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I was invited to circulate a revised draft consultative
ument taking account of points made at our meeting on 24 February
81)8th Meeting).

(1
MSC VIEWS

2. I understand that the Manpower Services Commissioners shared a
number of my colleagues' reservations about the original draft.

The TUC Commissioners also wanted more commitment of resources from
Government and were concerned about signingup on a new initiative while
still unclear about the industrial training structure to deliver it.

3. Colleagues' endorsement of the need for a voluntary approach
reinforces the case for trying to get a joint initiative with the

MSC which would bring with it support from TUC and CBI Commissioners.
We will not get voluntarily the changes we require in apprenticeship,
vocational preparation or in adult training without that support.

The MSC Chairman is trying to bring the Commissioners along with what
is now proposed. They meet again on 24 March and I will report the
outcome when we meet to consider this paper.

THE REDRAFTED PROPOSALS

4, Against this background officials in MSC and my Department
produced the attached redraft of the consultative document.

changes are - more weight is given to the economic arguments

training and for improving :
the reform of skill training; there is more emphasis o

aspects of other training for the young; the objective of a
fog, and universal provision of, twelve month traineeships
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Lop skill training including apprenticeship

o enable young people entering at different

iff t educational attainments to acquire agreed
111 appropriate to the jobs available and to

with a basis for progression through further learning.

1 move towards a position where young people under the
klveﬁtne opportunity either of continuing in full-time

> of entering a pericd of planned work experience
work-related training and education.

up widespreaq opportunities for adults, whether
pl _ed or returning to work to increase or update
1ls and knowledge during the course of their working

6. These differ slightly from the aim for young people set out in the

ing up of the Committee's discussion in February. Then it was said
‘rther work should be directed to the aim of offering all 16 year
e choice of staying in full time education, or taking a job

» without a training scheme attached, or taking up a full-time

> scheme; and that under this approach benefit should not be

yle to those who deliberately chose to remain unemployed.

objectives in the document are, however, concerned not just

W 16 year olds but with all school leavers, and those who become
subsequently unemployed, under the age of 18. They are also

concerned not only with reducing unemployment but primarily with
improving training, in jobs and otherwise, to provide a solid foundation
for an effective working life. While the evenutal aim is to offer every
unemployed young person an opportunity for training the approach is
essentially voluntary. (The question of benefit is dealt with in my

accompanying paper E(81)34

Resources

s can be achieved only by convincing employers,
nisations of their worth. What is required
1 effort by Government, the MSC, ITBs and
to get the message across.

8. These objective

employees and their orga

for this is a substantia
8 voluntary training bodies
‘|9. In the short term, the proposals in the document do @ot involve
guarantees. The depth of.thg recession may, however,
require further resources to maintain the existing Government guarantees
on YOP and it may well prove necessary to provide further training
support for apprentices, where recruitment is dropping significantly and
increasing numbers are being made redundant in mid stream.

any new Government
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aim of extending opportunities for vocational

‘& people not in full time education would require
resources. The document suggests that these
urlly_by‘employers and trainees themselves.

ke a s}gnlficant contribution in the form of
VOCgﬁlonal education, a continuing responsibility
and possibly some pump priming grants to industry.

10W r, worded in such a way as to allow us to consider
ing and the rate of progress in the light of

for

e e Rt R o

>

nip with benefits and allowances to young people

t with in E(81)34. I am sure the employment and
would benefit from their receiving lower relative
) gnises this. YOP or in-work training could not,
talned at present levels, let alone improved, if we

an allowance below the present YOP rate.

ber of points I shall be seeking in consultation with the MSC
prove the drafting of the document. The more important are:

should draw a clearer distincticn between the Government's
continuing responsibilities for education and the
unemployed, and other needs which are more contingent

para 54: here and elsewhere the references to ITBs need to be
consistent with our expectation that they will be
replaced by voluntary arrangements in most sectors.

para 59: this reference to the role of industry needs expansion
to balance the extended treatment of the Governemnt's
role in preceeding paragraphs.

THE NEXT STEPS

13. Subject to the agreement of colleagues and the MSC to the ?evised
Ndocument I envisage its publication jointly w1§h the MSC in April.
Consultations will conclude in September, in time for us to tak? thgm
Yinto account in designing further action to move towards the objectives.

814, n the Employment and Training Bill will have revised the
ézatusgr§h§;s§tion gf %ndustrigl Training Boards (ITBs), the MSC will
have completed its current review of training arrangements in each

sector of industry, and in the light of ghgt we sha}l have decided, or

be ready to decide, in which sectors training can in future be left to
voluntary arrangements and in.whlch statutory ITBs will continue to be
needed for the operation of this new approach. Also we shall have
available to us recommendations from officials for improving arrangements
¥ for consultation between eduga§1gn.and training 1nst}tut10ns and for
clarifying financial responsibilities as I proposed in E(81)20.
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to my

e with the MSC a consultative document with
the lines of the attached draft;

g such a document jointly with the MSC.
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1. Training 1s not given sufficient priority in Britain. It is costly. The
pay off may take a long time and people's perspectives are short. Not enough
training is done and much that is done is misdirected and wasted. As a result
many people are less productive and derive less satisfaction and reward from
their work than they might. Although there are many examples of excellent

training, our performance overall is patchy and our arrangements inflexible.

2. The time has come when we need to draw up and agree objectives to which all
of us - especially Government, employers, trade unions and the education service
- can work in the 1980's. This paper is about why we need such a programme of
action, why it is so urgent and what the objectives might be. It is also about
what the Government, employers, unions, the education service and others are

doing, partiqylarly through the agency of the Manpower Services Commission.

Srs The paper is addressed to everybody with an interest in training in Britain
- to managers in industry, commerce and the public services; to trade union
officials and members; to educationalists; to Industris) Training Boards and other
training organisations and to many others. What we would like to know is whether
you agree with what is said in this paper and haw we should proceed.

