together with
training providers and learners, to shape the learning journey themselves, and
we should minimise the things that get in their way. As Doug Richard argues,
government’s role should be primarily to help ensure quality outcomes, not to
prescribe processes.

We will therefore encourage greater innovation and dynamism in training
delivery, with more entrants to the market bringing fresh ideas and
approaches, and spurring existing providers to respond similarly.

The reforms we are making to Apprenticeship qualifications, focusing on final

competency and freeing up the journey to achieving this, will give greater
scope to train in more flexible ways. The approach set out in previous
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sections will see the increasing removal of the detailed prescription and
incremental assessment that many Apprenticeships involve today.

As a further step we will explore what additional support the government
might take to spur innovation, including to help spread good practice and to
take full advantage of the opportunities offered by new technologies.

A major impetus for innovation will also come from the increasingly central
role envisaged for employers and Apprentices in driving the market for
training. The Review’s proposals set out in the next section to reform funding
would play a major part in this, together with improved information to help
employers to shop around.

Building on what works

There are some features of Apprenticeships today that we know help ensure
effective training and a high quality experience. This is why we agree the
recommendation to continue to require that Apprenticeships last at least a
year, to give time for new learning to embed and for Apprentices to become
fully competent and confident in their roles. Very often Apprenticeships will
last much longer.

We also recognise the benefits for Apprentices of having sufficient time to
learn and reflect well away from their ‘day job’, and share Doug Richard’s
concerns that many Apprentices today lack sufficient time away from their
workplace and off-site. This brings the opportunity for additional training, and
gives the time and space to gain fresh perspectives and consolidate learning.
Further benefits can come from shared learning with other Apprentices. We
would welcome views on the best way to ensure this is a core component of
every Apprenticeship, without undermining employers’ ability to shape each
Apprenticeship as they see fit.

Safeguarding quality

At the same time as increasing choice and diversity of provision, we agree
that employers should be able to trust that basic safeguards on training quality
are in place. They should have some assurance of the quality, capability and
legitimacy of training providers that they may wish to deal with. We recognise
that the government will continue to have an important role in this area. For
the market to operate effectively, employers also need to be able to compare
between providers of the particular training they are seeking, to be confident
that an approved provider is up to the task and to be able to judge between
adequacy and excellence.

The Skills Funding Agency undertakes due diligence checks to assess the
financial credentials, capacity and any Ofsted inspection record of all training
providers receiving public funding. We will build on these arrangements to
ensure that, as far as possible, they are an effective assurance of training
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quality as well as financial health, and that this information is accessible to
employers to help support their choice of provider.

We are also developing the concept of ‘chartered’ status for colleges and
training providers. Wide-ranging criteria would include the need to
demonstrate the responsiveness of providers to employers and local
enterprise partnerships in their area. The chartered status logo would offer a
visible symbol for employers of a high quality and responsive provider.

Alongside these routes, we agree with Doug Richard that voluntary, employer
led kitemarking could play a role in helping employers find the right
occupation-specific training. We believe it is for industry and professional
bodies in each sector to judge this, and to develop and implement any
schemes they believe appropriate. The aim would be to guide employers
towards those providers with a strong record and offering good service in their
particular area. Such kitemarking could also drive quality improvements.

A number of models are possible, and it may often be that the best approach
will differ between sectors. However, if there is strong support for kitemarking
in a number of sectors, we believe there may be a case for an overarching
framework and branding to reduce the scope for confusion and burdens on
providers. We would welcome views on this.

Question 15: What further steps, by government or others, could

encourage greater diversity and innovation in training delivery to help
Apprentices reach the standards that employers have set?

Question 16: What approach would work best to ensure Apprentices
benefit from time to train and reflect away from their day to day
workplace?

Question 17: Should off-site learning be made mandatory?

Question 18: How can the process for approving training providers be
improved, to help employers find high quality, relevant training?

Question 19: Do you believe that a kitemarking scheme for your sector
or profession would add value and be supported?
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Section 6: Giving employers the purchasing
power and incentives to drive quality and value

“Employers are best placed to judge the quality and relevance of training and
demand the highest possible standards from training organisations. To
become real consumers of training, employers should have control of
Government funding and, also, contribute themselves to the cost.”

