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EXECUTIVE SUMMARY

INTRODUCTION

1. The Project. This summary presents the main findings from the second-year
evaluation of Training Credits,’ carried out by the National Foundation for Educational
Research (NFER) between September 1992 and March 1993. The evaluation was
commissioned by the Employment Depariment (ED) to assess the progress made by
Training Credits in meeting national and local objectives, to examine the changes
introduced as a result of the initial implementation experiences of Training and
Enterprise Councils (TECs) and to make practical recommendations to assist in the
further development of the pilots.

2. Evaluation Methods. By adopting a case-study approach, the evaluation assessed the
progress and impact of three distinctive Training Credit schemes, operating in different
geographic, socio-economic and labour marketcontexts. Using common data-collection
methods and standardised research instruments, the in-depth case studies collected a
wide range of numerical and qualitative information from key participants on their
experience and views of the schemes. The groups involved included TEC personnel,
Careers Service staff, teachers, school students, young people using and not using
credits, training providers and employers.

3. Reporting. A local report for each area and a national report, based on the aggregated
findings of the case studies, were produced.

THE IMPACT OF TRAINING CREDITS ON YOUNG PEOPLE

4. Careers Education and Guidance, Most participants welcomed the promotion of
anentitlement for young people to enhanced careers education and guidance and felt that
this was one of the major benefits of the schemes. School staff especially appreciated
the additional resources provided through Training Credits to enhance careers provision.
Young people, both those at school and those using a Training Credit, were largely
positive about the information and guidance they had received at school to help them
make their post-16 decisions. In contrast, the surveys of employers and training
providers indicated that they did not always think that young people had been adequately
prepared for working life, although some acknowledged that improvements were taking
place.

5. Action Planning. Action plans were an integral part of the three Training Credit
schemes. Most of the teachers interviewed, and just over half of the credit users, thought

' Since the evaluation began, Training Credits have been renamed “Youth Credits’, but the original name is retained

throughout this report since it was the term used at the time of the study
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that action planning was useful in helping young people to map out their post-16
objectives and to identify the actions needed to pursue these. Although the principles of
action planning attracted widespread support, there was less consensus on the format and
content of action plans and how they should be used. For example, whilst welcoming
the introduction of action plans, careers officers recognised that school leavers were
often hesitant about using them for interviews. The link between action plans and
training plans was not always made; only about one-quarter of credit users with an action
plan reported that it had been used in planning their training programme. Furthermore,
amajority of the employers and training providers interviewed were unable to comment
on the usefulness of action plans because they had not seen enough of these documents
to make a judgement,

6. Awareness of Training Credits. During Autumn 1992, student awareness of
Training Credits was reasonable, given that many were yet to be formally briefed about
their local scheme. Just under half of those surveyed in Year 11, and just over half of
those in Years 12/13, had heard of Training Credits. However, only about a third of credit
users said that, when they left school, they had an adequate knowledge about either what
credits were or how to get and use them. Levels of knowledge and understanding of
Training Credits were more variable amongst young people with special educational
needs than other groups of student. A small survey of young people who were not usin g
a Training Credit revealed that they were fairly well informed about credits, athough
several wanted more information about how to obtain and use them.

7. Entitlement and Empowerment. There was a high awareness amongst credit users
of the importance of qualifications and training. Whilst over 80 per cent of credit users
indicated that they were more aware of their right to train because of the schemes, they
were less sure about how much more bargaining power they actually had. TEC
personnel, careers officers, teachers and training providers all supported the idea of
empowering young people to exercise choice and become more discriminating in
seeking out training of good quality which was suited to their needs. However, the
prevailing view was that putting empowerment into practice was extremely difficult in
the current economic climate. Moreover, many teachers and careers officers felt that,
owing to social and maturational limitations, it was unrealistic to expect most 16-18 year
olds to make full use of the empowerment potential offered to them by Training Credits.

8. Young People with Special Educational and Training Needs. The recession was
said to be reducing the occupational opportunities available to all young people, but
especially to those with special educational and training needs. Whilst TECs and Careers
Services were making special efforts to involve young people with special needs in
Training Credits, some of these students were sceptical about what the schemes could
additionally offer them. Providers welcomed the application of Qutput-Related Fundin g
(ORF) to Wordpower and Numberpower, but some suggested that the fundin goftraining
for this client group needed to be increased.

9. Motivation to Train. A majority (63 per cent) of credit users felt that the schemes
had been an inducement to follow local training and employment routes. Training
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Credits, it was claimed, had made them consider training more seriously and had also
helped them to get the training they wanted. Whilst a majority of students initially
intended to continue in full-time education, itis worth noting that fewer than five percent
said that they were now prepared to take up a job without training. However, employers
and training providers were less convinced that Training Credits had, as yet, greatly
increased young people’s motivation to train. For example, less than 20 per cent of
employersclaimed that Training Credits had affected young people’s attitudes positively
and increased their motivation to take up training.

10. The Take-Up of Credits. Figures supplied to ED by the TECs indicated that the
number of young people in training in the three areas increased from 3,650 to 6,970
between November 1991 and November 1992, and about one-third of these had
employed status. The number of leavers from the schemes (about 2,300) accounted for
about one-third of credit users in 1992, The term ‘leavers’, however, includes changers
who are moving around the system in terms of seeking a better deal, follow-on training
oranew job. The extent to which this movement of young people might be contributing
to the development of a training market is an issue requiring further investigation.

THE IMPACT OF TRAINING CREDITS ON EMPLOYERS AND
TRAINING PROVIDERS

11. Volume and Variety of Training. The evaluation evidence from different sources
indicated that Training Credits had not greatly affected the volume and variety of training
provided for young people by either employers or training organisations, including
colleges. The fact that National Vocational Qualifications (NVQs) were not yet
available for all training areas was occasionally said to be restricting the waining
opportunities available in some employment sectors, although this was expected to be
a temporary constraint.

12. Quality of Training. Whilsta small majority of employers, and rather more trainin g
providers, considered that the quality of training which they provided had not been
especially improved by Training Credits, quite a number of employers felt that training
provision had become more systematic. For example, 68 per cent of participant
employers reported that some or all of their credit users now had training plans which
set out a training timetable, objectives and outcomes.

13. Funding of Training. Only 18 per cent of the employers surveyed reported that
Training Credits had led them to increase spending on training, with the majority (64 per
cent) reporting that no impact had occurred so far. This view was echoed by most of the
training providers interviewed. There was some concern amongst approved training
organisations that college-based training was unduly expensive, although they did not
appear to be shopping around for the most cost-effective training from providers. At the
same time, some college providers claimed to be experiencing financial difficulties
which were linked with the introduction of Training Credits and related changes to the
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payment of the Revenue Support Grant. Furthermore, there was felt to be a tendency for
private-sector providers to ‘cream’ off the better trainees and/or be reluctant to take STN-
endorsed youngsters, leaving the FE sector with a higher proportion of lower ability
trainees who needed considerable support.

14. Employer Attitudes. Most providers did not believe that Training Credits had made
employers’ attitudes to training more positive and they observed that some employers
were still guided by short-term company requirements rather than by a longer-term
commitment to training. The survey of employers revealed that the schemes had thus
far not had a substantial impact on employers’ recruitment of young people (over 90 per
cent of participating employers said that credits had not affected their recruitment
decisions) or had encouraged them to invest more resources in training, although a
quarter said that they had increased their spending on training as a result of credits.

15. Benefits of Training Credits. A high proportion of employers could identify some
benefit to their company as a result of participating in the schemes and these were mainly
of a financial nature. Help with payment for training, the opportunity to get a ‘free’
trainee and a better standard of, and more motivated, job applicants were some of the
benefits cited. Employers considered that young people were the main beneficiaries of
the schemes, rather than their own companies.

16. Non-Participant Employers. Half of the employers surveyed who were not
involvedin Training Credits were aware of the scheme running in their area. Employers’
main reasons for non-involvement, apart from lack of information about credits, related
to the recession and satisfaction with their own training arrangements, although it was

evident, that with careful marketing, a proportion of these could be encouraged to join
the schemes.

17. Quality Assurance. During the second year of Training Credits, the three TECs had
given more attention to implementing quality assurance systems with their providers.
Whilst providers generally welcomed TECs’ quality audits, some pointed out that they
already provided quality training and others mentioned that they had already developed
their own review structures in order to assure the quality of their training provision.

18. Training Market. There was little concrete evidence that Training Credits had, as
yet, created an efficient training market in terms of either widening young people’s
choice of training or increasing their ability to shop around the system for the best
opportunities. The evaluation showed, however, that there were considerable movements
of young people in, out and around the training and employment scene in the three areas.
It was clear that the creation of a youth training market has been constrained by the dual

forces of the recession and the decision of many young people to stay on in full-time
education.
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PROGRESS MADE IN MANAGING TRAINING CREDITS

19. Approaches Adopted. The three TECs organised their Training Credit schemes in
varied ways, whichreflected differences in existing structures and management practices
as well as differences in local needs. All three TECs operated universal credits models
in that their schemes covered training in all industrial sectors. The main purposes of the
‘eredit’, the form of which differed, were mainly for marketing and for giving trainees
something tangible to show that they were creditusers. Thereal value of the credit varied
between areas and there was arange of weightings or supplements for local priorities and
areas of special need. There were slight variations in eligibility criteria and the TECs had
become more flexible in the second year of the pilot, in terms of age and residency
requirements, partly in response to the lower than expected demand for credits.

20. Administrative Procedures. The evaluation found that the TECs had simplified
their administrative procedures during the second year of operation and had reduced the
amount of paperwork, largely in response to the demands of training providers.
Constructing and utilising management information systems had proved to be problematic
for all three TECs, each of which was using a different system. Although the effective
administration of Training Credits is heavily dependent on sound databases, reliable and
up-to-date information on young people and employers was often not readily available.
TEC staff were aware of the limitations of their databases and were in the process of
making modifications.

21. Financial Management. Training providers generally expressed satisfaction with
the overall efficiency of the credits payment systems and the efforts made by the TECs
to alleviate initial problems. The ORF element of Training Credits (as in other training
programimes which have adopted this approach) was a major consideration for TECs and
their providers. Time-lags in payments and the criteria adopted for activating the ORF
element had caused some difficulty, although again the early problems were gradually
being overcome.

22. Marketing., TECs had experienced variable success in marketing Training Credits
with young people and employers. Whilst the main source of information on credits in
schools was the Careers Service, most employers found out about the scheme from TEC
publicity materials, training providers and young recruits, Although some improvements
inmarketing had taken place during the second year of the schemes, calls were still being
made for better written information which clearly stated the aims and benefits of
Training Credits and how to obtain and use them,

23. Partnerships. The evaluation confirmed that the implementation of Training Credit
schemes was challenging because it involved changing the attitudes and established
practices of several key groups. Some progress had been made during the second year
in developing a partnership approach, by extending the infrastructure for consultation
and liaison between the partners. However, many of the training providers and school
staff interviewed did not feel fully part of a credits partnership and further efforts were

needed to foster more collaborative working and effective information exchange within
the schemes.



DEVELOPING TRAINING CREDITS: SOME POINTERS FROM
THE EVALUATION

24. Areas for Review and Development. The findings from the evaluation of three
schemes suggest that there are a number of key areas which TECs need to consider in
seeking to implement or further develop their Training Credit schemes:

¢ Careful and ongoing attention needs to be given to the creation, maintenance and
extension of the credits partnership in order to engender the full commitment and
nvolvement of all stakeholders.

+ A prime requirement for the effective operation and monitoring of Training Credit
schemes is the development of efficient, and not overtly complex, management
information and administrative systems. Ways need to be found of keeping the

administrative demands on training providers and employers within reasonable
bounds.

+ Sustained marketing is needed in order to support the introduction of the radical
new approach to youth training which Training Credits represents. Employers
(especially smaller companies), young people (particularly the less able and those
with special needs), teachers and parents need clear, concise, information on the
aims, benefits and usage of credits. The main messages presented in written
materials need to be reinforced over time and by the use of face-to-face marketing
strategies with the different groups.

¢ There is an ongoing need to organise briefing and feedback mechanisms for
regularly updating participants on the developing schemes and for receiving their
views on the progress made. School staff, training providers and employers would
especially welcome this inter-active approach, which would not only improve
information flow, but would also help to further the spirit of a Training Credits
partnership.

¢ Action and training plans have a key role to play in Training Credits. The role of
action plans, and the procedures by which they are developed, need to be clearly
defined. There isalso aneed to make practical links between action plans, records
of achievement and training plans and to show participants how these inter-relate.

¢ There is a continued need to review the adequacy of the resourcing and nature of
training provision made available for young people with special needs and to find
ways of helping them participate fully in the schemes.

25. Conclusion. The evaluation has shown that the three Training Credit schemes have
made steady progress during the second year in meeting their aims and overcoming some
of their early operational difficulties. Itisclearthat the recession, coupled with changing
choice patterns by young people at age 16, has meant that some of the initial targets set
for the schemes have proved to be difficult to realise in the short term. The experience
of the Training Credits initiative to date, upon which other TECs will now be able to -
build, underlines the fact that the development of an employer-led training culture and
youth training market in Britain needs to be seen as a long-term venture, which requires
sustained effort and support from local and national participants.
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1. INTRODUCTION

1.1 Training Credits: The National Initiative

There is ample research evidence and an even greater amount of informed comment
which reaches the conclusion that Britain has an inadequate skills base to its economy
and lacks the strong training culture amongst its workforce and employers which is
enjoyed by its main industrial competitors. Over recent years a series of government
initiatives has focused on aspects of this problem. The result of an increasing national
emphasis on education and training, coupled with labour market forces, has been that
more young people are staying-on in full-time education after age 16 and there are
increasing numbers of adults seeking out education, training and retraining opportunities.
Arguably, the search for qualifications and qualified status is stronger than ever before.

While the overall skills and training profile of the British workforce may be changing
(albeit too slowly in some people’s view), several vulnerable groups remain. Amongst
these are young people who leave school at 16, often with relatively modest qualifications,
and enter the labour market or remain unemployed. In many sectors of industry,
especially those without a tradition of apprenticeships and traineeships, young employees
have entered jobs with little in-company or off-the-job training provision and few
prospects of career and personal development. Youth Training (previously YTS) was
launched in the early 1980s as a major attempt to provide young people, who choose not
to stay on in education, with structured work and training experience.

Launched in 1991, the Training Credits' initiative has sought to build on the experience
of YT and other youth programmes and also to tackle more directly some of the
underlying factors which have continued to act as an impediment to the development of
a strong training culture within Great Britain. In tackling these problems, Training
Credits has sought to address and change both the demand and the supply side of training
and employment. It has endeavoured to create a greater awareness amongst employers
of the need for a well trained workforce and to help them play a direct role in this by
supplying more training opportunities and demanding better trained employees. At the
same time, it has sought to supply more trained young people to industry and commerce
and to create a demand by them for quality training and training places.