4. Your views matter. Unless we choose the right objectives and everybody
concerned with training is committed-to doing something about them, nothing will
change. Things are already on the move. We want to increase the momentum
starting now. But we also have important decisions to take in the awtumn about
the way forward, about resources and priorities. Before then we need your views

Flease send them by /30 September/ to:
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What the Problem Is
Se The growth of the British economy and the creation of new jobs for those
who are looking for them now and who will be looking for them later in the 1980s
depends on one thing above all - our ability to compete at home and abroad. We
must have products and services people want at prices they will pay. We must
exploit new and growing markets to replace those that are declining. All that

we do must be at least as well done as it is by our competitors - and there are
more competitors now than there used to be.

6. For prosperity and growth we need to invent, to innovate, to invest in and
to exploit new technologies. There are and will be great opportunities in the
1980s. To take advantage of them we need to adopt the new technologies - micro-
electronics, bio-technology, advanced chemicals, new materials, computer appli-
cations, energy and communications systems together with a host of lesser
innovations affecting individual sectors, products and markets. We need to im-
prove our sales, and after sales service and our maintenance must all be every

bit as competent, efficient and reliable as those of our competitors.

7 All this can be done but it means change. Things will not come right if we
simply continue as we are. The nature of the technological changes now being
implemented throughout the world, theemergence of the newly industrialised

countries, the redistribution of manufacturing capacity worldwide all mean that

we have entered a period of rapid and far-reaching transition.

8. Its effects can be seen clearly in vhat has been happening to jobs. Those
jobs that require very limited skills have been disappearing rapidly: 600,000 were
lost -between 1971 and 1978, and even more will disappear in the next 5 years.
Blue‘—cnlla.r jobs are fewer; white collar jobs will outnumber them by 1985. There
has been a sharp falling away in the numbers of traditional craft jobs and a
marked increase in demand for technicians and technologists. BEmployment in manu-
facturing has fallen and jobs in the service sectors have increased. All these
changes will continue in the 1980's. The more successfully we compete in world
markets, the more rapid and far-reaching the changes will be.

9. These changes are being felt in individual enterprises. Once it was possible
for a firm to survive and grow if it had a small nucleus of trained craftsmen,
managers who had come up by that route, a relatively small amount of m W
professionals and technicians and a force  of ancillary - workers or %
possessed _ the limited skills necessary for “"’W,
markets and technologies require a more highly skilled,
worlforce in which a much larger number of pro:

mobile
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staff are supported by a range of more or less highly trained workers who perform

a range of tasks and who are involved in a process rather thanthe repetitive

assembly or manufacture of a part of a specific product.
10. Many firms are not finding it easy to cope with these changes. Even now,

at a time of very high unemployment some lack key technical and professional
skills, particularly in new growth sectors. There is a great risk that the
ability to take advantage of an economic upturn will be severely constrained by
such shortages and by the inability of firms to adapt swiftly emough. To do this
many firms need to change or upgrade the skills of their existing workforce.
Often they find they cannot easily do so.  Sometimes facilities are not available;
sometimes the investment is not thougtt warthwidle because artificial barriers prevent
those who might be so trained from using their skiIls.

1% If firms -are having difficulty in adapting, so too are people. At a time
when the potential workforce is larger than ever and unemployment is exceptionally
high the prospects for many are bleak. That is not only because of the recession.
People with little skill to offer - am there are very many - have less and less chance of
getting or retaining a job. TYoung people face special difficulties and youth un-
employment has risen to the point where 1 in 6 of all those unemployed is under 19.
Meny older workers, even when they have opportunities, find the new requirements
too demanding. In many parts of the country, local communities are in decline
because they lack the skills required to attract inward investment or enable new
local enterprises to flourish.

12. It is not surprising that we find ourselves in this position. Even

apprentlcesh:.p. traditionally the heartland of Britain's training provisionm,is
proving increasingly inadequate to present and future needs. The skills
are no longer those in most demand or always relevant to the jobs in
new apprentices will be working. Those whochoose to stay on in
after the age of 16 find when they leave school that they are -
mitted to apprenticeship. There are far too few opportunities
a very restricted range of jobs and occupations open to
where new skills are badly needed - those where old
_ the number of training opportunities is dropping be
closing or contracting and the struggle
are recruiting and training fewer young

13,  For too long we have treated
experience at the start of life - as if ¢
In COnsequence, the

remain unchanged.



start afresh or add to what they have. Hmployers have too often taken or been

forced into a short term view and relied heavily on being able to buy in the
skills they need from the market place. Training has been seen as a dispensable
overhead rather than an investment for the future. Too many unions and shop
stewards have taken an equally short sighted view in the restrictions that have
been placed on the acquisition of skills and their subsequent use.

14. Meanwhile, at school young people have been less well equipped than they
should be for working life and less well advised about the choices open to them.
Vocational education has been a poor relation. At the point of transition from
full-time education to work training opportunities have been relatively few and
canfined to the small elite of any age who secure apprenticeship.

15 In all these respects our behaviour and attitudes contrast nnrludla
tose of our competitors. In Britain for example 44 per cent ofm]ﬁ. young

aysymtxcally planned training or vocational education. m
in France is 19 per cent; in Germany 7 per cent. This mr:docudub
power Service Commission's publication "Outlook on Training'".
further details of arrangements in France and West Germany.

providing either the key skills the new technologie
kills at many different levels which all firms inc:

V0%



What We Have Been Doing
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17. Yet for all these weaknesses and urgent problems, significant developments

have taken place in the last few years.