Richard Review recommendation

Government funding must create the right incentives for Apprenticeship
training:

o government should contribute to the cost, but employers should have direct
purchasing power to ensure relevance and drive up quality

o the price for Apprenticeship training should be free to respond to and reflect
employer demand

o government should contribute only towards training to reach the industry
agreed standard. Payment to be partly linked to the Apprentice passing the
test

o preferred approach is that the government funds Apprenticeships through
National Insurance or the tax system — ideally through a tax credit, similar to
the R&D tax credit

o the funding system should be kept simple and accessible, including for small
firms

o government should consider varying how much it pays for training — and
potentially how and when it makes the payment - according to the size of the
firm and age of the Apprentice.

Creating the right incentives for Apprenticeship
training

Apprenticeships are a joint investment. It is right that the cost be shared
between Apprentices, their employers and the government, reflecting the
benefits to each:

o The individual benefits from new transferable skills and increased
lifetime earnings, and so may contribute to the cost of training, for
example by accepting a reduced wage during training.

o The employer benefits from a more productive workforce with lower

staff turnover, and so should pay wages, provide on-the-job training
and support, and contribute to the costs of training;

24




O

Society and the economy as a whole benefit from Apprenticeships, so
it is right that the government continues to contribute towards their
cost.

We recognise the value of the key principles put forward by Doug Richard to
underpin our future approach, which are that:

O

The employer is the customer: Positioning the employer as the
customer increases providers’ incentives to respond to businesses’
needs. This means employers should be the main purchasers of
training from training providers.

The employer co-invests: By making a direct financial contribution
towards the cost of training, employers have stronger incentives to
demand relevant, high-quality training of good value.

Government does not set the price of training: Freeing the price of
training from public control and having it determined between
employers and providers will help to prioritise learning that delivers
most value.

Government funding is linked to achievement of transferable skills:
Payment is partly linked to the achievement of the Apprenticeship, to
provide incentives for individuals to succeed. And government supports
only training that is transferable and that supports the Apprentice in
reaching the agreed standard.

The funding system should encourage employers to get involved: It
must be simple and accessible, and must actively encourage the
expansion of high quality Apprenticeships, by encouraging employers
and individuals to participate, rather than deterring them.

Apprenticeship support must be affordable and deliver value for
money: By freeing the price, incentivising the employer to drive value,
linking government funding to the achievement of transferable skills
and raising standards across the programme, this will deliver improved
value-for-money. Support for Apprenticeships must also be affordable
within the government’s spending plans.

Funding reform impacts on the other recommendations proposed by Doug
Richard. It provides strong incentives for employers to engage in the design,
development and assessment of Apprenticeships, as well as giving them the
flexibility to choose the training their Apprentices need to get them to the
standard.

These principles are currently being tested through the Employer Ownership
Pilot, from which we will learn more about the issues, benefits and challenges
as these progress. Looking beyond the current pilots, we will explore options
for addressing the principles articulated by Doug Richard. This will take
account both of how well different approaches could support our goals for
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these reforms and the practical and cost implications for individuals,
employers and the government. We recognise too that Local Enterprise
Partnerships have an important role in supporting employers and in

encouraging the responsiveness of local training provision to meet employer
needs.

In considering these reforms, we will continue to be mindful of the need to
fund younger Apprentices at a higher level, and to recognise the greater
needs of smaller businesses in employing Apprentices.
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Section 7: Improving awareness and
information

“Improving quality, value and relevance will not be enough on its own to
significantly boost awareness and demand.... direct steps to increase these
will be needed.”

Richard Review recommendation

Learners and employers need access to good quality information:

e}

government and other relevant data sources to be made open and accessible
in simple language and formats, so that others can connect it together to
generate products that present data in meaningful, innovative and accessible
ways

Government must actively boost awareness of the new Apprenticeship model.

O

the government should take an education (not sales) based approach to help
employers understand how to take on an Apprentice and why it's worthwhile

those setting Apprenticeship standards should be encouraged to actively
promote that standard across their sector

the government, through its own web-based and other careers advice
services, should ensure that the Apprenticeship route is offered as a genuine
and valuable pathway to a successful career

new ways to bring employers and prospective learners together should be
promoted

more effort should be made to ensure that schools and teachers, parents and
all those who inform and guide young people have a better understanding of
what a high quality Apprenticeship can offer

the government and others should support employer links into schools, to
raise awareness of Apprenticeships and other work-based learning
opportunities, including through an Apprenticeship ‘milk round’

Improving information and boosting awareness

High quality, accessible information is essential to promote choice and
increase awareness of Apprenticeships. This is the focus of much current
activity, for example through the National Apprenticeship Service online
vacancy database and their networks of ambassadors and via the National
Careers Service.
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We agree with Doug Richard the need to get smarter and more ambitious in
how we ensure employers, individuals and others learn about the benefits of
Apprenticeships and about specific opportunities. This includes making the
fullest use of new technologies.