The more specific national aims of the Training Credits initiative, as given in the
Employment Department’s 1992 progress report, are as follows:

+ Motivating the individual to train and to train to higher standards;
+ Encouraging employers to invest in training;

+ Establishing an efficient market in training.

Since the evaluation began, Training Credits have been renamed ‘Youth Credits’, but the original name is retained
throughout this report since it was the term used at the time of the study

1
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In April 1991, 11 pilot schemes were launched in Training and Enterprise Councils
{TECs) in Great Britain; nine in England, one in Wales and one in Scotland. At the same
time, the Employment Department (ED) commissioned an external case-study evaluation
of each pilot and Coopers and Lybrand Deloitte were contracted to provide national
coordination of these 11 case studies and to prepare an evaluative overview of the early
progress and outcomes of the first Training Credit schemes.

1.2 The Second-Year Evaluation

In Autumn 1992, the ED commissioned the National Foundation for Educational
Research (NFER) to undertake a second-year evaluation of three of the pilot schemes
which agreed to take part in this further study.

The second-year evaluation was launched in order to:

¢+ Assess the progress of Training Credits since the first year of operation
towards meeting local and national objectives.

¢ Examine how much progress has been made in overcoming difficulties
identified in the original case studies.

¢ Make practical recommendations to assist in the further development of the
pilots.

Since this was an ‘opt-in’ evaluation, the three TEC schemes were not necessarily
representative of the national Training Credits scene. Rather they presented three
approaches, within varying contexts, by which the national aims and also the local
objectives could be met.

As the evaluation examined some of the major issues central to Training Credits, the
findings presented and discussed in this report will have relevance to the management
and development of all schemes.

In addition to the national aims, the following more specific local aims were present
among the three Training Credit pilot schemes:

+ To increase the level of training and young people’s participation in
training which leads to NVQ qualifications. In one case, NVQ Levels 2
and 3 were specifically cited and, in another, there was an objective of
‘increasing the level of training for young people who leave school with few
or no qualifications’,

¢ To encourage employers to invest in the training and development of
staff. One TEC framed this more broadly as ‘to make training accepted as
a part of working life’ and ‘to reduce the number of young people in jobs
without approved training” and another hoped to ‘encourage longer term
traineeships with employers which would include higher levels of education
and training’.



¢ To tackle the problem of skill shortages, with one TEC specifically saying
that it sought to do this by ‘giving support to 18 year-olds’ and another
aiming to ‘target training to better meet the needs of the local economy,
particularly in growth sectors’.

1.3 Evaluation Methods: An Overview

The requirement foran evaluation which undertook an in-depth study of three distinctive
Training Credit schemes, whilst also providing an overview of the progress made by
them as an illustrative group of Training Credit pilots, posed a number of methodological
challenges. Additionally, the evaluation needed to be completed within a limited
timespan - from September, 1992 to March, 1993,

The evaluation model adopted to meet these particular needs can best be described as
a multiple-perspective case-study approach, coordinated across the three areas. In
implementing this, a similar set of research activities was conducted in each area, using
the same research instruments. The use of semi-structured interview schedules and
open-ended sections on questionnaires enabled participants to comment on issues of
local concern, whilst maintaining a large body of information which was cormmon to all.
Another key methodological decision was to use the most cost- and time-efficient
research approach to collect data from different groups of people. The evaluation,
therefore, deployed the following strategies to gather information from key participants
in local Training Credit schemes:

4 Face-to-face interviews with, and collection of documentary evidence from,
TEC, senior Careers Service and LEA personnel.

+ Face-to-face interviews with key school managers and careers teachers in a
sub-sample of schools, including two special schools, in each area.

¢ Postal questionnaires to students in Year 11 and Years 12/13 in the same
sub-sample of schools, supplemented by face-to-face interviews with a
selection of students with special needs.

¢ Postal survey of Training Credit users of different ages sent to their place of
training or work.

+ Small-scale survey of non-users of Training Credits.

¢ Telephoneinterviews with arepresentative sample of employers participating
in the pilots and with a sample of non-participants, supplemented by
strategic face-to-face interviews,

¢ Telephone and face-to-face interviews with FE colleges and other Approved
Training Providers (ATPs).

A more detailed description of the methods used, the target and achieved samples and

the analyses undertaken is given in the Methodological Appendix located at the end of
this report.



1.4  Structure and Content of the Report

Following the collection of data, three distinct in-depth evaluation reports were written
on each pilot for the Employment Department and the TEC. This report presents an
overview of the findings from the three case studies. It seeks to describe and evaluate
how the three schemes have sought to meet the national aims of Training Credits and
respond to commonly shared challenges, whilst also addressing local concerns. Ttraises
issues and implications which are likely to have currency across different TEC areas and,
wherever feasible, highlights transferable good practice and makes rccommendatlons
for the future development of Training Credits.

The report is structured into eight chapters. Following this Introduction, Chapter 2
describes the unique and shared features of the three Training Credit models and contexts
and assesses how they have changed since the first year and how much progress they have
made in certain key areas of operation. Itdoes not seek, however, to provide an extended
description of each model, since this was a key focus of the 1991 case studies.

The next five chapters examine the schemes in terms of the differing perspectives and
roles of the key partners. Where appropriate, relevant information and views from other
partners are used in order to provide a rounded picture of the contribution of each to the
scheme.

In Chapter 3, the views of school staff and their role in informing young people about
Training Credits and preparing them for their transition at 16 is discussed. This chapter
also explores the views and experiences of students of Year 11 and Years 12/13 at school
and how much help they have recruited in making their post-16 plans. In Chapter 4, the
role and experience of the Careers Service, especially with regard to providing enhanced
careers guidance, undertaking action planning and issuing Training Credits to young
people, is explored. In Chapter 5, the focus turns to Training Providers and in Chapter
6 the views of employers, both participating in and not involved with Training Credits
are taken into account. Chapter 7 focusses on the main beneficiaries of the schemes -
the young people - and examines the views and experiences of Training Credit users and,
to a lesser extent, the non-users. It cross-references these views with those of young
people still at school. Wherever appropriate, the evidence for the impact of Training
Credits on young people is highlighted and discussed.

While each chapter ends with a synopsis of the main findings and recommendations, the
report in Chapter 8 concludes with an evaluative overview of the research evidence and

conclusions and draws out the main pointers for the future development of the Training
Credit (TC) schemes.



2. THE MANAGEMENT OF TRAINING CREDITS

The Training Credits pilots are, in essence, local responses to identified needs toimprove
youth training and to promote a stronger training culture amongst both young people and
employers within Britain. At the same time, they have been constructed to respond to
local variations in context and training need within the national TC’s overall aims,
criteria and guidelines. This interplay of local and national factors, whichis a continuing
theme within the Training Credits pilots, features largely within our evaluation findings.

The three TECs which have participated in the second-year evaluation of Trainin g
Credits were not chosen to represent particular approaches. As noted in the opening
chapter they opted in to the evaluation. They were not meant to represent the full set of
11 pilot schemes; rather, they are specific examples of practice and approach, within the
national framework derived for TCs. Thisin itself makes the task of providing an overall
view of the three models and their management rather difficult although, fortuitously,
there is sufficient commonality between them to allow an attempt to be made.

This chapter examines, first of all, the contexts in which the TC pilots have been
launched.

2.1 Socio-Economic Contexis

Allthe schemes are based in shire counties; one in South Central England, one in the East
and one in the North. One common feature is that there is a strong rural element in the
local economies and this has implications for the distribution of the population (which
is generally uneven), access to education, training and work opportunities and travel-to-
work costs. Other distinctive characteristics of the three areas are:

+ There is a high proportion of small employers in each area, varying from 75
per cent in the South Central TEC to over 90 per cent in the Eastern TEC and
probably even higher in the Northern. This factor has posed major challenges
for all three TECS, in that identifying and contacting small employers has
often been problematical, they often fall outside the training culture and they
need proportionally greater effort to encourage them to participate in
education and training programmes,

¢ The areas have had varying industrial pasts, although all have experienced
anincrease in the service sector, with a decline in manufacturing, particularly
in the Northern TEC. Using broad Standard Industrial Classification (SIC)
categories, the current ratios of service to manufacturing sector companies
are 80:20 in the South Central, 65:35 in the Eastern, and 68:32 in the
Northern TEC areasrespectively. Service sector employment opportunities
are now being eroded by the recession.



¢ All areas have seen rising unemployment. Against the average increase in
Great Britain from September 1991 to 1992 of 18 per cent to 10.5 per cent,
the South Central TEC has increased by over 31 per cent to 8.5 per cent, the
Eastern by over 27 per cent to nearly seven per cent and the Northern by over
17 per cent to over 11 per cent (Employment Gazette, February,1993).

¢ Following national trends, there has been a marked increase in youn gpeople
staying on in full-time education, thus restricting the numbers available to
take up TC places. In the South Central area, the staying-on rate in 1992 was
76 per cent, in the Eastern 65 per cent and in the Northern, 61 percent. The
national rate for 1991 was 66 per cent and for 1992 is expected to be around
70 per cent.

+ The secondary educational sysiems of the three areas have similar
characteristics, in that there is a high preponderance of schools with sixth
forms, although the number of institutions with upper secondary age pupils
differs in each area. The South Central area has a Jarge number of
comprehensive schools with sixth forms, the Eastern area has a smaller
number of high schools with sixth forms and the Northern area has, by
comparison, relatively few schools, again all high schools with sixth forms.
School type has been shown by a number of studies (eg. Taylor ef al, 1990
and Weston et al, 1993) to be a key determinant of careers education and
guidance which young people receive; therefore, this is a factor which is of
particular relevance to the present investigation.

Having set the context in which the three Training Credit pilots have been launched, the

chapter moves on to reflect upon how the schemes have fitted into TEC management
structures and practices.

2.2 Training Credits Within the TECs

The three TECs, not surprisingly, have organised their schemes in different ways.

In one TEC, TCs fall within the Youth Programmes Department, which combines the
Education, Development and Operations branches, all of which have some involvement.
There are four programme managers in the Operations Branch who are responsible for
its management in each geographical area of the TEC and a Training Credits Database
Officer. The Careers Service plays a central role in the implementation of the scheme.
Training Credits account for most of the Youth Programmes budget, which comprises
about 60 per cent of the total annual TEC budget of £23 million.

The second TEC does not maintain a discrete team in charge of TCs. This is seen as an
important partnership activity between the TEC and the LEA, with the Careers Service
again playing a major role. Management and operational responsibility for TCs within
the TEC is shared between the sections of Education, Research and Regional Business
Strategy. They in turn report to the Head of Strategy and Education. The overall TEC

budgetperannumis about £15 million and about two-thirds of this represents expenditure
on TCs and Youth Training.



The TC pilot in the third TEC has undergone greater change in its overall organisation
than the others. Initially, the TEC created a special unit, which was led by a Project
Manager whoreported via the Quality Manager to the TEC Chief Executive. Asthe pilot
developed from the experimental to the operational phase, TC functions were gradually
shifted from this unit to the operational divisions; this transition is not fully complete.
The management of the pilot now resides in the Research and Development section of
the Training Division, although all the others play some role. The Head of this division
reports to the Head of Training. The TC pilot and other youth programmes account for
about a quarter of an overall budget of over £16 million.

The organisational changes made in the third TEC raise the issue for other TECs of when
should such a large-scale project cease to be seen as experimental with special
organisational arrangements and when should it become part of normal TEC
operations? The three pilots represent a gradation from the ‘special unit’ strategy,
through the ‘largely contained within one department’ system, to the ‘responsibility of
all or most departments’ philosophy.

The unit or department-based strategies may have clearer management and reporting
lines, but may restrict the growth of shared responsibility, whilst the ‘responsibility of
all’ concept may encourage partnership, but have diffuse accountability structures and
the various TC functions will need careful delineation in order to avoid overlap and
confusion. Obviously other TECs seeking to enter TCs will have to reflect upon these
issues in determining their own structures and seek to find a match between the needs
of TC provision and their own management structures and styles.

2.3 The Main Scheme Characteristics

All the three TECs operate a ‘universal’ model of TCs, so far as the pilots cover all
industrial sectors.

Eligibility criteria are applied to differing extents and these largely relate to age and
status characteristics. All schemes are open to school leavers aged 16 and 17, because
they belong to the government’s guarantee group, and the three TECs have now opened
them to 18 year olds and even older, with some restrictions. Undoubtedly, changes in
the age criteria have been partly in response to the lower than expected numbers of young
people coming forward for Training Credits since the pilots began. Age criteria are
generally more flexible for students with Special Training Needs (STN). All the TECs
are also quite flexible in the extent to which they will include young people who are
resident outside their area, but working or training within TEC boundaries or are based
in the TEC area and wish to use their TC elsewhere. All TECs have amended their
cligibility criteria since the first year of operation and it is clear that as demand fluctuates
this could be an area of continuing change.

The Training Credit as such is of variable form, but none of the TECs have used
smartcards. In all instances its purposes appear to be largely concerned with marketing



and information, whilst also providing young people with something tangible to show
that they are TC holders. In one area it is a plastic identity card, which is supplemented
by a certificate with a unique TC number. In the second TEC it is represented by a small
booklet, called a ‘passport’, which states the range of credit values, and in the third it is
a plastic card with a notional face value of £1,500.

The validity of the Training Credit varies between areas in terms of the period since issue
for which it can be used. In one area there is no timespan as such, but the TC training

must be completed by age 25 and in the others it is valid from between three years and
five years.

The value of the TC differs between areas with two of the TECs operating funding-band
systems and one an individual weighting system. All take account of the relative costs
of training young people in different occupational areas, with those entering engineering
and technology being the most expensive and occupations such as clerical and retail
being less costly. There is a range of supplements or weightings on offer which reflect
training priorities. These include additional payments for:

+ Training provided for small employers to encourage them to participate in
the scheme.

+ Training in defined skill shortage areas.

+ Training provided for those with special training needs, who were endorsed
by the local Careers Services.

+ Bonuses, which can be used to buy further training for those achieving
NVQs or are actual payments to TC-users who succeed.

One TEC also offers £50 for a completed training plan, £25 for every completed
quarterly review and a substantial supplement for unemployed young persons. This is
providedinorder to offer such trainees 13 weeks of foundation training. There have been
some moves in the TECs since year one to rationalise these supplements and make the
pilots easier to manage financially (see Section 2.5).

There is a common pattern to young people’s entry and progression through the
schemes: |

+ Awareness-raising sessions take place in schools with Year 11 and sometimes
Year 10 students. Although school careers staff and tutors have a role to play
in this, an emphasis is placed on the information giving and advisory
functions of the Careers Service.

+ Students likely to take up TCs are given an individual interview with a
careers officer and complete an Individual Action Plan.

+ In two of the areas, the Careers Service is responsible for issuing young
people with the TC and this is directly linked to completion of the action
plan. The third TEC has uncoupled the action planning and card issue
processes after one year because of organisational difficulties; in this case,
the Careers Service now helps young people to complete the action plan but



the TEC issues the cards to school leavers. These cards are placed in young
people’s files in careers offices.