18, Many

firms, supported by Industrial Training Boards have been moving
towards a more systematic appraisal of their training needs, present and future.
Some have replaced what they regard as outdated categories with new grading struc-
tures reflecting the wide spectrum of skills anddifferent levels which a modern
increasingly requires. More attention has been paid to technical training
d to training for white-collar jobs. Some effort has been made to increase
oportunities for girls in non-traditional occupations. In apprenticeship, there
have been big improvements in quality in some key sectors. Many firms now pro-
vide a substantial period of off-the-job training followed by planned work
aperience. The object has been to give apprentices a wide range of skill based
aua solid foundation of theoretical knowledge. In many firms and sectors and for

many occupations the '"modular" approach is gaining ground. Under this the em-
ployer can build steadily over time on an increasing body of skills, knowledge
and experience which starts with basics and continues at more advanced levels. Yet
Br all this in the last few years the Manpower Services Commission has had to
give financial support to no fewer than 165,000 apprentices and other young people
training for technical skills in order to sustain a future supply of the key
skills employers will need.

19. Since 1976, the experimental pilot programme of Unified Vocational Preparatiol
has sought to test new approaches to providing a foundation of training and re-
lated further education for young people in jobs where little or no training

would otherwise have been available. The evaluation of this experiment by the
National Foundation for Educational Research makes it clear that the employers
concerned, all of whom contribute to the costs, consider the improvement in the
motivation and performance of their young employees well worth the effort and
expenditure involved. At present there are 3500 young people on the Programme

but it is being expanded. Even so, only a small proportion of those who could

benefit are covered.

20. In the schools and in the further education service alsomany changes have
taken place. More and more schools have been developing links with local em-
foyers or have taken part in schemes promoted by the Schools Council, the CBI and
others. The City and Guilds of London Institute has designed a foundation course
for those intending to enter jobs directly when they reach minimum school -ﬂm

age. In Scotland the "Bducation for the Industrial Society" ‘project i W
jts fourth year. Colleges of Further Education have made considerable




adjust to the changing requirements of employers, not least for technical skillls.
More attention has been paid to the training needs of those with few, if any,

demic qualifi 5 % i i . .3
academic gualifications. The Further Education Curriculum Review and Development

Unit has published several important reports including "A Basis for Choice' which
shows the potential of pre<vocational courses. Yet, for all this, there is still

a widespread feeling that much more could and should be done.

. As youth unemployment has risen, particularly amongst school leavers and
those with fewest qualifications, the Youth Opportunities Programme has been
rapidly expanded to provide up to a year of training and work experience for un-
employed teenagers. Since 1 April 1978, 720,000 young people have passed through
the Programme. It has catered for an increasing proportion of school leavers:
1in 8 in 1978/9, 1 in 4 in 1980/81. BEmployers have provided two thirds of the
opportunities and both in this and their subsequent recruitment of many of those
who have been through the Programme have shown that they regard the training and
aperience provided as relevant to their needs and the young people as better
equipped and better motivated. Even®in the next decade some 3 million young people
may be leaving school with few if any qualifications.

22. Opportunities for adults have been increasing. A recent report estimates
that some 4 million people are mursuing some kind of vocational education, full

@ part time. Some firms have made much more systematic attempts to identify and
meet needs for retraining and upgrading amongst their existing employees.
Publicly funded opportunities have been expanded through the Manpower Services
Commission's Training Opportunities Scheme. Over 350,000 adults have completed
training of this kind in the last 5 years. The scheme is now planning for 60,000
course completions a year. For:some this is a belated chance to get a first skill.
For others it is a chance to update or retrain. The majority of trainees have
found jobs readily and use. what they have learned. Additionally the Manpower
Services Commission's training services for which employers pay directly have
been expanded and some 30,000 adults a year now have a chance to top up their
skills or retrain by this means. Yet for all this, the potential demand far out-
strips the opportunities that are available.

23. Taken together, these efforts are large in scale and their achievements
substantial. The resources devoted to them by private and public sector are
considerable. But they are patchy. Too often, they treat the symptoms rather
than the disease. There are limits to how far or how long it is possible or
sensible to repair or shore up a building when the foundations of the building
{tself are collapsing. The plain fact is that the scale and nature of events &q

running ahead of the capability of institutions, private or public, to



them. We know what has to be done. The experience we have shows us how to do
it. But a new approach is needed if we are to succeed.
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What Needs to Be Done
24. As a couniry, we must now set ourselves three major and inter-related
objectives:

1.  we must develop skill training including apprenticeship in such a way
as to enable young people entering at different ages and with different
educational attainments to acquire agreed standards of skill appropriate
to the jobs available and to provide them with a basis for progression
through further learning;

2% we must move towards a position where yung people under the age of 18

have the opportunity either of continuing in full time education or of

entering a period of planned work experience combined with work related
training and education;

3. we must open up widespread opportunities for adults, whether employed,
unemployed or returning to work,to increase or update their skills and
knowledge during the course of theirworking lives.

254 The following paragraphs explain what each of these three objectives implies.
First Objective: Developing Apprenticeship

26. At the heart of apprenticeship lies the concept of a foundation of skills
and knowledge which will be relevant and useful to the apprentice in subsequent

working life. This is agreed by the parties, especially by employers and unions.
The foundation is acquired through a systematic programme including both-off-the-
job or classroom teaching and direct work experience and practice. The logic of
the system is that once the acquisition of knowledge and competence in the neces-
sary skills is demonstrated, the apprentice should qualify and be free to use
them..

If the future supply of key skills is to be secured, the present

27.

out of date and meet the needs of employers and individuals alike.

specifically that n

1. the basic concept of a systematic planned programme of
training and work experience and practice needs to '
wider range of skills, particularly key growth ski
range of young people ;

2. employers and trade unions need to focus on
knowledge to be covered and the level
embody these in "standards' which emplo

recognise and accept;



opportunities need to be opened up in appropriate forms to young

people who choose to stay on in full-time education until the age

of 18 or 19;

opportunities need also to be made available in an appropriate form

to adults, recognising the experience and skills which they have already
acquired;

the arrangements agreed need to recognise that different individuals
have different learning speeds and that what matters ‘fs ﬂu Mmci
an individual can demonstrate; HE e

Lot A0 Xha

individuals who can demonstrate competence in the
agreed range of skills and knowledge should be free to pra
and should be rewarded for them;

payments to those in training, especially young
that whilst they are training they are harnin?
bute fully to the enterprise.

cubale
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Second Objective: Preparation for and Entry to Working Life

& The' aitaation e 5 p i
28. The situation facing us and the experience we have gained in the last two

or three years make it clear that we cannot and must not rest there. In the
modern world, an employer needs people who have both a foundation of skills,
knowledge and experience they can apply to practical problems and familiarity

with and some knowledge of a range of tasks, actzvities or processes in which

he is, or may Dbe, engaged. This foundation of training and planned work experiense
is, or should be, an integral part of the essential developments for apprentice-

ship. t in a world from which unskilled jobs are disappearing, it is more and
more an essential for all young people if they are to get and retain jobs in the

1980s. The Youth Opportunities Programme has demonstrated that.