As we improve the quality of Apprenticeships, we must ensure that young
people in particular, and their parents and teachers, view Apprenticeships as
a visible and valued pathway to a rewarding career. Too often today it is seen
to be of lower status than other academic options. Yet Apprenticeships offer
pathways into highly skilled and often well-paid jobs across the economy,
from science and engineering to accountancy, and from technicians to
management. With Higher Apprenticeship opportunities rapidly expanding up
to postgraduate level, and Apprenticeships increasingly leading to
professional registration, we must ensure that they attract the profile and
standing they deserve.

To help to achieve this, Doug Richard, as well as Jason Holt in his recent
work on improving SME engagement with Apprenticeships, highlighted the
importance of peer networks and of support and mentoring services,
particularly for SMEs. We agree and are working with employer organisations
and other partners to establish how best to extend this.

In addition, with the increasing leadership roles envisaged for employer and
professional organisations, we believe these will be well placed to educate
about Apprenticeships both within their sector and beyond.

Open data and online information

The government has a particular responsibility to make the data it collects
easily available for others to make good use of. This is an area in which we
recognise we can do better, and we agree the emphasis that Doug Richard
has placed on this.

Our digital strategy signals our intent to do more to harness the creativity and
innovation of the private sector, to develop tools and services that maximise
the value of government data. To support this, data.gov.uk provides a portal
for open access to government datasets. One initiative, by the UK
Commission for Employment and Skills, “LMI for All”, is making large scale
labour market data open access, aiming for a first release in May 2013.

Prompted by the challenge Doug Richard has set us, we are conducting a
short review into open data with a focus on FE datasets.

We agree the importance of improving web-based information. The National
Apprenticeship Service and the National Careers Service websites are
currently both undergoing review and improvement. For these and other
websites, this must be part of an ongoing process as technologies and
people’s expectations of online services continue to advance.
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Websites and social media offer a particular and unique opportunity to
communicate with young people directly, and we need to make sure we use
them well.

The role of careers information, advice and guidance
in schools and other settings

Since September 2012, there has been a statutory duty on schools to secure
access to independent and impartial careers guidance on the full range of
post-16 education and training options, including Apprenticeships. The duty
currently applies to years 9-11 and will be extended to years 8-13 from
September 2013, to ensure that young people get the advice they need at key
transition points. An equivalent requirement will be extended to 16 to 18
year-olds in colleges through funding agreements.

We are committed to ensuring this duty is met. To help assess progress, an
Ofsted thematic review of careers guidance will report in the summer of 2013.
We have also published for the first time information on where young people
go next when they leave school or college. This shows the percentage of
students continuing their education in school, FE or 6" form colleges, Higher
Education (HE) institutions, or through Apprenticeships or other work-based
learning. The data were published as a Statistical First Release (experimental
statistics)®.

From summer 2013, if the data are robust enough, we also aim to publish
information on employment destinations and on the characteristics of
students.

We accept that we need to improve the way that we get information to young
people and their parents. Schools have a significant role, but are not the only
place where we can ensure that young people can access impartial
information.

Improving employer links with schools

There is some excellent practice in forging meaningful connections between
industry and education, but we accept that this is by no means universal and
varies by both place and sector. We are committed to improving employer
links with schools, colleges and other training providers. Current activity
includes work by the National Careers Service, National Apprenticeships
Service and local enterprise partnerships, as well initiatives led by third sector
organisations.

Alongside this, the first UK Skills Show was held this year. Its success
demonstrates the value of this approach in highlighting not only young talent
but also the range of vocational opportunities for young people.

® The data are at http://www.education.gov.uk/rsgateway/DB/STA/t001076/index.shtml.
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The independent review* by businessman Jason Holt also set out a series of
challenges for government to improve the engagement of smaller and
medium sized firms in Apprenticeships. This too advocates greater attention
to employer/schools links.

We seek your views on how we might best facilitate and promote employer
engagement within schools, as a means of better informing young people and
those around them about Apprenticeships.

Question 20: What more can government do to facilitate effective third
party/external use of its data to better inform individuals and employers
about Apprenticeships?

Question 21: What approaches are effective to inform young people and
their parents about the opportunities provided by an Apprenticeship?