¢ The Careers Services are responsible for conducting the advisory and
endorsement procedures for students with Special Training Needs. The
outcome of these is a TC of enhanced value which enables training providers
to give the extra support needed to disadvantaged young people.

. Normally, young people must use their TCs with an Approved Training
Organisation but, in all three areas, there were arrangements for some
employers to contract directly with the TEC. Usually, the ATO completes
an Individual Training Plan with the entrant and submits this to the TEC.
This action, orregistration of the trainee by the ATO with the TEC, activates
the payment system to the provider and ensures that the Training Credit user
is registered on the TEC database.

4 In two of the three TECs, Training Credit users usually receive periodic
financial statements about how their TC funds are being spent and training
providers and employers are reimbursed on the basis of trainee weeks claims
or completion by trainees of agreed units of training.

Training Credit schemes have a number of quite distinct features and require the inputs
from a wide range of people. This inevitably means that their administration is relatively
complex and requires careful planning, a feature noted in the 1991 national evaluation
report. This aspect of the pilots will be discussed further in the next section.

2.4 Project Administration

After the experience of one year, it is noteworthy that all three TECs made a
number of adjustments to their administrative procedures. These were almost all
concerned with simplifying and clarifying procedures, and this was often in response to
the wishes of ATOs, many of whom commented at interview on the high administrative
burden which TCs had placed on them. In one instance, the TEC had sub-contracted the
running of the TC computerised operational system to another organisation, but this had
added another organisational dimension to the procedures and had delayed the processes.
In the second year the TEC had retaken responsibility for this.

Anotherchangeinstituted related to the shortfall in TC-users which had been experienced
in most pilot areas, not just the three that have taken part in this study. As seen above,
eligibility criteria had in some cases been chan ged so that more young people could take
part. Inone area the supplement paid for providing training for credit users based with
small employers had been increased in order to encourage greater participation by them
and hence more TC users.

In two of the TECs (as in others amongst the 11 pilots), employers who were not
themselves ATOs, participated in TCs by contracting with training providers for their
employees’ training. One of the TECs had tackled the small employer problem by
providing a support system which alleviated a great deal of the administrative burden and



enabled such companies to contract directly with the TEC. This service was much
appreciated and may suggest a way forward for other TECs joining the initiative.

The greatest degree of change has, however, taken place in the financial arrangements,
the initial complexity of which caused difficulties in all the areas. This aspect is
described in the next section.

2.5 Financial Management

It has already been seen that the value of TCs varies for those training to different NVQ
levels in different sectors, for different groups of young people and for those based with
differently-sized employers. All this variation, including bandings and wei ghtings, has
tobe managed and to do this effectively the TECsrequire good Management Information
Systems (MIS) and databases. These need to contain information on credit users and
their training programmes, ATOs and employers, payments to ATOs against delivery of
elements of the training programmes and designated outcomes from the schemes.

The evaluation found that constructing and utilising MI systems had proved to be
a difficult task in all three areas, each of which was using a different system. It is
evident from this year’s evaluation that the problems noted in the previous year’sreports
had been carried forward to the second year.

The team gained first-hand experience of the difficulties by trying to secure accurate and
up-to-date lists of credit users and employers participating in the schemes as well as those
not involved. The information from different participants in TCs was not always
available in computerised form and was not always reliable or up to date. Moreover, the
information on different participant and non-participant groups could not always be
related together (eg. linking credit users with employers and participating employers
with non-participant companies). The problems seem to have arisen because the
databases and MI systems were sometimes managed by differentagencies ordepartments,
with different computer systems and access arrangements. These difficulties not only
impeded the efficient management of certain financial aspects of the schemes, but also

prevented the TEC from having valuable information for review and evaluation
purposes.

The above findings suggest that TECs which are developing new TC schemes should
give priority to MI and database development and seek to address the following issues:
which and how many databases are required? What should they contain? How can they
be inter-related? Who manages them? What access is required by whom, at what time(s)
and for what purposes?

The second financial issue of concern for both the TECs and their training
providers was the payment system for reimbursing ATOs, and in turn TECs, for
the training provided. The TECs were all subject to an Qutput Related Fundin g (ORF)
system, operated by the ED with respect to claims against the TC budgets. They all
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implemented a similar system with their own providers, which gave staged payments to
providers depending on the completion of agreed units or weeks of training by the
trainee. The ORF element was paid on the acquisition of National Vocational
Qualifications (NVQs) or other agreed accreditation by the young person. As seen
above, the payment system was activated when a credit holder enrolled with a training
provider and it was essential, therefore, that entrants were registered with the TEC and
then placed on its TC database as soon as possible. Delays ateach stage of this procedure
were found to have not only led to inaccuracies in the participation information available
on TCs, but had also slowed down the whole payment procedures.

The TECs and their ATOs continued to experience difficulties with the ORF
system. In the first year, the ORF had comprised only about 10 per cent of TECs’ TC
budgets from the Employment Department but, in the second year, the proportion had
been increased to about 25 per cent. Time-lags in payments, both to training providers
from the TEC and to TECs from the ED proved to be a significant difficulty - a problem
also experienced in YT and other programmes which operate an ORF system. The
difficulty was more acute in the TEC which had initially operated a 100 per cent ORF
system with its providers and had to pay the ORF element to providers when trainees
gained their qualifications, which could be before or after the end of the trainin g period.
The TEC has since abandoned its ORF system and providers are now paid 75 per cent
of costs on a four-weekly basis, with 25 per cent on achievement by the trainee of the
target NVQ. This change was much welcomed by providers.

Payment by results in arrears, according to the providers contacted across the three areas,
had led some to having cash-flow problems and not being able to pay staff on time,
although other factors may have contributed to this difficulty. In two TECs, however,
ATOs expressed considerable satisfaction with the smoothness and reliability of the
payment system, and it was clear thatensuring that this element of the TC model operated
effectively could engender goodwill between providers and the TEC which had positive
spin-offs in other areas.

Non-achievement of qualifications was a significant concern to ATOs (particularly FE
colleges) since it meant that, despite offering a full programme of training, if young
people did not achieve the designated level or left the scheme before completion, a
portion of income was denied to them.

It was alleged by TEC and Careers Service personnel and certain ATOs that one
unfortunate outcome of local ORF systems was that non-FE providers were becoming
more selective in their credit users; only choosing those capable of readily achieving the
required NVQ/VQ levels. Some providers (from both the FE and private sector)
maintained that the system was unfair since some of the less able youn g people, whowere
not endorsed, were unable to achieve NVQ Level 2 (or equivalent), or would take a lon g
time to do this. In colleges within one area, according to college and TEC staff, between
a third and a half of the TC users completed their courses without NVQs or other
designated qualifications. The TEC responded to the problem by introducing a bonus
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forany college which had 65 per centor more of its trainees achieving their NVQs. ATOs
in all areas suggested that it would be better if ORF payments were triggered by
successful completion of units of work which contribute to vocational qualifications, not
simply by acquisition of the final certificate.

According to college representatives in all three TEC areas, there had been a substantial
loss of revenue by the FE sector because of the severity of the recession and the increased
tendency for young people to stay on in education to gain qualifications. This had led
to fewer than expected numbers of TC holders coming forward for training. Colleges
in the pilot areas, it may be recalled, have received less of the Revenue Support Grant
paid to LEAs, since part of this has been re-routed through the TEC in order to pay for
training supplied to TC-users.

There were variable views on the adequacy of TC supplements for STN students.
The additional payments for STN young people in one TEC were not felt to be sufficient
for the extra amount of work involved, both in terms of administration and training. This
had resulted in some non-FE providers refusing to take those with endorsements to their
TC. In another TEC, however, there was apparently competition for STN trainees since
it was felt that the funding was adequately matched to the amount of training needed. The
proportion of young people who had a TC endorsement because of special needs in 1992

was in fact rather small; in one area it was less than 15 per cent and in another it was 18
per cent.

The findings on the financial management of the TC pilots are indicative of systems
that are still in the process of settling down and finding the most efficient ways of
responding to local and national requirements. It is also the case that financial
management has been made more difficult by the current recession and by changing
regulations. Itis clear, however, that effective data collection and its management is an
important key to the successful operation of complex TC schemes.

Aneffective data-collection system would be one which has the following characteristics:
¢ It can inter-relate information from employers, ATOs and TC-users.

) Itcan collate information fromdifferent sources, (e. ¢. TEC, Careers Service,

ATOs) by the use of compatible data-collection categories, methods and

time periods.

+ It is as straight forward and cost- and time-efficient as possible to manage,
up-date and access.

¢ It can hold reliable and up-to-date information and has a good checking
system built in to its procedures.

+ It can meet both local and national mangement information needs.

12



2.6 Marketing

Inthe early days of a major new initiative, effective marketingis a necessary priority and
all TECs already have substantial marketing departments upon which to draw. The main
audiences at which marketing strategies were aimed were Years 11-13 students in
schools and colleges, employers and, to a lesser extent, teachers, parents and training
providers. Each audience requires a different approach and there was much discussion
amongst the partners, according to the interviews conducted, about the efficacy of TEC
marketing strategies during both the firstand second years of the pilot. In twoof the areas
there had been renewed efforts in the second year and, in response to feedback, new
materials had been produced for students. In the third TEC, school staff in particular felt
that there had been a fall-off in marketing activity, with the result that they were often
unclear about the nature and benefits of TCs. There were calls here and elsewhere for:

¢ Briefing documents for teachers, which explained the philosophy behind
Training Credits, as well as the procedures, included and case studies of
young people’s experiences.

¢ More written materials to be produced for students with Special Educational
Needs (SEN), with low literacy levels, which set out the aims and procedures
of TCs in clear, straightforward language.

TECs, because of their key roles with employers, spend a great deal of effort in
awareness-raising activities with companies regarding their training programmes and
otherofferings. In the second year of TCs, there were further attempts often usin garange
of face-to-face and media contacts, to raise employers’ awareness of the pilots and
involve more companies in the schemes. As described in Chapter 6, however:

¢ Most employers who were involved with TCs did not have high levels of
understanding of how the schemes actually operated.

¢ Understanding was lower amongst those employers who were not acting as
ATOs and providing training for their young employees or work placement
trainees.

¢ Awareness of TCs, not unexpectedly, remained most patchy amongst the
non-participant group of companies and it is clear that continued efforts will
need to be made here.

A significantdifficulty in reaching non-participant employers was being able to identify
them accurately on TEC employer databases, and it is evident that this problem will need
to be sorted out before the TC schemes can fully coverali eligible companies. Therewas
a widespread feeling amongst both the ATQ and employer partners within TCs,
that there should be greater attempts to provide feedback information to them on
the progress of the schemes. Without systematic dissemination of outcomes to
partners, it is likely that some will continue to be unsure how far their work has
contributed to the success of the overall scheme.
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2.7  Monitoring, Evaluation and Quality Assurance

In addition to participating in the first year evaluations of their schemes, set up and
sponsored by the Employment Department, all the TECs had commissioned, and been
involved in, local evaluation and development projects targeted upon areas of particular
concern. They had, therefore, been the subject of considerable external scrutiny and it
was clear that, during 1992, they were focussing management attention on areas
highlighted for further development by the first year studies. One of these was the TECs’
own quality assurance procedures which, in most cases, had not been given a high
priority during the early months of the schemes. In 1992 the three TECs established
further local monitoring and quality assurance systems and, at the same time, became
more adept at using the levers which are built into Training Credit models (ie. the
designation of ATOs, the requirements of action and training plans and the ‘payment by
results’ procedures) to ensure the quality of scheme outcomes.

One TEC, which had particular problems with its databases and employer information
had both internal staff and sub-contracters working on the MI systems. Tt was yet to have
a universal quality assurance system, although it was at the planning stage for this. The
remaining two TECs had given more direct attention to quality management. The
approach in one area was to extend its already comprehensive quality assurance
procedures to the TC scheme and to involve all its providers in a process of self-auditing
and overall monitoring. Whilst some did not welcome the additional paperwork and, in
certain cases, an additional layer of quality monitoring on top of their own, there was a
good deal of praise for the system and a feeling that it was helping to raise standards in
training provision. Several noted that a key strategy for success was the training and

ongoing support given in quality assurance procedures by the TEC, particularly for those
without in-house systems.

The third TEC had tightened up its monitoring procedures in the second year and
established a Quality Management Team and an annual Quality Audit. This was partly

concerned with ensuring that all its ATOs operated an appropriate quality management |

system and that the contractual training plans and programmes were being operated to
specification by the ATOs. Again, the TEC’s emphasis on quality assurance was
welcomed by a number of providers, although several emphasised that the increased
commitment to quality was not solely due to TCs; NVQs and the providers’ own
monitoring structures were also key factors,

2.8 Managing the Training Credit Partnership

Training Credits involve the contribution and goodwill of a range of partners - TEC
personnel, the Careers Service, the LEA, schools, training providers, including local FE
colleges, and employers. As will be seen in subsequent chapters, each has a unique role
to play and differing perspectives to offer on the operation and importance to them of

14



TCs, which are impinging on their worlds to varying degrees. A key challenge for those
managing the pilots, therefore, is to establish and maintain the partnership in order to
support the project and to keep it operating as effectively and smoothly as possible. It
is clear from both the 1991 and 1992 evidence that the management of the TC
partnership has proved to be a particular challenge, although the netion of
partnership - shared goals and individual responsibilities within a coordinated
framework - is gradually emerging,

All the TECs had established quite complicated committee structures in order to
coordinate, oversee and manage the pilots. There was relatively little evidence to suggest
that there had been much rationalisation of these since the first year of the pilots. Two
of the three pilots had overall steering groups, with senior representation from the
partners, including the TEC. Meeting more frequently, there was usually a group which
dealt with day-to-day policy and operational matters and included senior staff who
directly managed different facets of the scheme. In addition, there was a number of
working and liaison groups; important ones covered special needs, marketing, and
evaluation, and others provided liaison and networking opportunities between the TEC
and its training providers and employers.

It was evident during the first year of the schemes that relationships with training
providers had not always been well managed. During the second year, more regular
meetings with ATOs were proving to be a vital link in the TC partnership and
helping to sort out the wide range of administrative concerns which had arisen.
Some ATOs felt, however, that there should be further attempts to brin g them into the
Training Credit partnership and to explain TC policies and procedures. One outstanding
challenge for TC managers is effective liaison with the many small employers who could
participate in the scheme. Although this was highon the agenda for action, it was proving
difficult and time-consuming to succeed in a time of recession.