29. Much effort has been expended - here, in Europe, in North America - to
identify that broad foundation of generic skills and knowledge essential for
individuals if they are to make opportunities for themselves today. The Schools
Council, the Further Education Curriculum Development Unit and a number of
studies carried out by Industrial Training Boards and the Manpower Services Com-
mission have produced lists. Most are not academic but severely practical. When
academic knowledge is involved, it is familiarity with and some competence in the
practical applications of that knowledge that employers seek.

0. Moreover employers know that an individual is much more valuable and is

much more able to adapt to change if he or she has acquired some competence and
practical experience in a range of related jobs or skills rather than being limited
to the ability to per form one task in one context. This is the lesson of recent
developments in apprenticeship and technical training and, at a different level,

of the pilot Unified Vocational Preparation Programme. It is a lesson our com-
peti'tors learned some time ago (as Annex 1 clearly shows) and those firms who

have studied the methods and performance of their competitors in Japan, Europe

ad North America are impressed by the way they have extended this pri.ncipl. and
practice to many different levels within their enterprises.

31, We are beginning to do the same here. Annex 2 gives some examples in both
the private and public sector. But progress has been very slow. There has been
some talk but much less action. To increase the productivity and adaptability
of firms and to reduce thewlnerability of individuals to unemployment we must
make progress rapidly. Young people under 18 must acquire the essential foun-
dation in school or at work or both. The schools and colleges can do more, and
need to concentrate on practical applications of knowledge and not just knowledge
Br its own sake. But many work skills are best acquired in the context of work.




The Youth Opportunities Programme has demonstrated that work is the mainspring
for motivating many young people towards learning and that learning takes place
through a combination of wrk and work related training and education. It is

not a question of choosing between providing the foundation in school or at work.
We must build a bridge between the two, starting, for all young people, in
school or full-time education and ending, for all in work.




Third Objective:
32.

Wider Opportunities for Adults

The first two objectives alone do not meet all the requirements.

Modernising skill training including apprenticeship may open up some oppor-
tunities for adults, particularly those in their late teens or twenties and
particularly those who missed their chance or. never had one when they left
school. In time, a new foundation of training and planned work experience for
young people under 18 will equip growing numbers of the working population with

a base on which they can build as circumstances change or requirements dictate.

33. There are, however, at least four kinds of need that will not be met in
these ways. Growing numbers of adults with relatively few skills or with skills
restricted to a narrow range of manual operations or office tasks are needing a
chance to make a fresh start through accelerated training for jobs in growth
sectors. The Training Opportunities Scheme shows what can be done here but is,

in itself, insufficient to meet the scale and range of requirements, not least
because it is restricted to unemployed people. Next, growing numbers of those
with competences which have become outdated or rusty through lack of practice are
seeking retraining or refresher courses. They include large numbers of married
women returning to work. Thirdly, growing numbers of skilled people are looking
for progression to more d ding orresponsible work. For example, skilled crafts-
men are looking for upgrading to technical or supervisory posts. All too often
there is no way forward. Finally firms and individuals alike are seeking means

of responding rapidly to new demands. For example, firms in the mechanical and
electrical engineering sectors are needing rapidly to acquire new electronic
skills; clerks are needing rapidly to learn computer skills. In such c
adults need additional modules of skill and knowledge to graft on to
competences. It is not easy for them to _find them. at ol sy

34,  For all these reasons, much wider opportunities for adults are
the workplace and in the home, full to Pu't-tine. narrow. obenh
much broader in scope. Moreover, modern technology itse: includs

if only the need for opportunities is recognised and

there. .



The Three Objectives: General
35.

The three objectives offer great advantages but also require much:

1. To employers they offer a much more assured supply of key skills; a

more versatile, more readily adaptable, more highly motivated and

therefore more productive workforce: better utilisation of skills and

more cost effective expenditure on training. At the same time they

require a new attitude to investment in training, a willingness to do

more for more people and a readiness to make the resources of the

workplace available for learning and work experience, especially for

young people.

To unions they offer a better start in working life for all young people,

greatly increased opportunities for career progression in later life and

full involvement in decisions about content and standards. At the same

time they require removal of outdated barriers to entry Mmly

in key areas of skill training, access to jobs for all who can demon-

strate agreed standards of competence and modification of iluim,'

on time serving as a qualification.

3. To the Education Service they offer a realisation of many mr
aspirations for young people and a key role, in par
ployers and unions, in implementation. At the
that some traditional approaches and values be
that new techniques be adopted, that there be
and t.at the need for in-service training and
requirements make new demands of many teachers

36. To achieve all three objectives will call for
considerable period. They require commitment by .
can énly come from the conviction that they are not
practical. The following section deals g
will need to be considered.
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Achieving the Objectives:

the Framework
37« Ther h 3 i
37 € are three major questions to be resolved: who should bear the costs;

what organisation is required; and by what means should we seek to make progress?

Ther re n - A
There are no simple and obvious answers to any of these questions.