Question 22: How can we support employers to engage with learners of
all ages to provide information about Apprenticeship opportunities?

4 L . . . . . . .
https://www.gov.uk/government/publications/making-apprenticeships-more-accessible-to-small-and-medium-sized-enterprises-
a-review-by-jason-holt
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Section 8: Equality and diversity

It is important that we assess the impacts, both direct and indirect, of the
reforms set out in this document. Given that we are consulting on our
proposals and the detail and timing of implementation is still to be confirmed,
we have not yet carried out a full impact assessment. That work will be
completed before we confirm our approach and implementation plan in the
autumn. Initial screening suggests that some of the changes proposed could
have a direct or indirect impact in terms of gender, ethnicity, age and
disability. We would welcome views on this issue from all respondents and
particularly organisations representing groups with protected characteristics
and others that may be affected.

5

Question 23: Do you consider that the proposals set out in this
document would have a positive or negative impact on any group,
including those with protected characteristics? Please provide any
comments or evidence you have for your answer and set out which
aspects of the reforms will impact and how these impacts might be
managed.

® There are 9 protected characteristics as defined in the 2010 Equality Act: age, disability,
gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion
and belief, sex and sexual orientation.
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Section 9: Timetable and next steps

Further detailed work, including through the dialogue we will have with
stakeholders as part of this consultation, will inform the implementation
timetable. Given the scale of the proposed reforms, the necessary lead-in
times to introducing changes to qualifications, funding or delivery, and the
need to ensure stability for those currently undertaking or delivering
Apprenticeships, full implementation will be carefully staged over the coming
years.

We propose to confirm our broader approach and future timetable in autumn
2013, including the timeframe for developing the new standards and
qualifications that will underpin future Apprenticeships. Subject to the
outcomes of this consultation, we hope that the first teaching of these new
Apprenticeships, in those sectors which move fastest, will be possible in
2014/15, with other sectors following in 2015/16.

We will not delay making progress where we can now. For example, we will
take forward measures to raise attainment in English and maths within
Apprenticeships, and we will act on Doug Richard’s recommendations on
improving awareness and boosting demand, including through increased
access to government data. In addition, we will seek an early opportunity to
ensure that the legislative framework for Apprenticeships can facilitate the
reforms we are proposing.

Whilst we progress these important reforms, employers recruiting Apprentices

today, and individuals embarking on Apprenticeships, can be confident that
these will continue to be valued and supported.
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Section 10: Questions

Question 1: How can we ensure that every Apprenticeship delivers substantial
new skills?

Question 2: How should we invite and enable employers to come together to
design new standards for Apprenticeships?

Question 3: What are your views on the proposed criteria for Apprenticeship
standards as set out in Section 2 of this document?

Question 4: Should there be only one standard per Apprentice occupation/job
role?

Question 5: Should there be only one qualification per standard?

Question 6: How should we manage the transition from the current system of
Apprenticeship frameworks to a new system of employer-designed
Apprenticeship standards and qualifications?

Question 7: How can we make sure that the new standards stay relevant to
employers, and are not compromised over time?

Question 8: How can we ensure that employers are better engaged with the
development and oversight of the assessment in Apprenticeships?

Question 9: How could employers best be involved in the practical delivery of
assessment?

Question 10: How can the independence and consistency of assessment in
Apprenticeships be further improved?

Question 11: How should we implement end point assessment for
Apprenticeships?

Question 12: How should we implement grading for Apprenticeship
qualifications?

Question 13: What are the specific obstacles to all Apprentices achieving level
2 English and maths as part of their Apprenticeship, and how could these be
overcome?

Question 14: How would a requirement to have all Apprentices achieve level 2
in English and maths impact on employers, providers and potential learners?
What are the risks and potential solutions?

Question 15: What further steps, by government or others, could encourage
greater diversity and innovation in training delivery to help Apprentices reach
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the standards that employers have set?

Question 16: What approach would work best to ensure Apprentices benefit
from time to train and reflect away from their day to day workplace?

Question 17: Should off-site learning be made mandatory?

Question 18: How can the process for approving training providers be
improved, to help employers find high quality, relevant training?

Question 19: Do you believe that a kitemarking scheme for your sector or
profession would add value and be supported?

Question 20: What more can government do to facilitate effective third
party/external use of its data to better inform individuals and employers about
Apprenticeships?

Question 21: What approaches are effective to inform young people and their
parents about the opportunities provided by an Apprenticeship?