While there was often good formal and informal contact between TEC managers and
officers within the LEA, there were further attempts to strengthen these links in 1992,
In all three case-study areas, there seemed, however, to be insufficient liaison
channels between the TEC and school staff below headteacher level, As Chapter 3
will describe, school staff ofien felt themselves outside the partnership and ill-informed
about the progress of those ex-students who were credit users. Another relationship
which needed strengthening was that between school staff and ATOs, particularly those
outside the FE sector. This especially related to the development of cooperation in
developing the action and training plans so as to ensure effective continuity and
progression of young people’s learning experiences and personal development. As will
be seen later in this report, these two key aspects of TC-enhanced provision were
generally conducted as isolated processes. It was noteworthy that where such liaison had

developed it was felt to be beneficial by both the schools and the ATOs and was leadin g
to cooperation in other areas.
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2.9 Evaluative Overview

The review of management strategies and developments over the last year in the
three areas has indicated that TECs and their partners are continuing their
attempts to makethe pilot schemes work effectively, in often difficult circumstances.
The schemes still have the feel of new programmes which have yet to be fully accepted
and embedded in existing cultures and practices. The findings suggest that, while the
schemes are all fully operational, they are still being refined, particularly with regard to
their MI, financial management and administrative systems. The framework of TC
regulations has produced three approaches which have many similarities, although the
operational practices and ethos of each are different. All the TECs were still facing the
challenge of building an effective partnership between disparate partners, and itis clear
that further attention will need to be given to marketing the benefits of the schemes to
these different players and improving the flow of information within the local areas.

The main findings with regard to the management of the Training Credit schemes are
highlighted below:

¢+ Management Structures

The three TECs represent a gradation in management approaches to TCs
from the ‘special unit’ strategy, to the ‘largely contained within one
department’ system, to the ‘responsibility of all” approach. TECs coming
into Training Credits will need to consider the best ways of matching the
needs of TC provision to their own management structures and styles,
providing a clear delineation of duties, whilst also enabling the developing
TC schemes to become integrated into TEC processes and encouraging
an effective partnership amongst the various stakeholders (Section 2.2).

Eligibility Criteria
The TECs had become more flexible in their entry criteria for TCs over
the last year with regard to age and residency requirements. In part, this

has been a response to lower than expected demand for places amongst
the guarantee group. (Section 2.3),

The Training Credit

The main reasons for having a Training Credit card, or equivalent, related
to marketing, providing information and giving young people something
tangible to show that they were TC-users. (Section 2.3).

Administration

The three TECs had all sought to simplify and clarify their administrative
procedures after one year in operation, often in response to ATO
demands. Effective administrative and financial management of TCs is
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heavily dependenton effective computerised MI and operational systems
and databases. All three TECs were still trying to develop these in the
second yearof the schemes and it is clear that their design and construction
needs to be a top priority for TECs at the start of the schemes. Reliable
and up-to-date information on employers and on young people who were
TC-users or non-users was often lacking. (Sections 2.4 and 2.5).

Financial Management

All three TECs and their ATOs had experienced difficulties in operating
the ORF systems, despite modifications made since year one of the
schemes. (Section 2.5).

There was a substantial amount of non-completion of TC training
programmes and non-achievement of qualifications so that providers
were not able 1o activate the ORF payments. Part of the problem seems
to lie in the numbers of TC-users who are not endorsed but, for various
reasons, cannot readily achieve designated qualifications. This area
warrants further investigation. (Section 2.5).

According to FE representatives in all three TEC areas colleges were
experiencing a loss of revenue because of fewer than expected numbers
of TC-users and transfer of part of the RSG from the educational sector
to TECs to fund TC provision. (Section 2.5).

Marketing Strategies

There was variability in the success of TEC marketing strategies to date.
School staff called for more briefing and feedback information for
themselves and clear, straightforward information for less able students
and those with SEN. Training providers and employers called for more
feedback information on the progress of TC schemes and their
contributions. (Section 2.6).

Basic awareness about TCs was low amongst non-participant employers,
particularly small companies and these will need sustained and carefully
targeted marketing efforts. (Sections 2.6 and 2.8).

Quality Assurance

The TECs were paying more attention to quality assurance in the second
year, particularly with regard to the contributions made by the ATOs,
where quality consciousness was said to be rising. (Section 2.7)

Managing the Training Credit Partnership

Itis clear that the management of the TC partnership has proved to be an
ongoing challenge for the three TECs and, although considerable progress
has been made since Year One, there is still some way to go before this
can be achieved. (Section 2.8).




3. THE SCHOOLS

This chapter examines the participation of schools in the TC pilots and assesses the
effects of their involvement on students and teachers. Particular areas of enquiry are
studentand staff awareness and understanding of TCs, the perceived usefulness of action
planning, the impact of the pilots on careers guidance and provision for disadvantaged
students. Chapter 3 draws heavily on the data collected from visits to schools, especially
interviews with teaching staff, and the findings yielded by both the student questionnaire
surveys. Where appropriate, the views of TEC staff, careers officers, employers, trainin g
providers and TC-users are also represented.

3.1 Schools’ Involvement in the Training Credits Pilot

According to the perceptions of the teachers interviewed, schools’ involvement in
the development of the TC models had been minimal. The views expressed suggested
that schools had not been comprehensively consulted about what form the TC models
should take. Some headteachers and careers coordinators had attended meetings
organised by the TEC to inform the school sector about the forthcoming TC initiative.
In contrast to the initial role of schools, data collected from senior LEA and Careers
Service staff revealed that they felt the TEC had consulted them adequately when
drawing up the TC model. The evaluation found that, in general, schools played a less
influential role than LEAs and Careers Services in the development of pilots.

The case studies ascertained that teachers perceived that schools were not, as yet,
involved in a partnership with the TEC, and felt that liaison could be improved. Indeed,
in one area some schools appeared to have no direct contact with TEC staff, In two areas,
however, the TECs had appointed school liaison officers to facilitate the development
of links. 1tis too early to determine what impact these appointments have had. None of
the schools in any of the areas had designated posts of responsibility such as a Training
Credits Coordinator. Instead, schools’ careers coordinators played a pivotal role by:

+ Liaising with the Careers Service on student briefings, action plans and
individual career interviews.

¢+ Implementing enhanced careers provision, including, in some instances,
coordinating a team of personal development tutors or counsellors.

¢ Briefing colleagues and students about TCs.

Liaison with TECs was usually carried out by schools’ senior managers such as heads
or their deputies. The nature of the communication tended to focus on TC-related
administration or finance. It is worth noting that, in two areas, some teachers made the
point that liaison could be strengthened by the TEC or Careers Service providing them
with information on the progression of their students who left school and used TCs. They
thought that this information could be used in schools as case studies of TC experiences
to raise students’ awareness of their options.
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Although schools’ participation in shaping the structure of the pilots was limited and
teachers perceived that a partnership with the TEC had not yet developed, schools’
involvement in the TCs process was vital. As discussed later in this chapter and
elsewhere in this report, schools played a potentially key role, not only in raising young
people’s awareness of TCs, but also in providing enhanced careers information,
guidance and education to prepare students for post-16 destinations. Therefore, the
contribution of schools in the pilots was largely focused on supporting the realisation of
the two key concepts within TCs of empowerment and entitlement.

Asfarasempowerment was concerned, this involved helping students to take responsibility
for, and control of, their own decision-making and career development, Schools were
also seen by TECs and the Careers Service as helping the pilots to fulfil young people’s
entitlement to receiving information and guidance on training, employment and further
educational opportunities,

In the remainder of this chapter, data and analysis are presented on the main outcomes
of schools’ activities in the pilots.

3.2. Staff Awareness, Knowledge and Understanding of
Training Credits o

A Kkey finding common to all of the case studies was that awareness, knowledge and
understanding of TCs varied considerably amongst school staff. Awareness of TCs
tended to be concentrated in a small group within each school. In most cases, it appeared
that information and knowledge were disseminated to staff on a targeted ‘need to know’
basis. School careers coordinators usually took responsibility for this and informed Year
11 and sometimes Years 12/13 tutors. Senior management was also informed on a
selective basis. Additional briefings were provided by careers officers and visiting TEC
personnel and, in one area, through documentation especially designed to inform
teachers.

When interviewed, teachers generally expressed the view that knowledge of TCs
amongst colleagues was unlikely to be detailed. For example, interviewees in one area
doubted whether staff outside the managing group and key participating tutors would
have more than a superficial knowledge of TCs. They added that whilst teachers were
generally aware that the school was receiving additional resources (for developing
careers -guidance and providing action planning), their actual understanding of the
purpose and mechanics of TCs was fairly limited. In addition, this case study found that
in the two special schools visited, knowledge of TCs was the exclusive province of senior
management and the teachers of the leaving class, on the grounds that TCs were not the
direct concern of teachers of younger students.

It was clear from another case study that schools within the same LEA varied in how they

informed staff about the pilot. Here, for example, whilst one of the schools had
distributed TC information packs to all of its staff, two of the other schools, which had
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highrates of staying on into the sixth form, revealed that staff had little interestin the pilot
and, not surprisingly, their level of understanding was very low. Another reason
suggested by interviewees to explain the general lack of understanding of T'Cs was the
pressure of work due to the implementation of the National Curriculum.

The evaluation found little evidence that the TECs’ marketing of TCs to teachers
had improved in the second year of the pilot. Indeed, in one case-study area, it was
widely believed that the level of staff awareness of TCs had diminished since the first
year when most schools had organised a briefing event of one kind or another for the
whole staff, in some cases involving TEC officers. Other reasons given for the reduced
awareness of TCs in this particular area were as follows;

¢ Lack of interest by teachers.

¢ Perceptions of TCs as peripheral to so many other initiatives and pressures
which directly impinged on the daily routine of teachers.

¢+ Staffing policies associated with Personal and Social Education (PSE)
programmes and year tutor systems.

All the evidence collected from field visits to schools raised key questions which are
outlined below:

¢ Do all secondary school teachers in each pilot area need to be informed about
TCs?

* To what extent would increased teacher awareness, knowledge and
understanding of TCs add to the success of pilots?

¢ Is there a case for TECs augmenting their TC marketing strategies by making
more vigorous attempts to inform teachers about TCs?

Unfortunately, the evaluation did not gather unanimous responses to these questions.
Rather, there were mixed messages, in that school staff in two of the case studies were
reasonably content with the status quo, not least because National Curriculum-related
work was a constraint, whilst interviewees in the other area considered that there was a
need for teachers to be more aware of TCs. In their view, this would help to inform
students more adequately about this particular post-16 option and would enable teachers
to incorporate TCs, and their principles and procedures, within schools’ guidance and
personal development programmes. There is a strong argument for ensuring that all
teachers have at least a basic awareness of TCs, and their related entitlements for young
people, on the grounds that credits are an important post-16 route to skills training,
nationally-recognised qualifications and experience of work. Teachers’ general basic
awareness should, of course, be supplemented by strategic staff, such as careers co-
ordinators and Year 11 and 12 tutors, having a deeper working knowledge of the pilot
so that students can be fully informed about getting and using TCs.

Whilst there was evidence that some headteachers and their staff were resistant to any

increased marketing of TCs because they were committed to maintainin g or expanding
the size of their sixth forms for educational and, possibly, financial reasons, it would
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appear to be in the interests of raising awareness of post-16 options in general for TECs
toreview their strategies for informing teachers about TCs. It would seem that renewed

marketing strategies might benefit from using a combination of approaches including the
following:

¢ TC information and advice stands at careers conventions.

+ Teacher-specific briefing and updating materials explaining the purpose and
processes of TCs. '

¢ Increased liaison between TEC personnel (such as schools liaison officers
and education managers) and schools in order to explain TC developments
and any modifications to the pilot.

+ Systematic feedback to schools on the progress of young people using TCs,
so that teachers can understand the benefits of taking them up.

The feedback issue is crucial because, when interviewed, most teachers did not feel
informed enough to comment on the effectiveness of TCs and their outcomes for
young people, although they did acknowledge the constraints of the recession on the
initiative. None of the schools, for example, appeared to have received the main findings
of the early evaluation studies. Without adequate feedback, itis unlikely that schools can
play afull role in any pilot. For example, feedback would help schools to modify careers
education and guidance and action planning provision in the light of experience.

3.3 Teachers’ Reactions to Training Credits

Teachers largely welcomed the additional careers resources which the TEC had
invested in their schools as a result of the pilot. Their resources were used to improve
schools’ careers information, education and guidance facilities by paying for new
documentation, computerised careers systems such as Microdoors, more careers officer
time or supply cover to free staff to be involved in additional careers guidance activities.

Many staff observed that the current economic climate was not conducive to the
development and success of such an initiative because it reduced opportunities for young
people to use TCs as intended. Conversely, they drew attention to the growing trend of
students staying on in full-time education beyond 16 and pointed out that potential users
of TCs formed a small minority of the 1992 Year 11 cohort. Interestingly, in one of the
case studies, staff noted that the role of local employers was seen as being crucial to the
perception of TCs held by students. The take-up of TCs was perceived by staff to be
employer-driven in that school leavers responded to local companies’ involvement in,
and attitude towards, TCs.

Whilst most of the teachers interviewed subscribed to the concepts of empowerment
and entitlement as important educational principles, they acknowledged the
difficulties of translating them into reality. The reasons given in support of these
observations were largely contextual, cultural or connected with young people’s
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maturity and ability. First, teachers made the point that students often had fewer options
to use TCs, either because of the recession or because of limited rural opportunities.
Second, some staff alluded to the pervasive effects of a cultural socialisation that does
notencourage young people to develop self-reliance and independence. The vulnerability
of those deeply socialised into a culture of dependency was clearly articulated by one of
the teachers interviewed, as the following quotation indicates:

Our youngsters are very amenable. They are not the strongest in terms of
expressing an opinion and following it through. That's the kind of thing we work
on with them .. but unlike certain areas of the county where they have the kind of
background where that's part of the cultural scene, here, you would call our

youngsters biddable youngsters. They tend to just accept what's put in front of
them a lot of the time ......

Such young people, whether they live in rural areas or inner cities, are unlikely to take
the initiative and use a TC actively to obtain the type of training they want.

Third, maturation was another key factor which some teachers mentioned as a difficulty
in making empowerment and entitlement a reality. For example, some young people
aged 16 were said to lack the maturity that exercising choice to become a discriminating
purchaser of training required. The point was also made that many youngsters
experienced difficulties in searching for and evaluating information as part of a
conscious integral process of making career decisions. As a result, they often felt
insecure about entering the world of work and training. Interestingly, the survey
responses from young people themselves did not wholly support this view. For example,
as Appendix Tables A5, A15 and A56 indicate, over 70 per cent of Year 11 and Years
12/13 students and TC-users considered that they had a great deal or quite a lot of
knowledge about how to find information about courses, training and jobs.

Limited ability was the fourth reason advanced for some young people having difficulty
in exploiting the empowerment which TCs offered them. Teachers noted that potential
TC-users were often the less able students who had difficulty understanding the TC
system. This view was expressed by one teacher who said that these students found
difficulty in grasping the TC concept: ‘They did not understand how they would “spend”
the voucher - not even how they would raise the subject at interview.’

The findings suggest that whilst school staff were largely in agreement with the
empowerment and entitlement aims of the pilots, they had reservations about TCs
achieving these aims in practice. These issues will be discussed further in Chapter 4,
which examines the role of the Careers Service in the pilots, and in Chapter 7, which
focusses on young people as users of TCs.
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3.4 Briefing Students about Training Credits

The evaluation found that students were informed about TCs in a variety of ways.
Furthermore, it ascertained that the Careers Service was the main source of information
- one to one interviews with careers officers were widely seen as the principal forum for

explaining TCs - and that schools varied in the extent to which they actively involved
themselves in the briefing of students.