28.  Achievement of the objectives will benefit employer, individual and society
alike. Individual employers will benefit from improved motivation and perfor-

mnce of their employees. anloyers/ggffécéfggf;dxﬂybeannsrit from having a more
adaptable workforce capable of more rapid development and change. Individuals will
benefit from increased skills, increased capacity and less vulnerability to change

Society will benefit from improved industrial performance and hence increased wezlih

39. It seems reasonable therefore to expect all the beneficiaries to contribute
to the costs. Hmployers already spend several billion pounds each year on
training. What is proposed here may perhaps increase those costs. It will most
certainly provide a much greater return on the investment. It is right that the
employer should remain a major contributor.

40. But the trainee also must recognise that the investment benefits him,
especially in the longer term. There is no doubt that a major disincentive to
a@ployers providing more training for young people has been the diminished dif-
ferential between their rate of pay and those of fully trained and fully competent
adult workers. In other countries (see again Annex 1) young people often receive
a trainee wage or allowance and have a trainee status (much as they do under the
Youth Opportunities Programme). Thus in a sense they contribute indirectly to .
the cost of a foundation which is a recognised passport to employment and sub-
sequent progression. Might the same be done here?

41, At the same time an investment in training is an investment in a stock of
skills, knowledge and experience on which the community as a whole can draw, just
as it does on its investment in education. It is right that the Government should
pay for what is provided in full-time education, should look after the training
needs of unemployed people, should inject public money in support of desirable
developments, should contribute to meeting key needs for which provision will
otherwise be inadequate and should fund countercyclical training when employers'
immediate resources are clearly inadequate to meet further requirements.

42. Next there is the question of organisation. The key requirements are for
machinery to secure agreement on standards, some means of planning developments
and securing progress at both sector level and locally, and some means monitoring

orn sl delons,

progress and quality.




43, The main instru it ¥ i i t
ain instrument for change must be collective agreement at the level

£ th + ndltH
of the sector and the company. Progess depends on positive steps being taken
by individual employers and trade unions. They are best placed to work out the

kind of arragnemetns which fit their own circumstances. Unless employers recog-

i th rit im : T 3iq s
nise the critical importance to their own competitiveness of enabling managers,

jalist s . "
pecialist staff and employees in general - whether.#hite collar or manual - to

)

develop their abilities through further training, there will be no progress.
Equally unless unions recognise the force of the arguments developed in this
paper any initiative will quickly - founder. We already have a network of sector
bodies in the Industrial Training Boards and the other industry level training
organisations. They are currently under review by the Manpower Services Commis-
sion. A key question in this review must therefore be whether the arrangements
in any particular sector are, or are likely to be, sufficient to ensure progress
towards the objectives described in this paper and, if not, what form they
should take.

Lk, It is of prime importance to the achievement of the objectives that the
country now has training institutions with considerable experience of setting
standards and developing courses to meet the needs of employers. In the further
education service, such bodies as the City and Guilds of London Institute, the
Royal Society of Arts and the Councils for Technician Education and Business
Education and their Scottish counterparts and the Industrial Training Boards
the country possesses skilled professional resources well able to make effective
a new approach to training, once there is national commitment to it. The ob jec-
tives may well, however, require a new approach to profiling the achievements of
trainees of all ages. It is clearly of the greatest importance to employers
that theyshould know what each person can do and to the individual that his com-

petence is recognised.

45, Finally, needs arise and people are trained in localities. Some local
organisation is required. There are models and possibilities already in exis-
tence. The Manpower Services Commission's Special Programmes Area Boardshave
considerable.relevant experience and provide a means of achieving, the =
full involvement of Local Education Authorities, local employers and trade
union representatives. Other possibilities include a developed role for the

Manpower Services Commission's District Manpower Committees or some new Local

Education Authority machinery.

46. Then there is the question of how best to make progress. It is worth
g that no progress will be made unless people believe the objectives
can and must be achieved and unless employers Inllm ons,

repeatin

are worthwhile and




individually and collectively,

determine to move forward using the machinery
of collective bargaining and agz

2 . Is it ¥ to underpin these
actions with some kind of legislation? There are arguments both ways. Some
would say that legislation is at best an irrelevance and that for progress to
be made and results’to be achieved. there can be no substitute for the volun-
tary approach at all levels. They would argue that we should rely on the
imperatives facing employers and worieople and on the experience we have gained
in the last few years through some of the initiatives described above. Others
would argue that the objectives are ~ too urgent and important for that.
They would say that many employers, on whose initiative so much depends, are
dissuaded from investing in training by the knowledge or fear that their com-
petitors will not do so. They point to the statutory underpinning that has
proved necessary to secure developments in Europe and elsewhere. Both e
might agree that there is no point in legislation that seeks to enforce require
ments employers, unions or the education service regard as unworkable. 1-:1-255
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473. These, then, are major questions about the framework for se

volved. There is, however, plenty of progress that can be 1

necessary to allow discussion. In the next section we




Who Does What Now

48. First, the Government and the Manpower Services Commission. We are fully

c t g e
convinced that we must act now within the resources available to us, to set in

train three essential initiatives.

S to secure more and better skill training for young people.

The Commission will shortly be entering into discussions with employers and unions

49. The first i

in key sectors with a view to stimulating agreement on modernisation of arrange-
ments for apprenticeship along the lines described in this paper (paragraph 27),
and particularly the agreement of recognised standards of competence.
Additionally there is likely to be a major shortfall this year in recruitment to
both traditional and key modern cross-sector technical slciﬁs including computing.
The Commission will use the funds it has available selectively for the support of
additional training opportunities. It hopes that the support it will provide can
be accompanied by agreement by the employers and unions concerned to movement
in the directions indicated which, as a first step, can begin to open up oppor-
tunities for 18 and 19 year olds.

50.  Next, the Commission is setting in train immediately significant developments
in improved vocational preparation for young people. In the Youth Opportunities
Programme it is our intention, as. resources permit, to work towards the point
where every 16 and 17 year old not in education or a job will be assured of
vocational preparation lasting as necessary up to his or her eighteenth birthday
This year there will be a major expansion of the Programme. The present target

is to provide 440,000 young people with opportunities in 1981/2. Quite as impor-
tant as the scale of the Programme is our firm intention that it shall be developed
as a programme of good quality training for work lasting up to a yearor more for
&ose‘ young people who need it.