Question 22: How can we support employers to engage with learners of all
ages to provide information about Apprenticeship opportunities?

Question 23: Do you consider that the proposals set out in this document
would have a positive or negative impact on any group, including those with
protected characteristics? Please provide any comments or evidence you
have for your answer and set out which aspects of the reforms will impact and
how these impacts might be managed.

Question 24: Do you have any further comments on the issues in this
consultation?
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Section 11: Responding to this consultation

When responding, please state whether you are doing so as an individual or
representing the views of an organisation. If you are responding on behalf of
an organisation, please make it clear who the organisation represents by
selecting the appropriate interest group from the consultation form.

You can complete your response via the online survey

Alternatively, the consultation response form is at Annex A below or available
electronically at:

https://www.gov.uk/government/consultations/future-of-apprenticeships-in-
england-richard-review-next-steps

The form can be submitted, by email or by letter to:

Celia Romain

BIS/DfE Joint Apprenticeships Unit

Department for Business Innovation and Skills
Orchard 1

1 Victoria Street

London

SW1H OET

Email: apprenticeships.consultation@bis.gsi.gov.uk

The closing date for responses is Wednesday 22 May 2013.

In developing our future approach we will also draw on responses to the
Richard Review itself. Those organisations and individuals, who submitted
these need not do so again here, but are invited to highlight any additional
points that may be relevant, in particular focused on the questions set out in
this document.
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Section 12: Confidentiality & data protection

Information provided in response to this consultation, including personal
information, may be subject to publication or release to other parties or to
disclosure in accordance with the access to information regimes (these are
primarily the Freedom of Information Act 2000 (FOIA), the Data Protection Act
1998 (DPA) and the Environmental Information Regulations 2004). If you want
information, including personal data that you provide to be treated as
confidential, please be aware that, under the FOIA, there is a statutory Code
of Practice with which public authorities must comply and which deals,
amongst other things, with obligations of confidence.

In view of this it would be helpful if you could explain to us why you regard the
information you have provided as confidential. If we receive a request for
disclosure of the information we will take full account of your explanation, but
we cannot give an assurance that confidentiality can be maintained in all
circumstances. An automatic confidentiality disclaimer generated by your IT
system will not, of itself, be regarded as binding on the Department.

Questions about the policy issues raised in the document can be addressed
to:

BIS/DfE Joint Apprenticeships Unit

Department for Business Innovation and Skills
Orchard 1

1 Victoria Street

London

SW1H OET

Email: apprenticeships.consultation@bis.gsi.gov.uk
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Section 13: Consultation principles

The principles that government departments and other public bodies should
adopt for engaging stakeholders when developing policy and legislation are
set out in the consultation principles.

http://www.cabinetoffice.qgov.uk/sites/default/files/resources/Consultation-
Principles.pdf

Comments or complaints on the conduct of this
consultation

If you wish to comment on the conduct of this consultation or make a
complaint about the way this consultation has been conducted, please write
to:

John Conway,

BIS Consultation Co-ordinator,
1 Victoria Street,

London

SW1H OET

Telephone: 020 7215 6402
Email: john.conway@bis.gsi.gov.uk
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Annex A: Response Form

%

Department
Departmeljt for Business
for Education Innovation & Skills

The Future of Apprenticeships in England: Next steps
from the Richard Review

Response form

The Future of Apprenticeships in England: Next steps from the Richard
Review can be found at:

https://www.gov.uk/government/consultations/future-of-apprenticeships-in-
england-richard-review-next-steps

You can complete your response via the online survey

The closing date for the consultation is Wednesday 22 May 2013.

Alternatively, you can complete the response form by email or by post. The
email and postal addresses are:

Celia Romain

BIS/DfE Joint Apprenticeships Unit
Department for Business Innovation and Skills
Orchard 1

1 Victoria Street

London

SW1H OET

Email: apprenticeships.consultation@bis.gsi.gov.uk

The Department may, in accordance with the Code of Practice on Access to
Government Information, make available, on public request, individual
responses.
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Confidentiality and data protection

Please read this question carefully before you start responding to this
consultation. The information you provide in response to this consultation,
including personal information, may be subject to publication or release to
other parties. If you do not want your response published or released then
make sure you tick the appropriate box?

