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City & Guilds Response:
City & Guilds is a leading vocational awarding organisation for work-based qualifications,
committed to offering high quality qualifications across a wide range of industrial sectors,
through 8500 colleges and training providers worldwide. City & Guilds Group also includes
the Institute of Leadership & Management, the UK’s largest management body, combining
industry-leading qualifications and specialist member services. We are pleased to respond
to this timely discussion.
Two million people every year take City & Guilds qualifications, which span levels from basic
skills to the highest levels of professional achievement, and are designed to help people
grow and gain the skills employers’ value. City & Guilds is also a major innovator in the field
of electronic assessment (e-assessment). More than four million on-line tests have been
taken by candidates entering for City & Guilds qualifications.
City & Guilds prides itself on the quality of its qualifications and its assessments have highly
reliable outcomes. We value the provision of qualifications to a high standard and support
any work to ensure standards through the strategic regulation of awarding organisations and
qualifications.
We welcome the opportunity to provide comment to this consultation and look forward to
working with both the DfE and BIS on further developments.
City & Guilds warmly welcomes the proposals set out in the discussion paper. Far too many
young people leave our education system ill prepared for the world of work and these
proposals if implemented, offer a significant opportunity for improvement.
We believe that the Traineeships as identified will meet a real need. The proposals share
many of the same features as the City & Guilds pre-apprenticeship offer which we have
already begun to make available. This is an initiative we have developed over recent months
in response to requests from our centres for some preparatory programmes for young
people aiming for an apprenticeship. It is designed to complement our apprenticeship
proposition so we have an offer that allows centres to progress learners onto the
apprenticeship route and to equip their learners with the necessary work ready skills
enabling them to succeed in an apprenticeship. We currently have programmes covering
sixteen broad vocational sectors from health and social care to engineering already available
and would be happy to supply more details if that was felt to be helpful.
The similarities of the two models are shown in the diagram below,

Key Questions
Question 1: What are your views on the elements that are essential for an effective
programme to support young people to prepare for Apprenticeships and other jobs?
We would agree that Traineeships should be flexible and capable of being personalised. In
order to be effective, there must not be a rigid models imposed on the sector. Providers
should have the freedom to design programmes that meet the needs of each individual
learner. We agree that the core elements of a Traineeship should include maths and
English, alongside intensive skills development to understand more about working life. We
would like to see vocational skills development included with this. The chance to develop
some real practical skills in a vocational area of interest is motivating and engaging and
provides a real context for the work on developing employability. It also enables a young
person to ‘test out’ the subject area that will be the core of their apprenticeship and check
that it is something they enjoy, have the basic competences to start an apprenticeship in
their chosen discipline and is likely to be an area where they want to excel. It is our
experience that this often motivates and engages young people and increases their desire to
progress further.

Question 2: Should a guaranteed interview be part of the core content of a
Traineeship?
While we would support this in principle, the real challenge will be generating sufficient
volume of employer demand to meet this. A guaranteed interview only has meaning if there
is real possibility of employment on offer. Alternatively, it needs to be made clear that the
‘interview offer’ is about practicing a skill and receiving feedback in a real workplace context.
The quality of the feedback will be paramount in its usefulness. Practice interviews in
themselves can be part of being ‘work ready’ and young people will need to have practised
this skill.

Question 3: What makes work placements high quality and effective?
The purpose must clear as to what type of experience can be offered. It must be well
planned and timetabled with one person responsible for managing the experience. There
should be as much shadowing as possible across the workplace, together with the
opportunity for hands on experience that is work related. Wherever possible, the involvement
of senior staff in welcoming the trainees should be encouraged and it should also include a
clear session on careers opportunities in that particular business and industry. Employees
sharing their own personal career journeys can be a useful source of advice and guidance at
the pre-apprenticeship stage.
A group of employers who have a keen interest in the development of young people, with
sufficient support to make the experience worthwhile and constructive, coupled with some
method of incentive might be the key.
The business benefits should also be outlined to the companies involved to engage them
effectively in the first place. City & Guilds Centre for Skills Development conducted an
evaluation of the ‘Work Inspiration’ model by Business in the Community and our review sets
out the business case for employers in offering work placements.1