51. The Commission has also embarked on important initiatives to secure better
and more relevant further education opportunities for trainees in the Youth Oppor-
tunities Programme. For example, 12 Local Education Authorities are taking part
in exemplary projects to explore ways of securing one hundred per cent coverage

of young trainees and to draw lessons which can be applied elsewhere. Basic skill
teaching materials are being designed and promoted and training for sponsors'

staff still further improved.

52. By 1983/4, the Unified Vocational Preparation programme will be expanded
to cover 20,000 young people in employment, a six-fold increase. So far the P
gramme has been small and confined to a few sectors and localities. Our intention
is to use it now as a test bed for foundation training and further omgs_w n for




young people in employment who are not apprentices or trainees in other schemes
lici it 1 ;
and to publicise its achievements so that employers, the education service and

employees can see the value of such preparation and take it up more widely.

53.  The two Programmes - the Youth Opportunities Programme and Unified
Vocational Preparation - will be planned and developed together in order to
provide experience and a foundation on which provision for all young people in
the age group can eventually be built along the lines of the second objective.
Sh. The third major thrust is to begin significantly to widen opportunities
for adults. The Commission, through the Industrial Training Boards, viil ex-
plain the urgent need for this to employers and will encourage them to take new
initiatives. Meanwhile the Commission's direct training services will be further
expanded on demand from employers, thus providing more opportunities for updating
and retraining those at work. .-.. e Training Opportunities Scheme will
concentrate increasingly on key skills which are in greatest demand, particdarly
those in the field of micro-electromics and /°*"PHfES:i1l mean more emphasis on
updating and adding to skills, not least for unemployed craftsmen, as well as on
providing second chances for those with little to offer/i fﬂ'&é‘é’fﬁﬁﬁ’l’ “%}1"
scheme will also participate in discussions with key industrial sectors (see
paragraph 49) with a view to opening up opportunities for older people to train
to agreed standards.

554 Additionally, the Government and Manpower Services Commission believe that
there is a need for a new spur to innovation in this field through increasing
opportunities for '"open learning" to improve access to training for all. They
intend to do this by establishing an "Open Tech" programme, on which they will
shox;tly be publishinga semarate consultative document. Such a programme will use
the latest technology to make training much more widely available, particularly
to those in full-time employment. It will enable adults to shape and develop
their careers and to progress to higher levels of skill and  responsibility.
Tt will build on many recent developments such as the increasing flexibility and
accessibility of telecommunications and the educational programmes developed by

the broadcasting authorities.

56. There is a growing need for this kind of training at technician and junior
managerial levels,where there is a significant, and often rapidly changing, re-
quirement for technical knowledge and where training provision for adults at
least is relatively under-developed or under-utilised. We expect that mthlh-
at least the resources of an "Open Tech' progr will t (W,mﬁ:

exclusively) on meeting this need.




52. o far as action within the education service is concerned, the Government
has recently published a discussion document, "Examinations 16-18", which
announced its intention to develop amd implement a system of pre-vocational courses
and examinations for young people who wish to enter employment at 17+ without
taking 'A' levels. This work is being set in hand. In Scotland, the Goverament's
curriculum and assessment development programme, designed to lead to the replace-
ment of the SCE '0' grade (the Scottish 16 plus examination) in 1986, is devising
foundation level multi-disciplinary courses for pupils who are less academically
inclined. In these and other ways the Government is seeking to promote improve-
ments in the preparation young people receive in school for the trannition to

working life. = = ciTaeta, TN ST That G e -__,,

58. The Government is itself the largest employer in the country. It intends to
set in hand an urgent review of its own training arrangements to see what further
steps it should take to meet the three objectives within its own direct sphere of
of influence. It will also seek to influence directly and indirectly the be-

haviour of other/Publc u3°Ct° hE°84¢ inalised industries. ... Sutonlr FAS IR

59. Substantial though these developments and their effect will be, however, '_aﬁ'

those to whom this document is addressed. Though there are import:
to be resolved there is much that can be done now: « vqt | pdran
1. by employers: who can review their arrangements E
discussion with their unions about these matte:

2. by unions: who can determine to respond pasi:

them for reviewing existing agreements and .

of this document; e

3. by the education service: where all



Conclusion

60. These then are the actions we are already setting in hand and which others

This autumn, however, we must take other important
decisions about the way forward,

can also set in hand.

about resources and about priorities.

61.  We have set out the 3 major objectives (paragraph 24). We have explained
why we think them essential. We have described the actions we have been taking
and will be taking over the next 2 years. But if we are to change attitudes to
training in the way we believe essential for the future prosperity of this country
and those who live and work in it, we must all have the will to move and agreement
about what we should seek to achieve. That means that many other organisatioms,

large andsmall, must do things too, und/gg’{nvolved in the design as well as its
implementation.

62. That is why we need your views on what we have said in this paper. In
particular
1. do you agree that the needs are as we have described them (p-‘rll 5-1¢
2. do you agree with the three objectives (para 24)? -
3. what do you regard as the priorities for action? b ‘“, )

4. what are you already doing to improve matters -nﬂ,t'
4 o
smng in T

can you set in hand?
5. how should developments be financed (paras 38-4 Vil
6. how can the organisational requirements best b
7. should we proceed by legislation or on an |
(para 46)?