[ ] Yes, | would like you to publish or release my response

[ ] No, I don’t want you to publish or release my response

Your details

Name:

Organisation (if applicable):
Address:

Telephone:

Fax:

Please tick the boxes below that best describe you as a respondent to
this consultation

[] Business representative organisation
Independent Training Provider
College

Awarding Organisation

School

Charity or social enterprise

Individual

N I 0 O R I B N O

Legal representative
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Local government

Large business (over 250 staff)
Medium business (50 to 250 staff)
Small business (10 to 49 staff)
Micro business (up to 9 staff)
Professional body

Trade union or staff association

O Oodoodonon

Other (please describe)

Question 1: How can we ensure that every Apprenticeship delivers
substantial new skills?

Question 2: How should we invite and enable employers to come
together to design new standards for Apprenticeships?

Question 3: What are your views on the proposed criteria for
Apprenticeship standards as set out in Section 2 of this document?

Q4: Should there be only one standard per Apprentice occupation/job
role?

Yes[ ] No[ ] Dontknow][ ]

Please explain your response:
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Question 5: Should there be only one qualification per standard?
Yes [ | No [ | Don’t know [ ]

Please explain your response:

Question 6: How should we manage the transition from the current
system of Apprenticeship frameworks to a new system of employer-
designed Apprenticeship standards and qualifications?

Question 7: How can we make sure that the new standards stay relevant
to employers, and are not compromised over time?

Question 8: How can we ensure that employers are better engaged with
the development and oversight of the assessment in Apprenticeships?

Question 9: How could employers best be involved in the practical
delivery of assessment?

Question 10: How can the independence and consistency of
assessment in Apprenticeships be further improved?

Question 11: How should we implement end point assessment for
Apprenticeships?
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Question 12: How should we implement grading for Apprenticeship
qualifications?

Question 13: What are the specific obstacles to all Apprentices
achieving level 2 English and maths as part of their Apprenticeship, and
how could these be overcome?

Question 14: How would a requirement to have all Apprentices achieve
level 2 in English and maths impact on employers, providers and
potential learners? What are the risks and potential solutions?

Question 15: What further steps, by government or others, could
encourage greater diversity and innovation in training delivery to help
Apprentices reach the standards that employers have set?

Question 16: What approach would work best to ensure Apprentices
benefit from time to train and reflect away from their day to day
workplace?

Question 17: Should off-site learning be made mandatory?

Yes [ | No [ ] Don’t know [ ]

Please explain your response:
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Question 18: How can the process for approving training providers be
improved, to help employers find high quality, relevant training?

Question 19: Do you believe that a kitemarking scheme for your sector
or profession would add value and be supported?

Yes [ | No [ ] Don’t know [ |

Please explain your response:

Question 20: What more can government do to facilitate effective third
party/external use of its data to better inform individuals and employers
about Apprenticeships?

Question 21: What approaches are effective to inform young people and
their parents about the opportunities provided by an Apprenticeship?

Question 22: How can we support employers to engage with learners of
all ages to provide information about Apprenticeship opportunities?

Question 23: Do you consider that the proposals set out in this
document would have a positive or negative impact on any group,
including those with protected characteristics? Please provide any
comments or evidence you have for your answer and set out which
aspects of the reforms will impact and how these impacts might be
managed.
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Question 24: Do you have any further comments on the issues in this
consultation?
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Annex B: Terms of reference for Richard Review

Summary

1. The government wishes to commission an independent review of
Apprenticeships in England, to ensure that in the future the programme is
meeting the needs of the changing economy, consistently delivers the
professionally recognised qualifications and skills which employers and
learners need, and is maximising the impact of government investment.

Detail

2. To be led by a senior, independent business figure, the review should take
critical look at apprenticeships and look to identify a set of principles and
priorities for the optimal content of future Apprenticeships, to ensure that
every Apprenticeship delivers new high quality training and professionally
recognised qualifications.

3. The review should identify the best of current practice and recommend
ways to extend this.

4. Key questions to be considered include:

o What should the core components of an Apprenticeship be - to meet
the needs of employers (large and small), individuals, and the wider
economy?

o Who should Apprenticeships be for — which types of learners and
employers can benefit most from apprenticeships?

o Are there elements of apprenticeships which should be simplified or
stripped back?

o Are the qualifications which are undertaken as part of an
Apprenticeship sufficiently rigorous, and recognised and valued by
employers?

o How should delivery arrangements adequately ensure all that
Apprenticeships provide significant new learning and acquisition of new
skills, rather than the accreditation of existing ones?

o Are there opportunities to improve the impact and value for money of
public investment in apprenticeships?

Timing

5. The review should report in autumn 2012.
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