The range of strategies used for briefing students included the following:

4 Careers Service presentations either to all Year 11 students or to targeted
groups.

¢ Careers interviews with careers officers or careers teachers.

¢ Targeted guidance and counselling sessions with small groups of prospective
TC-users .

¢ Careers and Personal and Social Education lessons.

¢ Year 12 induction sessions.

¢ Year 11 group meetings.

¢ Work experience debriefing sessions.

¢ Displays of TC materials.

¢ Special careers exhibitions focused on training options.
¢ TC video shows.

¢ School - organised presentations by training providers.

Itis worth noting thatteachers claimed they supported the use of these strategies, not with
the purpose of actively ‘promoting’ TCs, but with the aim of raising students’ awareness
of this post-16 option as a possible option for some students.

A key question in briefing students about TCs was whether to include whole-year
groups or Lo target those students most likely to take up this option. The evaluation
found that schools varied in the approaches adopted to this operational issue. It emerged
that more ‘academic’ schools tended to be selective in the students they briefed because
staff did not consider TCs relevant to the majority of their students, most of whom were
goingto stay onin full-time education beyond 16. Inone of the case studies, the selective
approach led in some instances to a significant proportion of entrants to the TC pilot
starting training without the benefit of a detailed briefing because they were not chosen
as likely TC-users. The same case study also discovered that schools which used an
alternative ‘blanket coverage’ approach avoided many of these particular problems but
often at the cost of alienating a substantial section of the student population. Two
possible solutions were demonstrated by some of the schools visited:
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¢ A broad outline of TCs was given to all Year 11 students with detailed
briefings being made available for those who were interested:

+ Differentiated presentations on training and TCs were given to three main
groups (those likely to go into the sixth form, FE or use TCs).

The evaluation found that the Spring term of Year 11 - the key decision-making time for
many students - was the period when schools were most involved in the process of TC

briefings. A few schools carried out the briefings in Year 10 or in the Autumn term of
Year 11.

The materials for marketing TCs to students were mainly documents designed by the
Careers Service and, in two of the areas studied, included TC videos. Careers booklets
which set out the options, including TCs, available to young people at age 16 and over
were considered in two areas to be reasonably clear and cheerful publications. In the
third area, general documentation on post-16 choices did not contain a readily accessible
guide to TCs. It was felt that there was still a need to produce an up-to-date concise and
readable leaflet on TCs. In some areas, schools had also produced their own leaflets
which described in more detail how the particular credit scheme worked. Furthermore,
schools in one area supplemented the TC video with quiz sheets which were aimed at
assessing young people’s knowledge and understanding of TCs.

The interviews with teachers revealed some useful messages about marketing TCs to
students:

+ The materials need to be written in clear, simple language. Piloting draft
versions with groups of students may help to make sure materials are written
and pitched at the right level.

+ TC materials need to be updated when changes are made to the pilot.

+ At a time of financial restraint, some teachers felt that the materials should
be less glossy and costly and could do more to explain the benefits of TCs
to young people.

+ Materials need to reach schools on time so that effective use can be made of
them. '

Interestingly, in one area, the images conveyed by the term ‘training’ to students were
rathernegative - *.... something youdo if youcan't getajob’ , as one teacher putit. Giving
greater emphasis to phrases such as ‘lifelong learning’ and ‘getting skills for the future’
is worth considering in the marketing of TCs. Whilstin one of the three case-study areas,
teachers felt that the TC marketing materials for students had improved in the second
year of the pilot, school staff in all areas were of the opinion that the marketing to parents
was neither vigorous nor effective. Most schools relied on parents seeing materials sent
home with students or viewing TC displays at parents’ evenings. A few schools sent
letters to parents informing them about TCs. It should be noted that, in one area where
special parents’ evenings dedicated to TCs had been arranged, attendances were very
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low. There is obviously a need for TECs, in collaboration with schools, to review how
best to market training in general, and TCs in particular, to parents.

3.5 Student Awareness and Understanding of Training Credits

Two important sources of data were the questionnaire responses provided by 766 Year
11 students and 162 Year 12 and 13 students. Both samples covered the ability range and
had alargely (89 per cent) white ethnic profile which was representative of the three TEC
areas. As Appendix Table Al indicates, a majority (85 per cent) of the Year 11 sample,
which was divided evenly between males and females, were studying for eight or more
GCSEs. The Years 12/13 sample, which was selected to include some young people who
were likely to leave full-time education at 17, and who might decide to take up TCs, had
the following key characteristics: 51 per cent of respendents were female and 49 percent
male, over three quarters (78 per cent) had at least one GCSE at grades A-C and students
were studying for a mixture of academic and vocational qualifications. As Appendix
Table Al4 indicates, just over half (56 per cent) of the respondents were studying for
A-levels, one-third were taking GCSEs, a quarter were studying for the CPVE, and
nearly one-third (31 per cent) were working towards other vocational qualifications,
such as RSA or City and Guilds.

The NFER postal survey of Year 11 and Years 12/13 students provided useful data on
their awareness and understanding of TCs. Table 1 shows the number and proportion
of the Year 11 sample who had heard about the TC pilot running in their area:

Table 1:  Year 11 Students: Whether they had heard of Training Credit pilot

Response Number K
Yes 331 44
No 343 45
Not sure 85 11
Total 759 100

A single - response question
Missing data =7

The table indicates that just under half of the respondents had heard about the TC
pilot operating in their area, whilst the majority claimed that they had not heard
or were not sure if they had heard about TCs. Given that the questionnaire was
administered in the Autumn term (in 1992), before the main TC briefings took place in
the Spring term, the findings suggest there was a reasonable level of awareness of TC
pilots amongst those surveyed. However, there still remained a need for TECs, the
Careers Service and schools to continue raising students’ awareness of TCs. Interestingly,
of those who had heard about TCs, nearly three-quarters (72 per cent) said that teachers
or careers officers had talked to them about TCs at school.
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Data analysis revealed that there was a significant relationship between awareness of
TCs and gender. Whereas 47 per cent of the male Year 11 students surveyed had heard
of TCs, the corresponding figure for females was 37 per cent. This may be partly
explained by two other findings which suggest that more males may have been included
or interested in TC briefing sessions: a larger proportion of female respondents (88 per
cent) than male respondents (77 per cent) were taking between eight and ten GCSEs in
1993; and a larger proportion of female respondents (87 per cent) than male respondents
(71 per cent) were planning to take a full-time course at school or college after Year 11
(further details on Year 11 students’ post-16 plans are provided in Appendix Table A9).
Overall, the data suggests that females have higher academic aims, are more likely to

wish to remain in full-time education and, therefore, are less likely to be interested in
TCs.

There was also a significant relationship between whether Year 11 students had
heard of TCs and their case-study area location. Students’ basic awareness of TCs
varied from 58 per cent of respondents in one area, to 40 per cent in the second and only
29 per centin the third. This pattern of responses may be partly explained by the fact that
the area with the highest level of awareness of TCs amongst Year 11 students appeared
to have the most vigorous marketing strategy which included a video with accompanying
quiz sheets and school-produced leaflets on how the local pilot worked. Furthermore,
it was found that in the area with the lowest awareness of TCs amongst Year 11 students,
the TECand Careers Service tended to promote TCs by continuing to use the nomenclature
of “Youth Training’. This had a reasonable level of credibility amongst young people
but meant that their appreciation of TCs as a new and distinctive ladder of opportunity
was fairly limited. Anotherexplanation was that whereas only 31 per cent of respondents
in this area who had heard of TCs claimed to have seen written information on them, the
proportions of respondents in the other two areas were higher (53 per cent and 51 per
cent). Overall, nearly half (47 per cent) of the sample who said that they had heard of
TCs had also seen written information about them. Other factors which need to be taken

into account in interpreting data on young people’s awareness of TCs are academic
achievement and post-16 plans.

The survey revealed that there was a greater level of awareness of TCs amongst the

Years 12/13 sample when compared with the Year 11 students. Table 2 provides the
Years 12/13 findings:

Table 2: Years 12/13 Students: Whether they had heard of Training Credit pilot

Response Number %
Yes 88 54
No 61 38
Not sure 13 8
Total 162 100

A single - responise question
No missing data
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The greater awareness of TCs amongst the Years 12/13 sample was probably largely
explained by their exposure to briefings in Year 11 and, to a lesser degree, in Years 12
and 13,

The survey found that pre-sixth form/college TC briefings were the main source of
information for those who had heard of TCs:

¢ A majority (85 per cent) said that teachers or careers officers had talked to
them about TCs whilst at school in Year 11, but less than one-fifth (18 per
cent) said they had talks on TCs whilst in the sixth form or at college.

¢ A majority (75 per cent) said that they had been shown written information
about TCs whilst at school in Year 11 and a small minority (7 per cent) said
that they had seen similar information whilst in the sixth form or at college.

No significant relationships were found between Years 12/13 students’ awareness of
TCs and area. However, it emerged that the same TEC area had the lowest level of TC
awareness amongst both Year 11 and Years 12/13 students.

Table 3 presents the perceptions of Year 11 students who had heard about TCs on the
usefulness of talks and/or information in explaining what they are and how to use them:

Tabie 3: Year 11 Students: Views on clarity of explanations provided by talks and or
information on Training Crediis

YES NO
Statement Number % Number %
Explain clearty what they are 209 68 100 32
Explain clearly how to use them 159 52 i48 48

Two single-response questions.

312 students responded to at least one part of the question and 454 did not respond to either part.

The table shows that a majority of the respondents to these particular questions gave a
positive response in both cases. However, more felt that the talks and/or information
received explained what TCs were rather than gave clear explanations of how to use
them. A similar pattern of responses was given by Year 12 and 13 students. These
findings are worthy of consideration by those personnel responsible for marketing TCs
to students and raising their awareness of this post-16 option.

The evaluation revealed that just over one-third (37 per cent) of Year 11 students who
were aware of TCs, had heard about them from somebody or somewhere outside school.
Table 4 shows the main external sources of information, It indicates that, people close
to the respondents, such as friends, parents and relatives, appear to be the main sources
of information on TCs outside school. Friends were the main external source of
information on TCs for the Years 12/13 sample. These findings suggest that any
marketing strategy needs (a) to make sure that the right messages are conveyed to
students who may pass on this information informally to other students, and (b) to
include parents and guardians so that they give their children accurate information on
TCs.
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Tabie 4: Year 11 Students: External sources of information on Training Credits

Source Number %
Friends 69 45
Parents/relatives 64 42
TV, radio, newspapers 38 25
FE College or training organisations 30 20
Employer 14 9
Other, including TEC 19 12

A multiple - response question
Total respondents = 153
Missing data = 613

Students could give more than one response, so percentages will not sum to 100 per cent

Year 11 students who were aware of TCs were asked how much they felt they knew about
them at this stage of the school year. Table 5 presents the findings:

Table 5: Year 11 Students: Knowledge of Training Credits

Response Number %
A great deal 11 3
Quite a lot 145 36
Not very much 195 48
Hardly anything 57 14
Total 408 100

A single- response question
Missing data = 358

Due to rounding errors, percentages do not sum to 100%

Perhaps not unexpectedly at this early stage of Year 11, only 39 per cent of
respondents who had heard of TCs felt that they knew ‘a great deal’ or ‘quite a lot’
about TCs. Interestingly, the corresponding figure for the Years 12/13 sample was only
slightly larger at 43 per cent. This suggests that there was a considerable challenge still
facing Careers Services, schools and colleges, in fully informing students about TCs.

Itis worth pointing out that significant differences were found between Year 11 students’
knowledge of TCs in relation to their gender and geographical area though this was not
true for Years 12/13 students. A larger proportion of male (5 per cent) than female (1
per cent) respondents claimed to know a great deal about T'Cs, whilst a larger proportion
of females (17 per cent) than males (11 per cent) claimed to know hardly anything about
TCs. As suggested earlier, students’ post-16 plans probably largely explain these
findings. Perhaps not surprisingly, the greatest proportion of respondents (46 per cent)
who said they knew ‘a great deal’ or ‘quite a lot” about TCs was found to be in the case-
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study area with the highest awareness-rate of TCs. However, the lowest proportion of
students giving these responses (29 per cent) was not in the area with the lowest
awareness of TCs. This finding is difficult to explain, but may be connected to the fact
that this area had the smallest proportion (37 per cent compared to 45 and 46 per cent in
the other areas) of Year 11 students who had been involved in an individual interview
with a careers officer or teacher about their post-16 choices and the smallest proportion
of Year 11 students who said that they knew about local training schemes (17 per cent
said ‘quite a lot” compared to 29 and 32 per cent in the other areas). These findings
suggest the limitations of judging marketing solely by penetration rates: thereis a
need for systematic local monitoring to explore the level of understanding of the key
TC messages by students.

A more detailed assessment of Year 11 students’ knowledge about TCs was carried out
through a question which asked them to indicate whether each of six statements was true
or false. The data presented in Appendix Table A6 reveal that the majority of Year 11
students who had heard about TCs understood how they worked in several key
respects. For example, nearly three-quarters of the respondents knew that TCs did not
give them cash in hand to buy training and an even greater proportion (86 per cent) were
aware that TCs enabled them to discuss and get the training they wanted. The survey of
Years 12/13 students yielded comparable findings. However, an important message for
policy-makers and those responsible for marketing, is that a majority of respondents
(Year 11: 59 per cent and Years 12/13: 67 per cent) were not aware that TCs could
only be used for approved training.

When Year 11 students were asked whether learning about TCs had influenced their
thinking or making decisions about future plans, their responses (as presented in
Appendix Table A8) indicated that TCs had made a majority of them:

¢ Realise the importance of qualifications (78 per cent).

¢ Feel that they could have more control over training if they left school at 16
( 60 per cent).

¢ Think more seriously about training (57 per cent). A significantly higher

proportion of males (62 per cent) than females (50 per cent) gave a positive
response.

¢ Think more about which jobs or career to choose (53 per cent).

In contrast to these positive responses, a majority (71 per cent) indicated that learning
about TCs had not made them keen to leave full-time education at 16 and geta job
or training place. Whilst it should be borne in mind that TCs were never devised with
the express aim of encouraging young people to leave school at 16, these findings also
suggest that students took a realistic view of the current economic constraints on the
opportunities available for using a TC. Interestingly, a significantly higher proportion
of male respondents (33 per cent) than females (21 percent) indicated that learning about
TCs had made them keen to leave full-time education, a finding which has resonances
with their overall post-16 plans as outlined earlier in this chapter.
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With regard to the impact of TCs on older students, the survey found that learning
about TCs had influenced a majority of the Years 12/13 sample in only two ways:
making them realise the importance of qualifications (66 per cent) and making them feel
that they could have more control over the training available (61 per cent). It should be
noted that learning about TCs had influenced a large minority of the Years 12/13 sample
to think more seriously about training (43 per cent) and to think more about which job
or career they should choose (35 per cent). This may be because their current main
concerns are educational rather than being directly work related.