63. We need your views by 30 September so that we
designing further action. In the untim, the
vices Commission intend to press ahead in éhl
are growing. They are becoming more urgcnt
is needed now - at all levels - is actior



ANNEX 1

ALTERNATIVE APPROACHES TO INITIAL OCCUPATIONAL TRAINING - FRANCE AND
WEST GERMANY

FRANCE

In France there is a national responsibility for the vocational training
system, including the initial and subsequent training of young people and
adults entering or already established in the employment field. The content
and organisation of training are laid down by the national Government, much
of it by law, but with considerable involvement of the social partners at
regional and local level and reflecting agreements reached at national level
between employer and trade union federations. Under laws of 1971 and 1978

all employees in France have the right to paid leave for education and
training purposes.

Provision for 16-18 year old aschool leavers who have not yet found work and
all unemployed workers over 18 is the responsibility of the State both in
terms of facilities and finance. All other vocational training is financed
jointly by the state and employers - the latter contribute through mandatory
payroll taxes, one for training in general and the other specifically for
apprentice training. In both cases the employer may be exempted from paying
the tax if certain criteria are satisfied.

Much vocational education and training for young people is provided through

the Pr?nch school system. In 1978, 67% of young people eligible to leave
school continued in full-time education - 27% receiving general education

and 40% obtaining vocational education. A further 14% of young people entered
apprenticeships, during which indenture, registration, day or block release

at state run and financed training centres and final examinations are all
compulsory. Only 19% of school leavers went directly into work or unemployment.

The French Government is particularly concerned to extend provision of
vocational training to those young people who leave school with poor
qualifications and little vocational orientation. Recent measures for this
group (and some older vorkers) include state funded vocational preparation
90% state funded periods of practical in-firm training and .g.g.’
subsidised "contracts of employment with training". Trainees under the first
two measures above are not granted employee status during training.

courses,

34



L Government has recently introduced legislation which will be
The ,reﬂ‘;zented from 1 January 1982, for a Ssystem of vocational training
ully Lm?:e,—saf-s up to the age of 23 and for other workers who have been
for ycu;’gr'ar less than two years in the preceding 4five years. The aim is
caploye® *
\o provide SY - :

‘-w'oh\‘-"‘ alternating periods of educanon,/study and work training/experience,

the title of the scheme "Alternance'. Participants will include both

stematic training at various levels in occupations by progressing

nence -
Joyees and job seekers, (the latter financed by the State) and the scheme
20p2CJ

11 ve funded by government grants and revenue from increased taxes on
wis

employers -

VEST GERMANY
WEST GERMANY

The national training system in West Germany demonstrates an effective

cosbination of legislative provision and public co-operation.

The normal route to employment in West Germany is provided through the

extensive apprenticeship system which is controlled through the Vocational

Training Act 1969. Official Government policy is to make apprenticeships,

normally lasting around 3 years, available to all young people seeking theam,

{ and in 1980, 50% of school leavers entered apprenticeships on finishing

| compulsory schooling. Apprenticeships are available in a wide range of

§ occupations, and since 1969 the German Minister of Education has published

#1 annual list of occupations (currently some 450) where apprentice:registration
and indenture are compulsory. The content of apprenticeship is prescribed by

11 Federal Government, and Chambers of Industry and Commerce (ie employers)

&r¢ responsible for monitoring arranwzements for apprentice training. Apprenticeships
Tt include day or block release to general and vocational education provided by the
Provincia) governmeats, and final examinations, conducted by employers and trade
fons joingyy, The Federal Government provides practical and financial assistance for
upprennceahips, by subsidising group training centres, providing equipment etc,

OSts are paid by employers. (Apprentice wages are agreed

8aining; apprentice rates are less than half those of a

but the Ereater ¢
in ollectjye bar
skil)_eu Vorken
Tra‘xning Dlges
VY on eaploye
Toney Faised ty

and are based on the stage of training reached.) Unkr the
Promotion Law (1976), the Government is empowered to impose a
TS if the supply of training places is deemed insufficient;
Tough the levy would be used to provide the additional training

.- 33




% requlred' but so far this mechanism has not been applied, and the
plac

Governm’""
eri

in consultation with the social partners and training authorities
)

; dering amendments to the existing provisions.
consi
are

. tantial amount of vocational training and education is provided for
A suds

cople through the school system. In 1980, over 4O% of young people

ung P : -
0 to remain in full-time education after completing the minimum

elected ]
sory school period. (Young people may leave school at 15 in West

compul : :
This included 25% who stayed in a full-time general education,

G,mny)- ;
4 18% who continued in full-time vocational education. This latter figure

an ! ]

includes those 15 and 16 year olds undertaking the Basic Vocational Training

Year (BVTY), which combines practical training and education related to ane of

13 broad occupational fields.

In 1980, only 7% of young people failed to receive some further training or
education after compulsory schooling by going directly into unskilled
employment or becoming unemployed. The Federal Government has declared its
aim of achieving full coverage of school leavers in the vocational training
system, and intends, as a first step, to extend present provisions so that
by 1982 only 3% of school leavers will not receive post-compulsory school

training or education.

The training effort in West Germany continues beyond skilled worker level, and

due to the extent of the apprentice system much subsequent training is
dependent upon successful completion of an apprenticeship. Figures from the
official Vocational Training Report show the effects of the German training
$tfort - in 1979, 61.2% of the active labourirorce (Germans only) held some
Yocationa] training qualification.

Summary of activities of young people after compulsory

School period
¥ Full time Full time Appren- Work Other
ear general vocational ticeship or or
education . education unemployment  unknown
Nce
; 250 27 4o 14 19 =
G"’N
i 25 18° 0 ? .
at Brisns
tain 490, 32 10 14 b s

first year basic vocational training in schools.
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o155 OF SCHEMES OF IMPROVED VOCATIONAL PREPARATION FOR YOUNG PEOPLE

This annex contains case studies of schemes introduced into industry and

1. ol LA
e in the last 3 years at the initiative of employers and unions and with

commer®
full support.

their 1 '
A npridge' Scheme of the Chemical and Allied Products Industry Train

ing
Board
B. The New Entrant Scheme of the International Freight Forwarding Training
Council
c. The Post Office Cadetship Scheme
D. Vocational Training for Young People in the Travel Industry
4. "Bridge' Scheme of the Chemical and Allied Products ITB
2. This scheme is designed to prepare young people for work in the chemical I
and allied industries. It starts in the last three years of their schooling (13
to 16 years) continues with a period of off-the-job basic skill training, per-
sonal development and further education followed by planned work experience, and

ends in full adult employment at the age of 18.