Question 4: Are you aware of other evidence from existing programmes that
demonstrates the effectiveness of these elements?
We also know, through our recent Ways into Work report2, that young people are eager to
learn more about the world of work at a young age, 88 per cent of 16 to 18-year-olds said
that a visit to an employer would be extremely useful to them, and yet just 26 per cent had
recently been given this opportunity.
We know anecdotally that providers are asking for the components that make up preapprenticeships/Traineeships as they have indicated significant demand from employers and
learners. We have noted an increase in learner registrations for these qualifications as we
made our pre-apprenticeship offer more widely available.
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Statistical information from the Age 16-24 programme might provide some evidence as to
the effectiveness of incentives and any possible feedback as to the barriers. Employers are
not generally interested in systems that are paper intensive and add administrative burdens
to an otherwise busy working environment.
Question 5: How could Traineeships best complement what is already available for
young people, simplify our offer and avoid unnecessary duplication?
It will be essential to have clarity in respect of all these innovations. The programme will also
need to distinguish by target group e.g. age ranges; delivery process;
schools/colleges/FE/employers.
Many providers already run pre-apprenticeship models as described above; the question is
whether traineeships become a recognised framework rather than a model, and if so how
they can retain the right level of freedom and flexibility for provider delivery while maintaining
some shared entitlement across the experience.
There are some areas which need further clarification. Will traineeships replace any existing
programmes? What relationship is envisaged between Traineeships, existing pre–
apprenticeship programmes and current work ready and employability schemes? The
possible need for some of the learning to be at foundation level also needs to be clearly
articulated.
Question 6: What are your views on the proposed Traineeships model? Are the core
components right? Is the balance between flexibility and specification correct?
We broadly agree with the proposed model, as stated above it is very similar to the one we
developed with our centres. However, there is one critical area for consideration. The current
proposal offers flexibility over the maths and English provision for those over the age of 19
but restricts the offer pre 19 to GCSEs and Functional Skills. City & Guilds strongly believes
that the same flexibility as to the qualifications available must be extended across the whole
age range. Although GCSEs are rightly seen as the goal, many leaners may need more
structured steps to reach this level. The flexible English and maths provision now available
to post 19 learners is designed to do exactly that and would be a real benefit to the target
audience for traineeships at all ages. City & Guilds has developed two new suites of
qualifications to support the development of Mathematics and English up to Level 2 – one
based on a series of bite-sized units, the other consolidating the key principles of using
maths and English within an onscreen test. The first suite launched in January 2013, and
has already been taken up by nearly 30 colleges, a number of large private training
providers, some adult/community providers and several prisons. The second suite is about
to be piloted, and is again drawing significant interest from colleges, PTPs and community
providers. The primary purpose of both of these qualifications is to support learner
progression and skills acquisition rather than as an alternative ‘destination’ qualification to
GCSE or Functional Skills.
Question 7: What are your views on the right age range for the programme (Paragraph
21)?
We would agree that the proposed age range covers the right target audience for this
programme.

Question 8: What are your views on the right duration for the programme (Paragraph
24)?
With the caveat that the prosed duration is a guideline and not a rigid requirement we would
agree. It must be remembered that this is a diverse group and some learners will need
slightly longer and others will be ready for work earlier. We would strongly suggest that any
final proposal for traineeships takes this into account.
Question 9: What other elements of flexible content would you expect to be added to
the core locally?
This is where we would expect providers to offer vocational ‘taster’ programmes. Colleges
will need the flexibility to respond to local labour market conditions and working in
conjunction with local employers would need to offer vocational skills development
opportunities to complement the work placements available.
Question 10: What are your views on the most effective routes for delivering
Traineeships? Do the funding systems set out in Paragraph 27 provide sufficient
flexibility to achieve this?
This will have to be kept under loose review but it would appear that the flexibilities provided
by 16-19 study programmes should be broad enough to support delivery of Traineeships, as
long as this flexibility is extended to the full range of maths and English qualifications
available to those over the age of 19.
Question 11: How can we ensure that Traineeships are a high quality route which
delivers real progression for young people but minimises bureaucracy for employers
and providers (Paragraph 30)?
This will perhaps be one of the most challenging of these proposals to get right. Real and
widespread employer involvement will be critical for the success of traineeships and to
achieve this with minimum bureaucracy will require the Departments to ‘stand back’ from the
delivery of the programmes and give the sector the freedoms and flexibility to engage
employers directly. Payment by results can be a real incentive but any audit process will
need to strike a delicate balance between justified public accountability and excessive
bureaucracy. It is also worth taking into consideration exactly how any payment by results
scheme may influence the outcomes. As we have seen in other sectors, from health to
justice, what is measured will become critical to ensure there are no unintended
consequences.
Question 12: The success of Traineeships will rely on employers offering high quality
work placements. How can we best support and encourage employers to offer these?
What will employers see as the benefits of being involved in Traineeships?
There is a need to recognise that local and community needs will vary nationally and the
programme should be flexible enough to accommodate this. Providers will need to be
engaged with local employer needs and aware of future business development
opportunities. Employers should be encouraged to consider future skills needs for their
business to ensure they have the appropriate skilled labour force, skilled to the right level.

Traineeships should also be promoted as a way for employers to benefit by seeing it as a
way of developing their talent pipeline and identifying possible apprentices of the future.
Awarding Organisations and centres can support employers with providing guidelines and
structured work experience programmes that complement and work along side the work
skills training and vocational qualifications the traineeship will be covering.
Traineeships should be seen as part of a marketing opportunity for particular sectors looking
to promote and provide an insight of the sector, and encouraging the next potential
generation of employees and apprentices.