The evaluation found that less than one-fifth of each sample of students intended
to make use of a TC. Table 6 presents the relevant statistics.

The table shows that a minority of students who had heard of TCs intended to use them.
However, the percentage of Year 11 students intending to use a TC is, perhaps, better
than expected given the current trend of high staying-on rates,

Table 6: Year 11 and Years 12/13 Students: intentions to use a Training Credit

Year 11 Students Years12/13 Students

Response Number % Number e
Yes 76 18 17 18
No 115 28 31 33
Not sure 220 | 54 45 48
Toral 411 100 93 100

A single-response question.
Missing data = 355 (Year 11} and 69 (Years 12/13)
Due to rounding errors, percentages do not sum to 100%.

Table 6 indicates that the majority were, as yet, undecided about whether to take up this
option. These findings should be interpreted with the understanding that the process of
making post-16 decisions for many young people is a complex and lengthy process
during which they like to keep their options open for as long as possible. Further analysis
revealed that, though not statistically significant, a slightly larger proportion of males
than females intended to make use of a TC. The evaluation found that Year 11 students’
intentions to use a TC were significantly related to case-study areas. Perhaps not
unexpectedly, the lowest proportion of respondents (13 per cent) who intended to
take up this option was found in the area whose Year 11 students had the lowest
awareness of TCs and the least exposure to written information on them.

Overall, the survey results suggest that, taking into consideration the time of data
collection (Autumn term), students were reasonably aware and had a fair understanding
of TCs. There was, however, room for improvement and it is likely that, for instance,
the proportion giving positive responses about level of knowledge would have increased
inthe Spring term. The evaluation alsorevealed some interesting gender and geographical
differences in the awareness and understanding of TC pilots.
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3.6 Action Plans

Action planning, sometimes referred to as personal career planning, is an integral part
of each TC pilot in that it is usually expected that young people will have completed an
action plan before being issued with a credit. The centrality of action planning is
explained by its aim of helping to enhance young people’s careers guidance provision.
According to key personnel, the purpose of action plans was generally seen as preparing
young people for the future by getting them to identify their future education,

training and employment goals and to decide what action they need to take to achieve
these goals. Action plans are usually drawn up by the student and a careers officer. The
TEC:s support the action planning process by investment of resources in Careers Services
which has resulted in the appointment of additional staff who help to carry out action
planning. Furthermore, TECs’ enhancement of schools’ careers resourcing has enabled
them to purchase more careers officer time. One of the TECs is planning to support the

drawing up of action plans by providing schools with a cash sum of about £4 for each
completed plan.

It should be noted that the case study which found that all the schools visited were
involved in action planning activities, examined action planning in general and not only
inrelation to TCs. Teachers here tended to perceive the value of action plannin gasbeing
an additional element in the tutorial support offered by schools and, as such, one way of
providing for the empowerment and entitlement requirements of all students. This
holistic approach was considered as more beneficial than viewing action planning as
merely an adjunct of TCs. Nevertheless, many of the staff interviewed acknowledged

the impetus of the pilot inintroducing action planning and almost all thou ghtthatthis was
worthwhile.

Schools varied considerably in how they tackled action planning. Whilst most schools
used action planning in Year 11, a few started the process in Year 10 or Year 9. There
were also differences in the degree to which action plans were linked to the Record of
Achievement (RoA) process. Other variations involved the targeting of action planning.
In one of the case-study areas, school careers co-ordinators targeted certain groups of
students, such as Easter leavers or those with special needs.

The general view expressed by the staff interviewed was that the process of sitting
students down to think through career options was a valuable experience for young
people. Several judged action planning to have had a significant effect on the careers
guidance offered at school. The reported advantages of action planning included:

¢ It helps the tutor to know a student’s aims and aspirations.
¢ It helps students focus their aspirations and make them more realistic.

¢ It increases motivation and puts students more in control of their own
destiny.

¢ It puts the onus of assessing career aims, and identifying the steps needed to
achieve them, on young people.
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At the same time, most teachers felt that the advent of action planning had given tutors
a greater careers education and guidance role. A few interviewees resented the
imposition of these additional dimensions on their tutorial role.

Table 7 shows that a sizeable minority (43 per cent) of Year 11 students were not
sure if they had been involved in getting together an action plan at school. Given
that the data was collected in the Autumn term, 39 per cent s a fair proportion of the Year
11 sample to have been involved in action planning so early on in the school year.
However, the large proportion who claimed that they were ‘not sure” is worrying, though
this may be explained by confusion oruncertainty in students’ minds about the difference
between general careers education activities, action planning and the RoA process. Itis
worth noting that approximately three-quarters (74 per cent) of the Years 12/13 sample
indicated that they had drawn up an action plan during Year 11 at school and about one-
quarter (24 per cent) had drawn one up whilst in the sixth form or at college.

Table 7: Year 11 Students: Involvement in Action Planning

Response Number %o
Yes 297 39
No 138 18
Not sure 321 43
Total 756 100

A single - response question
Missing data = 10

A significant relationship was found between involvement in action planning and the
gender of Year 11 students. A larger proportion of females (46 per cent) than males (33
per cent) indicated that they had drawn up an action plan and a greater proportion of
males (49 per cent) than females (36 per cent) were not sure. These differences are not
easy to explain. There is no convincing reason why more females than males had been
included in the action planning process: could it be that Year 11 girls paid more attention
to action planning and, therefore, had better recall of their involvement?

Involvement in action planning was also positively related to the geographical
location of students. The level of Year 11 students’ participation varied from 24 per
cent in one area, to 36 per cent in the second area and to 56 per cent in the third where
the TEC was offering cash incentives to schools for the completion of each action plan.
In addition the lowest proportion of Year 11 and Years 12/13 students’ participation was
found to be in the area where the proportion of students’ awareness of TC was lowest.
There was also a significantly negative relationship between Year 11 students having
produced an action plan and their intention to use a TC: 54 per cent of those intending
to take up a TC had not produced an action plan. This finding is probably partly
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accounted for by the fact that, though males accounted for the majority (61 per cent) of
Year 11 respondents intending to take up TCs, just over two-thirds (67 per cent) of boys
either had not produced an action plan or were not sure. Another point to bear in mind
is that students were surveyed about their involvement in action planning in general and
not specifically in TC-related action plans.

Table 8 below shows that a majority of the students who had been involved in action
planning thought that it would help them to sort out what to do after Year 11. The
large proportion (39 per cent) who were not sure of whether involvement in action
planning would help them clarify future directions is probably largely explained by
general uncertainty amongst Year 11 students in the first term, about what post-16 path
to take (which is often the case) and should not necessarily be interpreted as a negative
comment on action plans. It is worth noting that a majority (65 per cent) of the Years
12/13 sample who had drawn up action plans in the sixth form orin college were finding
them useful to some degree in sorting out what to do next.

Table 8: Year 11 Students: Help provided by Action Plans

Response Number %o
Yes 162 51
No 32 10
Not sure 125 39
Total 319 100

A single - response question
Missing data = 447

Overall, the reaction to action planning from both teachers and students involved in the
process was largely positive, though there would appear to be a need to clarify its role
within the counselling and guidance and employment and training seeking processes,
and to convey this to young people. It is worth noting that the first year national
evaluation report concluded that, although the principles of action planning were
generally supported by staff and students, the form of the document and its actual use
required furtherexamination. Also,as Chapters4, 5 and 6 will indicate, there were mixed
messages about the usefulness of action plans from the other partners in the TC pilots.
Whilst careers officers generally welcomed the introduction of action plans, some of
them were aware of school leavers’ uncertainty and scepticism about using them for
interviews with employers and training providers. The evaluation found evidence to
corroborate careers officers’ impressions, in that amajority of the employers and training
providers interviewed were unable to comment on the usefulness of action plans because

they had not seen, or were not sure that they had seen, enough of these documents to make
a judgement,.
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3.7 Careers Education and Guidance

Theevaluation found evidence which suggested that the additional funding provided
by TECs as part of the pilots to enhance careers information, education and
guidance in schools, was having a positive impact. Interviews in schools revealed that
these extra resources were being used in numerous ways, including:

¢ Supplementing the staffing and provision of reference materials in careers
libraries.

¢ Purchasing computer hardware or software for careers information and
guidance systems such as Microdoors and Ecctis.

¢ Installing additional careers information access points in schools.
¢ Purchasing more careers officer time.

4 Improving staff development in careers education and guidance (e.g. teacher
placements in industry).

¢ Reducing teachers’ contact time (by purchasing cover) which enabled them
to participate more in guidance activities.

¢ Enhancing work experience by developing materials or paying travel

CXpenses.

Teachers welcomed these enhancements which they felt were helping them to make
the provision of careers information, guidance and education more responsive to
students’ needs. Itemerged that schools no longerrelied exclusively on careers lessons,

but used a range of strategies to help students make decisions about their future,
including the following:

¢ Integration within PSE programmes either as a common theme or as a
discrete careers module.

¢  Integration within other curriculum subjects.

¢ Form tutor discussions.

¢ One-to-one interviews with a teacher or careers officer.

¢ Work experience and related debriefing sessions.

4 Computer-based careers choice and profiling programmes.
¢ Use of schools’ careers libraries.

& Careers Service talks, videos and conventions.

It should be noted that such strategies were already being used before the advent of TCs
and these had not increased, for example, cross-curricular approaches to careers
education. In one of the case-study areas, however, the additional resources provided by
the TEC were viewed as going some way to protecting the provision of careers education
against the pressures of financial cut-backs in education and of competing demands for
curriculum time, especially at Key Stage 4 of the National Curriculum. (Key Stage 4
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covers school years 10 and 11 when pupils aged 15 and 16 are in their Iast two years of
compulsory education, taking their GCSEs and facing important post-16 choices about
further education, training and jobs.) Indeed, concerns were expressed that without such
grants, careers education could quickly diminish in many schools.

Most students responded positively concerning the overall careers guidance which
they had received or were receiving during Year 11 at school although, as Table 9
shows, the majority of Year 11 students had not yet had an individual interview with a
careers officer or careers teacher about post-16 choices. This finding is not surprising
given that the data were collected early in the school year.

Table 9: Year 11 Students: Whether they had individual careers interviews

Response Number | %
Yes 325 43
No 421 55
Not sure 17 2
Total 763 100

A single - response question
Missing data = 3

The level of students’ knowledge about post-16 options is one important indicator of the
effectiveness of careers education and guidance. Appendix Table AS shows that a
majority of Year 11 students felt they knew a great deal or quite a lot about the followin g:

¢ How to find information about courses, training and jobs (73 per cent).

¢ How to discuss with adults the courses, training and jobs wanted (61 per
cent).

$ How to make applications and cope with interviews (60 per cent).

These findings suggest that many Year 11 students not only felt equipped to get the
information they needed and to deal with applications and interviews, but also felt
that they knew how to engage in discussions to achieve their post-16 objectives.
Although this might appear to suggest that students could cope with the empowerment
TCs offered, this finding needs to be balanced with the responses of Years 12/13
students, presented in Appendix Table A15, which show that a minority of this group
were positive that they knew how to discuss their post-16 objectives with adults.

A minority of both year groups indicated that they knew a great deal or quite a lot about
aspects of the local training and employment scene:

¢ Local training schemes (Year 11, 28 per bent; Years 12/13, 19 per cent).
¢ Local jobs and careers (Year 11, 45 per cent; Years 12/13, 44 per cent).

¢ Which jobs offered training (Year 11, 27 per cent; Years 12/13, 26 percent).
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These gaps in students’ knowledge were contrasted with their awareness of post-16
courses and study which was higher in Years 12/13 (56 per cent said they knew ‘a great
deal’ or ‘quite a lot’) than in Year 11 (32 per cent gave these responses).

Despite the students’ incomplete knowledge of post-16 options, especially jobs and
training, the majority of them felt that schools had given them sufficient help in
preparing for the future. Table 10 shows how much help Year 11 students felt that they
had received from schools in preparing for the future:

Table 10: Year 11 Students: Help received from schools in preparing for the future

Response Number %
A great deal 59 8
Quite a lot 436 57
Not very much 213 28
Hardly anything 54 7
Total 762 - 100

A single - response question
Missing data =4

The table indicates that a majority of Year 11 students (65 per cent) considered that they
had received at least quite a lot or a great deal of assistance in preparing for the future,
A slight majority, however, (52 per cent) indicated that the school could give them
further help in making their post-16 plans and choices. The most cited requirements
were:

¢ More discussions or interviews about careers.
¢ More leaflets and booklets and more careers advice generally.

¢ More information on college courses.

By contrast, Appendix Table A 21 shows that the further help wanted by Years 12/13
students was less concentrated, with the following being the most cited requirements:

¢ More career advice generally.
+ More information on college courses.

4 More A-level information.

The findings presented above suggest that additional resources invested in careers
information, guidance and education are needed, especially to reduce some of the gaps
in students’ knowledge of certain post-16 options such as training and employment.
Whilst students were largely happy with the adequacy of careers-related help received
in school, over half wanted additional information and advice. Similar messages
emerged among young people using TCs (see Chapter 7).
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Another important perspective on careers education and guidance is that of employers.
Table 11 compares data from the telephone survey of employers on their perceptions of

its adequacy in giving young people knowledge, understanding and skills in four key
areas:

Table 11: Empioyers’ views on the adequacy of careers education and guidance

TC Participants | Non-participants
Careerseducation and guidance YES YES
gives young people: Number| % Number | %
General understanding of work 79 50 61 41
Knowledge of jobs in their sector 79 50 53 35
Understanding importance of training 87 55 88 59
Effective job seeking and interview skills | 55 35 52 35

A series of single-response questions.

159 participant employers and 150 non-participant employers responded to at least one
part of the question, and, in each sample, one employer made no response to any part.
As data are provided only on employers’ ‘yes’ answers, percentages do not sum to 100%.
More data are provided in Appendix Tables A34 and AS0.

The table shows that, overall, employers did not view the adequacy of careers
education and guidance very favourably, and that employers participating in TCs
were more positive in their responses. The latter finding may be partly explained by
the involvement of young people using TCs in the action planning and awareness-raising
processes which may have made them more aware of employment and jobs than other
school-leavers. However, if this is true, it is difficult to explain why a similar proportion
of employers outside TCs thought that careers education and guidance gave young
people an understanding of the importance of training. A particular area of concern
highlighted in Table 11, which will be of interest to schools, colleges and the Careers
Service, is that only just over one-third of both employer samples felt that young people
had effective job seeking and interview skills. From the above, it would seem that the
gap between how young people are prepared foremployment and employers’ expectations
of recruits, would appear to merit further research.