3, The basic components are:

a. (Careers information aimed at (i) choice of science subjects and (ii) L
jobs in the Chemical Industries. A tape/slide package has been pro-
duced for (i) and a 22 minute colour film "Formula for the Future" for
(ii). Work sampling is also provided at a number of firms.

b. Basic Training and Personal Development - This is dome through courses
of off-the-job basic skill training and further educatiom run at four
technical colleges in Manchester and two in East london. It includes
opportunities to develop personalities and attitudes, e.g. two weeks b
training at selected Lake District Youth Centres, taking a first-aid
course, a two-day course in helping trainees present themselves for job
interviews. Training packages and business games help trainees under-
stand how the various functions of a business are inter-related.

¢+ Planned Work Experience - During their one year off-the-job training
the trainees spend a period in a firm to provide direct experience of

| different kinds of work and the disciplines of industrial life. Y

At present schemes cover the following courses:

Applied biologists f
Chemical laboratory technicians

Conmercial workers

Instrument technicians

Process plart operators.




Tew entrants have the three or four '0' levels usually recuired for entrv

ps yet apprcxlmately 80% find full-time employment. Although school leavers
jobs J eaver

to — : { x ¥
. few academic qualifications are recruited, the scneme is clearly i

ntended

those Who will eventually seek employment at technician level or above.

o is every sign that the young people concerned will make the grade.
There *

- The trainees are not employed while crossing the 'Bridge'. This results in
0. =

geqera‘lse’i approach to the education and training elements of the scheme leading
a gl

1a1ifi i
to transferable qualifications. l

= The New Entrant Trainee Scheme of the Internmational Freight Forwarding

Training Council (IFFTC)

7. This scheme began on a pilot basis with the objective of demonstrating to '
the industry the value of formalised new-entrant training. It provides for two

years of combined induction, vocational preparation and day release for education

ad training purposes. The whole scheme is monitored through a Training Log Book

kept for each registered trainee and a written final examination is set. Success-

ful trainees are then admitted to the basicmembership of the industry's profes-

onal body, the Institute of Freight Forwarders (IFF).

8. The scheme has no age or entry restrictions. All trainees are indentured
employees of their companies and are paid wages while under training. It is
estimated that 30% of course completers will progress through more advanced ‘

training to managerial posts.

9. If the pilot is successful - and there is every sign it will be - it is the
! alm that all entrants to the industry should pass through the scheme before being
‘ eaployed at a variety of different levels including those from which they are
Likely to progress to senior management posts.
£ The Post Office Cadetship Scheme ‘
The aim of this scheme is to create a steady and reliable stream of postmen
#d postwomen, both at basic and higher grade, and future managers. It started in
the sumerof 1980 and is now the only entry to postal grades open to young people.

Ml juniop Postmen and women already in the service are being absorbed into cadet-
Ships,

10.

b
The scheme is open to young people between 16 and 17 who pass an aptitude

t :

est ang interview; no educational qualifications are needed. At 18 Cadets auto-
o

atically pecome either Postmen or Postwomen in the basic or higher grade with

pro
SPects of promotion to Supervisor at the age of 22. 38




‘:

A1l cadets receive
12 0B week induction course

: a one week personal development course

_ the opportunity of day release for further education

_ 6 one week modules of job training, each module followed by the

appropriate work experience.

13, The scheme is funded entirely by the GPO who regard it as an investment
which provides an attractive entry to a career in the post service for 16 year

old school leavers. The scheme is large (eventually there will be 5000 postal
cadets) and includes every postal district. There are therefore wide variations

{n traiming and work experience but none in standards and quality.

D. Vocational Training for Young People in the Travel Industry

14, This training is for young entrants aged over 16 but under 19. It consists
of two periods of off-the-job training (each lasting two weeks) separated by a
period of 2 to 3 months which combines work with a number of work-based training

projects. No formal qualifications are required for entry to the training.

15. The training contains the following elements:
- introduction to working life
- life and social skills training
- planned work experience
- occupationally based training
- further education.

The following paragraphs describe each in‘tarn.

6. In addition to the trainees introduction to the company each learns about

the industry, the Air Transport and Travel Industry Training Board and the

Association of British Travel Agents. Trainees are also given an appreciation

of technology in travel.

"7+ For life and social skills training, each young person learns about

3 Personal development - self-assessment, key areas for personal develop-
ment, objectives and action plans.

2 Relationships - responsibility to self and others, importance of per-
sonal relations, dealing with people, relating to workmates.

3. Personal finance - simple arithmetic calculations, planning and fore-
casting,

1. Communications - speaking articulately, discussions with individusts

and groups, oral presentations. , 39




; as part of planned work experience each trainee is introduced to different
18.

asp

days
and 8 noverport

ts of work including the job of the tour operator, organising package holi-
ec :

car hire, work at railway and coach stations and intermational airports
and work at a British resort.

For occupationally based training all the tasks and learning centre on the

19. . .
wn occupation. Project reports have to be produced covering package

trainee's ©

nolidayss window display, local market research, brochure research and travel

geograph}'- In addition there are training sessions to re-inforce the learning
from these projects and from the planned work experience described above. There

are also sessions covering the various types of tickets, their completion and

use .

20. Further education includes company finance, consumer legislation and

advertising.

21. Each course ends with a presentation by the trainees covering the course
content. On completion of the training each trainee is provided with a certifi-
catt issued by the Air Transport and Travel Industry Training Board. Trainees
may go on to obtain the Certificate of Travel Agency Competence awarded jointly
by the City and Guilds of London Institute and the Association of British Travel
Agents.

4d