The evaluation found that, in general, training providers thought that the TC pilots
had had a negligible impact on careers education and guidance in schools. Indeed,
in one area, the 25 ATOs interviewed were ‘overwhelmingly critical’ of this aspect of
young people’s preparation for work, 20 interviewees reporting that provision was ‘less
than adequate or worse’. They felt that schools were out of touch with the realities of both
service employment and the manufacturing industries. This criticism was echoed in the
other two areas where, for example, some ATOs noted that careers guidance in schools
was not yet related to NVQs. However, in these two areas, a minority of ATO staff
interviewed did acknowledge and welcome the additional careers resourcing provided
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through the pilots, and thought that, as a result, guidance had improved. The interviews
revealed that some ATOs were aware of the current pressures in schools towards
increasing the number of students staying on into the sixth form, and, in one area, it was

considered to be undermining the impartiality of careers guidance being provided in
some schools.

This last point was also made by some of the careers officers interviewed, though they
observed that careers co-ordinators were generally more impartial than senior managers
in schools. It is worth noting that in a recent report on the effectiveness and efficiency
of full-time educational courses for 16 to 19s, the Audit Commission and OFSTED
recommended better independent careers advice as one strategy to improve completion
rates and enhance young people’s achievement of post-16 qualifications (Education,
1993). Careers officers observed that a congested curriculum and recent multiple
innovations in schools often left teachers with little time for careers education and
guidance. However, they appreciated the additional TEC funding which they felt had
usefully augmented careers libraries and, in one area, was said to have increased their

contact with students and generally helped them to become more established in schools
and colleges.

Overall, then, perceptions of careers education and guidance in schools, and the
impact of TCs on this, were mixed. Employers and ATOs were found to be less
positive than Careers Service staff, teachers and young people. When evaluating the
effects of initiatives such as TCs, it is advisable to exercise caution against expecting
positive results in the short-term. Reaping the benefits of changed attitudes and practices
is a longer-term process which requires continuing commitment. In this case, the
investments to improve careers education and guidance need to be built on and the
outcomes assessed over time.

3.8 Disadvantaged Students

Animportant focus of the evaluation was to examine the provision made in the TC pilots
for young people who experience particular disadvantages, and who are likely therefore,
to experience difficulties in getting skills, training, and employment. Ineach case-study
area, arange of students with different special needs and their teachers were interviewed
in both mainstrearn and two special schools. As the overall size of the sample was fairly
small, the findings in this section should be treated with care and definitive judgements
avoided. Intotal, 73 students (including eight doing post-16 courses) were interviewed.
They included slow learners, students with moderate learning difficuities, poor attenders,
students with language difficulties and some with emotional or behavioural problems.
Thirteen of the sample were statemented. (NB: under the 1981 Education Act, LEAs can
statement young people whose special educational needs cannot be met informally by
normal resources and who, therefore, require special provision). Most of the students
interviewed were studying for GCSEs and several were working towards non-GCSE

qualifications such as City and Guilds diplomas and the Diploma of Vocational
Education.
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The evaluation found that evidence on theimpact of TCs on disadvantaged students
was inconclusive. For example, teachers tended to say that they did not have sufficient
information to gauge the effects of TCs on the progress of this group. Staff in special
schools remained unconvinced of the efficacy of the pilot for most of their students and
could not perceive any direct benefits for them. It should be noted that staff in
mainstream and special schools drew attention to the lack of post-school opportunities
for the disadvantaged and, as yet, did not believe that the advent of TCs could alleviate
this. Teachers commented that they had seen no noticeable improvement in the attitudes
and practices of employers and trainers with regard to providing quality training for
young people with special needs. Even where changes were taking place, such as the area
where the TEC was piloting an award which provided additional accreditation
opportunities outside NVQs for young people with special needs, they had not been fully
explained to schools. Staff pointed out that students were generally more interested in

courses available to them than they were in TCs per se because it mattered little to them
whence the finance came.

About three-quarters of the students interviewed had heard of TCs but indicated
that they did not know very much about them. Few had received any information
about TCs and special school staff in one area noted that marketing materials were too
wordy and complex for their students. Where students had completed an action plan,
they said that they had found the process beneficial in that it helped them to think about
their options. In one case study, almost all interviewees felt that TCs would put them in
a stronger position to ask for training, although several said that qualifications, not TCs,
would be what employers wanted.

Perhaps not unexpectedly, given that the interviews took place early on in the school
year, most students were uncertain whether they would use a TC. In the area with the
highest proportion of interviewees intending to make use of TCs, one-third said that they
were going to take this option. Most interviewees realised the importance of continuing

with some form of education and training after the age of 16 and the importance of further
qualifications.

Overall, the evaluation revealed that despite the additional TC funding allocated to
providing disadvantaged young people with trainin £, bothteachers and students considered
that occupational prospects would remain fairly bleak for the foreseeable future. The
general view was that TCs would have less influence than local economic circumstances
on the opportunities available to young people with special needs. There was some
evidence that staff were not fully informed about the extent of provision and
support within the pilots for the client group. This suggests that TECs and Careers
Services should ensure that relevant information, appropriate for young people with
special needs, is conveyed not just to special schools, but also to mainstream schools.
Without this, disadvantaged young people are not likely to be empowered by TCs.
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3.9 Evaluative Overview

In summary, the main findings and emerging messages relating to the involvement of
schools in the three TC pilot studies are as follows:

¢ Partnership, Consuitation and Liaison

Staff in the schools visited revealed that they had not been widely
consulted about either the original design of the pilots or subsequent
developments. Not surprisingly, teachers did not yet feel that they were
fully part of a TC partnership. However, contact was said to have
improved recently, especially where TECs had appointed and adequately
resourced schools laison officers. (Section 3.1)

Feedback and Dissemination

Teaching staff, especially careers co-ordinators, wanted better feedback
about the progress of their leavers who had taken up the TC option. There
was little evidence, for example, that schools had received key findings
from the first-year pilot evaluation. It would seem advisable that TECs
improve the dissemination of information on progress and achievements
in order to keep teachers updated about TCs developments. Some of the
information could be usefully presented as case studies for marketing
purposes. It could also be used to inform teachers about the training
experiences of young people in general. (Section 3.1)

Marketing and Briefings

Most schools had co-operated productively with their local Careers
Service to inform students about TCs and some had developed strategies
for providing differentiated briefings for all Year 11 students. Given that
Years 12/13 students appeared to be less well catered for in terms of
presentations and written information on TCs, there seems to be a
marketing gap which requires examination. Teachers expressed a need
for marketing materials for students to be written in clearer and simpler
language. This point was particularly emphasised by staff responsible for
special needs students. In future, it may be worthwhile incorporating
more teachers in the preparation of marketing materials and piloting them
with students to ensure their suitability. Furthermore, TECs may wish to
review their materials and strategies for briefing teachers and parents

whom the case studies found were not very well covered. (Sections 3.1,
33,34
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¢ Awareness, Knowledge and Understanding of Training Credits

In general, awareness, knowledge and understanding of TCs was limited
in schools to a small operational group of staff, usually including careers
co-ordinators and year tutors. The pressures on teachers’ time, including
National Curriculum commitments, were said to limit the penetration of
TC marketing within schools. When the research took place in the
Autumn term, less than half of the Year 11 students surveyed had heard
of TCs, with males having a greater awareness than females more of
whomintended to stay on in full-time education. The level of understanding
amongst students was found to be fairly good, though they did not realise
that TCs could be used only for approved training. (Sections 3.2, 3.3.)

Preparation for Post-16 Decisions and Options

School staff appreciated the additional resources provided by TECs to
enhance careers education and guidance. Students were largely positive
about the adequacy of the help they had received in school to make post-
16 decisions, though just over half said that additional information and
discussions would have been useful. Action planning was valued by both
students and teachers who regarded it as a useful enhancement to tutorial
and guidance support rather than as an instrument to obtain and use a TC.
Data from the employer surveys indicated that, overall, they did not view
the adequacy of careers education and guidance for young people very
favourably, though employers participating in the pilots were more
positive. In general, training providers were critical of the careers
education and guidance provided, though a minority acknowledged that
improvements were taking place. (Sections 3.1, 3.2, 3.4, 3.5, 3.7)

Overali Impact

Teachers felt that TCs were not currently benefiting young people a great
deal because of economic constraints which had reduced employment,
and ultimately training opportunities, for school leavers. Furthermore,
staff responsible for special needs students noted that the advent of TCs
had not yet improved the options for this disadvantaged client group.
Although teachers subscribed to the concepts of empowerment and
entitlement which are at the heart of the TC initiative, they remained
unconvinced that they could be put into practice effectively given the
recession and the attitudes and abilities of students most likely to leave
school at 16 and use a TC. (Sections 3.2, 3.6)
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4. THE CAREERS SERVICE

This chapter explores the role of the Careers Service in the three TC pilots. Drawing on
data collected from 13 Careers Service staff (including senior managers and careers
officers with ‘frontline’ responsibilities), in addition to other key stakeholders such as
teachers, employers and training providers, the section examines a range of perceptions
of the effectiveness of the Careers Service involvement in the working of the pilots. A
discussion of the impact of the TC initiative on the Careers Service is also provided.
Examples of good practice are highlighted where appropriate.

4.1  The Role of the Careers Service in the Training Credits
Pilot

The evaluation found that in each case-study area the Careers Service played a
pivotal role in the TC pilot. Not only did senior personnel participate in drawing up

and designing the pilots, subsequently they and their staff also played the following key
roles:

¢ Briefing teachers, students, parents, employers and training providers about
TCs.

¢ Providing enhanced careers advice and guidance, including interviews for
action planning.

¢ Endorsing young people with special training needs whose training received
additional funding from the TECs.

¢ Setting up administration systems for TCs including issuing cards to eligible
young people.

¢ Trackingschoolandcollege leavers and providing careers statistics, including
records of TCs issued. ‘

The Careers Service staff interviewed drew attention to their growing workload which
had resulted from the advent of TCs. In each case study, the TC workload was being
carried out by careers officers with generic responsibilities, who shared the additional
tasks in preference to establishing a specialist TC team or unit. The evaluation found
that each TEC had provided the local Careers Service with substantial additional
resources to enable it to undertake TC-related work. For example, in one area, the
TEC agreed to provide at least £100,000 per annum over the life of the pilot. In another,
the Careers Service had received an initial investment of £30,000 to upgrade information
technology systems, as well as funding for 4.5 additional careers officers, fouremployment
assistants and 0.5 of an information officer.
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Whilst staff welcomed the additional resourcing provided through the pilots, they
pointed out that it had to be put in context. First, careers officers stressed that, although
there had been additional TC-related staffing, no extra staffing had been provided to cope
with the effects of the recession and that, as a result, they had found themselves hard-
pressed to carry out all the tasks expected of them in the TC pilot. Second, cuts in the
overall size of the Careers Service had been made owing to the financial constraints
imposed by the LEAs. As far as the additional resourcing of careers education and
guidance in schools was concerned, differences were found in the degree to which
Careers Services influenced spending decisions. This varied from advising schools on
the spending of TEC funding to having virtually no role in deciding how the money was
spent. Researchers noted that there was, as yet, no systematic monitoring of how the
additional resources were being spentand suggested that there was a likelihood that some
institutions would use them more effectively than others.

Most of the Careers Service staff interviewed felt that, as a result of the pilot, a
partnership was developing with the local TEC. In general, liaison was said to be
effective. In one of the areas, for example, this had been sustained by the introduction
of bi-monthly TEC/Careers Service officer meetings, augmented by the setting up of
working groups as necessary to deal with particular tasks such as marketing. In another
area, the TEC was in the process of consolidating the involvement of the Careers Service
in the pilot by enabling it to play a key role in the coordination of initiatives overseen by
the Education Business Partnership. It is worth pointing out that although liaison and
consultation were generally quite good, front-line careers officers did not always feel
adequately informed about the regulations and criteria governing the operation of the
pilots, especially the changes made in the second year. In one case study area, for
example, some officers considered that certain guidelines, such as whether ornot 18 year
olds with A-levels were eligible for TCs, had not been made clear or conveyed to them
in a direct and systematic way. Given the experimental nature of pilots, where
modifications often have to be made quickly to respond to unforeseen circumstances,
these findings suggest that there is a need to ensure that communication systems are
effective enough to keep Careers Service staff briefed about operational changes.

At the operational level, the Careers Service in each area was found to maintain
close links, both formal and informal, with the schools and colleges surveyed. In
keeping with the Careers Service’s general approach to schools and colleges, their TC-
related work was negotiated on an individual basis. As a result the input to schools was
not uniform and varied according to how much careers officer time institutions could
afford to buy. Schools varied for example, in whether they opted for blanket or targeted
careers interviewing. In contrast, careers officers provided guidance to FE students,
usually on a self-referral basis, within the existing college counselling structure. Each
participating school and college had a designated careers officer and this was appreciated
by staffin that it fostered a close working relationship. The range of tasks outlined below
bears testimony to the instrumental role played by careers officers in the pilot:
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¢ Liaising with careers co-ordinators, PSE and tutorial staff,

¢ Arranging for employers, trainers and other speakers to visit schools and
colieges.

¢ Administering short questionnaires to Year 11 students to gain some initial
impressions of their post-16 intentions which are then used to prioritise the
order of careers interviews.

¢ Conducting individual careers interviews with students, in some cases
supplementing them with group discussions.

¢ Giving careers talks.

¢ Carrying out one-to-one and/or group briefings to inform and explain TCs
to students, teachers and parents.

¢ Negotiating action plans and personal career plans with students and
providing follow-up interviews as required.

¢ Undertaking TC administration, including giving out and collecting
application forms and issuing cards.

¢ Endorsing young people who have special training needs.

¢ Disseminating information on local training and employment opportunities,

and advising and guiding young people through relevant application
procedures.

Teachers regarded careers officers as the main source of information about the
pilots. The evidence collected indicated that careers officers played a leading
presentational and interface role in the marketing of TCs to educational institutions.
Furthermore, they helped to market TCs to employers and training providers and dealt
with enquiries from these two important groups.

4.2 Empowerment and Entitlement: Support and Constraints

In general, the Careers Service staff interviewed supported the key TC concepts of
empowerment and entitlement. They stated, for example, that the TC aims of
increasing young people’s choice and their ability to put this into practice were
coterminous with the aims of the Careers Service. Careers officers said that they aspired
to give young people the power to choose training and qualifications which matched their
needs and goals through the careers advice and guidance they provided. Notwithstanding
these broad commitments, staff explained the cultural and economic constraints on
empowerment and entitlement to quality training being fully realised.

In one of the case-study areas, Careers Service personnel observed that, owing to the
recession, there was a general lack of work placements and a loss of training providers
who had closed down. They added that, as a result of the scarcity of jobs, young people
were not effectively empowered. This point was illustrated by one careers officer who
said: “....they cannot pick and choose jobs with training’. Furthermore, staff noted that
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there was a need to educate many employers about the benefits of training their young
employees, but acknowledged the difficulties in attempting to do this during a time of
economic restraint. In two of the areas, some young people resided in remote rural areas
with poor transport facilities which limited their options to very localised jobs (where
available) and training, thereby acting as a constraint on empowerment and entitlement.
Whilst the Careers Services provided as much support as possible in these two cases, they
acknowledged the difficulties of dealing with rural constraints,

Mixed messages emerged from the interviews with Careers Service staff on the question
of whether young people fully understood the concept of empowerment. Inone area, for
example, careers officers claimed that young people understood that they had power 10
buy training but ‘were not in a position to exercise it because of the economic situation’ .
In contrast, in another area, careers officers’ judgement was that young people found the
concept of empowerment difficult to understand and they believed that it was unrealistic
to expect some of the young people who took up TCs to use them in a discriminatin gway
and to negotiate the training they wanted with employers or providers.

The absence of significant choice was highlighted in all areas as the greatest
constraint which undermined the realisation of the aim of empowerment. For
example, the shortage of placements in many key skill areas in one of the case studies,

had practical implications for young people which were articulated by these two careers
officers:

If ayoung person decides that they' re fed up with one scheme..... and wanis to use
the card to buy training elsewhere, where can they buy it?.....In reality, there is
nothing for them to choose from. It's a contradiction.

In reality, they take the first (ie. employer) who says ‘we’ll have you'. They
haven't the confidence to do anything else.... They don’t aim high - they’re just
pleased to get anything. They grab it. It's not choice: it s what's available.

The realities outlined above also presented careers officers with a dilemma which gave
them some cause for concem. Some interviewees called into question the value and
ethics of raising young people’s expectations about ‘choice’ and ‘empowerment’

knowing that, for the majority, such expectations could not be fulfilled in current
economic circumstances,

Whilst Careers Service staff acknowledged the enhancements in schools and colleges
as aresultof TECinvestments in careers information, education and guidance, they were
less positive about the impartiality of the advice given in some schools. As a result of the
increased competitiveness amongst schools, which under LMS (Local Management of
Schools) benefited by increasing the numbers of students staying on into the sixth form,
students were not always receiving neutral careers advice. For example, teachers failed
to point out that a wide range of BTEC courses could be taken through institutions other
than the school, restricted the display of employment vacancies, and excluded raining
providers from career conventions and exhibitions. These findin gs suggest that the
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competitive market for sixth formers led, in some cases, t© an undermining of the TC
entitlement for young people. Yet, as the HMI report on the implementation of TCs (op.
cit.) revealed: ‘The initial fears of some schools that training credit schemes might
reduce staying on rates in full-time education have not been realised’ . (DFE, 1992).

4.3 Action Planning

As stated in Chapter 3, staff in all of the schools visited were convinced of the
benefits to their students frominvolvement in the action planning process. Qualitative
research data indicated that the action plan was usually negotiated and devised by a
student and a careers officer on a one-to-one basis, though group action planning sessions
were occasionally organised for more able students. The purpose of the plan was to focus
students’ minds on what they are going to do after Year 11 and give them an opportunity
to discuss their strengths, weaknesses and options before making a provisional decision
and deciding on the most appropriate strategies to reach their goal. Modifications had
often been made fo the action planning process in the second year of each of the
pilots. The most significant changes were where the action plans for Year 11 students
had beenreplaced by a two-stage process involving the writing of a summary of guidance
based on the careers officers’ first individual contact with students in this year group,
followed by the drawing up of personal career plans only for those young people who
wanted to leave school and go into employment. This system was flexible to the extent

that it enabled a young person to have several career plans which covered a range of
occupations.

Elsewhere, careers officers pointed out that the completion of the career plan could not
always be undertaken during one-to-one interviews, particularly if these interviews were

conducted early in Year 11. In these cases the plans were often completed in small
groups.

Although schools and the Careers Services were aware of the potential for linking
the processes and products of action planning and recording achievement, the case
studies found that integration had not yet been achieved. Itis worth noting that HMI
(op. cit.) also found that, ‘approaches to action planning vary considerably, and are
seldom linked to other similar initiatives such as records of achievement’ Now that
action planning is firmly established in these pilots, it would seem advisable to initiate
a joint review of the roles and purposes of both action plans and records of achievement
to examine how they might be integrated. The teachers interviewed thought that action
planning was a valuable addition to the guidance and tutorial support which they were
able to offer. According to the data collected, some young people found action plans
useful, though not overwhelmingly so. For example, whilst over half of both Year 11
students and TC-users who had experienced action planning considered it helpful in
making decisions about their future, only 16 per cent of cormresponding Years 12/13
students gave this response. This finding echoes points made by a few careers officers
who observed that some young people were ‘sceprical of the process’, with action plans
going into school bags ‘never to be seen again’.
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The case studies revealed that because many young people did not know how to use
their action plans, only a minority actually showed them to prospective employers
and training providers. This finding is corroborated by the following data provided by
the survey of those companies participating in TCs.

Table 12: Participant employers: Views on usefulness of Action Plans

Response Number %
Very useful 14 9
Fairly useful 23 14
Not very useful 13 8
Not at all useful 8 5
Don't know 53 35
Not applicable 48 30
Total 139 100

A single - response question
Missing data = 1
Due to rounding errors, percentages do not sum to 100%

Table 12 shows that whilst 23 per cent of the sample found action plans useful to some
degree in deciding what training young recruits should receive, 65 per cent were unable
to give aresponse either because they had not seen an action plan or did notknow whether
they were useful,

There was a similar level of confusion amongst the 75 training providers interviewed.
When asked for their perceptions of the usefulness of TC-related action plans, a majority
of the sample either confused them with training plans because they had seldom seen an
action plan or they expressed reservations about them. They criticised action plans for
being rather superficial, rigid, artificial and premature. The point was also made that the
usefulness of action plans was largely dependent on the kind of culture or market in
which they operated. Trainers observed that in a ‘choice-based culture’ where the
market offers arange of opportunities, action plans have an active role to play. However,
they suggested that the purpose of the action plan is more uncertain when they are used
in a more deterministic and passive culture where the norm is often accommodation to
the limited opportunities available. There was some measure of agreement that in the
prevailing economic climate, action plans need to be flexible and offer young people
strategies of adaptation rather than prematurely locking them into unrealistic and
single-track career goals.

On the whole, Careers Service staff were positive about the introduction of action
planning through the pilots. They said that it had increased contact time with young
people, thus enabling a more productive relationship to be established. In addition, they
felt that it had led to a more focused and effective use of contact time and had raised the

47



profile of the Careers Service in schools. Nevertheless, given the level of uncertainty
amongst young people, employers and training providers about the use and benefit of
action plans, it would seem that both TECs and Careers Services face a challenge in
clarifying the role of action plans and explaining this to all partners. Certainly, mixed
messages emerged from this research in that, generally, participants were more positive
about the action planning process than the product.

4.4 Special Training Needs

The evaluation found that, in each area, the Careers Service played a central role in
assessing the special training needs (STN) of young people and helping them to find
suitable employment and training. Careers officers’ responsibilities for the client group
had been developed over many years before the introduction of TCs, and their role was
found to be particularly significant in the pilots which allocated additional funding for
the training of young people with special needs. It is worth noting that, according to
national statistics provided by the Employment Department, 20 per cent of TC starts in
the first two quarters of 1992 (April to October) were accounted for by young people
endorsed with special training needs.

Reflecting provision nationwide, Careers Service responsibilities for STN trainees in the
three areas included the following:

¢ Identifying through an endorsement process the needs of STN young people
and the type and level of additional training and support required.

¢ Informing the drawing up of training plans and signing the relevant section
of the plan supporting the STN endorsement.

¢ Helping to identify funding levels for STN trainees.

¢  Providing information to training organisations to help them arrange a
suitable training programme.

¢ Participating in the review process and signing progress reports at six-
monthly intervals.

It should be noted that the Careers Service also provided continuing guidance and

support for this client group during training, job-seeking and the transition into
employment.

According to the interviews carried out, the process of endorsing young people as having
STN usually began with a careers officer drawing up a list of likely candidates for
endorsement, in liaison with careers co-ordinators in schools and special needs teachers.
The students were interviewed and, as with all intending leavers, an action plan was
drawn up. The potential trainees were allocated to one of three national special needs
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endorsement categories A, B or C, or defined as having specific literacy and numeracy
support needs. The A, B and C categories indicate that different levels of progress are
likely and consequently that different levels of training and support are required.
Category C, which covers those trainees requiring most support, generally attracts more
TC funding than the other categories. It should be noted that some STN trainees may
find it difficult or impossible {o achieve NVQ at any level.

All three TECs allocated additional funding for the training of young people with special
needs. For example, staff in one TEC revealed that, although 10 per cent of its TC client
group was accounted for by STN trainees, almost 20 per cent of its TC budget was
allocated to this group. In this area, employers and training providers were able to apply
for TEC funding to make modifications to their premises and workshops in order to
accommodate trainees with special needs. In the second year of the pilots, two of the
three TECs had introduced output-related funding for Wordpower and Numberpower
which careers officers and training providers considered a useful modification to the
pilots, because it allowed young people to achieve qualifications even at a basic level
below NVQ Level 1. When interviewing the key partners in the three pilots, it
became apparent that providing training for STN young people was a complex
issue. For example, interviewees in the Careers Service, TECs and some training
organisations pointed to the necessity of treading a careful line between, on the one hand,
providing enough funding for STN trainees to make them an attractive training
proposition to training providers and employers, and, on the other hand, making that
funding so substantial that endorsement was seen simply as a money-earning device.
Some of the training providers still felt that provision for STN trainees was underfunded.
Moreover, whilst TECs and Careers Service personnel aimed to encourage a range of
providers to recruit STN trainees in order to avoid creating ‘ghettos’ in training
provision, this remained a major challenge. In one area, for instance, it emerged that up
to 80 per cent of STN trainees were placed with six specialist training providers.

Some of the careers officers interviewed questioned whether the three endorsement
categories were appropriate. Although some felt the categories were too crude, they
were also aware that a more responsive system of categorisation might result in
administratively unmanageable TC pilots. Some careers officers and trainers also
indicated that output-related funding (ORF) with respect to STN trainees might usefully
be applied to achievements other than qualifications. They suggested that it might be
worth considering ORF when STN trainees were successful in getting a job or work
placement, or achieved units of competence rather than a whole NVQ qualification,

The three case studies revealed that the contribution of the Careers Service personnel in
providing enhanced careers guidance, including action planning, and in helping STN
young people get suitable training, was essential to the working of each pilot. Itis worth
noting that the Careers Service played a mediating role in that they attempted to meet the

needs of young people whilst at the same time helping to meet the requirements of the
TC pilot.
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4.5 The Effects of the Pilots on the Careers Service

The evidence collected suggested that the TC pilots had largely positive effects on
the Careers Service in each case-study area. Firstly, the additional resourcing
provided by the TECs had helped Careers Service management in the recruitment or
retention of staff. In one area, for example, seven additional careers officers had been
recruited as a result of the pilot. Managers welcomed the extra staff at a time of
constraints in LEA spending. Secondly, the advent of TCs was said to have enhanced
the professionalism of the Careers Service in that careers officers, in response to the
requirements of the pilots, had reviewed and modified their working practices. In
particular, they had re-examined their involvement in schools and had expanded their
guidance work through the action planning process. Thirdly, careers officers felt that the
pilots had increased the profile of the Careers Service in schools and generally increased
their contact with both teachers and students, Another positive effect was said to be the
overall improvement of guidance work carried out by the Careers Service and some of
the schools as a result of the availability of TC enhanced information and resources.

Itis worth noting that published findings from an action project which included a case
study investigation into stakeholder perceptions of the TC pilot being run elsewhere, also
discovered that, ‘most officers felt that the Training Credits pilot had raised the status
of the Careers Service and brought additional resources. They felt more appreciated in

schools and some reported increased demands for their services’ : (See Hodkinson ez al
1992.)

Other key partners in the pilots, especially school personnel and training providers, also
considered that the introduction of TCs had helped to improve the work of the Careers
Service. They felt that, as a consequence, careers officers provided a more extensive

guidance service to young people and had developed closer working relationships with
trainers and employers.

4.6 The Perceived Effectiveness of Careers Guidance from the
Careers Service

The evaluation revealed that staff in most of the schools visited considered that the
careers guidance and support provided by the Careers Service was of a high
quality. They were very positive about careers officers’ professional expertise,
including their commitment to students and their close involvement in schools. Several
headteachers, for example, regarded the contribution of careers officers as integral to the
work of their staff. In addition, staff in some schools noted improvements over the last
two years in the continuity of contact with the same officer, a development which they
valued highly. Interestingly, these improvements seemed to be closely related to the
investment of funds and the deployment of staff made available through the TC pilot.

Although employers were surveyed on their perceptions of the effectiveness of careers
education and guidance in general, and not exclusively on the contribution of the Careers
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Service, the data provide useful insights which are worth reporting here. As Table 11
in Chapter 3 indicates, the survey found that employers participating in TCs were, in
general, more positive than non-participants about the adequacy of careers education and
guidance. The table shows that a majority of both samples of employers reported that
provision was adequate in terms of giving young people an understanding of the
importance of training, although non-participants were slightly more positive about this,

The table aiso shows that a greater proportion of TCs employers thought that
careers education and guidance was adequate in terms of giving young people a
general understanding of work and, especially, a knowledge of jobs in their sector.
These findings may be partly explained by the additional careers provision, including
action planning which young TC-users have experienced. By contrast, only just over
one-third of each employer sample felt that careers education was adequate in terms of
giving young people effective job seeking and interview skills. This finding suggests
that improving young people’s skills in these important areas remains a key challenge
facing schools which have a lead role in this respect.

It is worth noting, as Table 13 reveals, that nearly one-third of participating employers
considered that TCs had had quite a positive impact or better on careers education and
guidance.

Table 13: Participant employers: Views on the impact of Training Credits on careers
education and guidance.

Response Number %
A great deal 15 9
Quite a lot 37 23
Not very much 28 18
No impact 36 23
Don't know 41 26
Not applicable 2 1
Total 159 100

A single - response question
Missing data = 1

With any initiative, it takes time for change to take place, and for participants to notice
these changes, so itis perhaps not surprising that, as Table 13 shows, approximately half
of the respondents could either see no impact or did not know whether TCs had affected
careers education and guidance.

The survey of young people using TCs provided other useful perceptions of the
effectiveness of the guidance provided by the Careers Service. For example, 74 per cent
of respondents said that individual career discussions had been of some help in assisting
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them to make post-16 plans and decisions and careers officers played a key role in these
career discussions. However, only 45 per cent of respondents said that negotiating action
plans was helpful to them in making their post-16 plans and decisions. This suggests,
as indicated earlier in this section, that an important challenge facing Careers Service
personnel involved in the pilots is to make the action planning process more responsive
to young people’s needs.

The survey also revealed that a majority of TC-users knew a greatdeal or quite alotabout
six out of eight careers-related topics and skills, including local training schemes and
local jobs and careers (see Appendix Table A56). The two topics on which respondents
had least knowledge were local post-16 courses and jobs which offer training., These
findings suggest that the careers education and guidance received by TC-users, to which
Careers Service staff make a significant contribution, was perceived as being largely
effective. A challenge for the future will be to improve young people’s knowledge of
local courses and study opportunities as well as their awareness of which employment
options provide training.

4,7 Evaluative Qverview

All the evidence collected bears witness to the pivotal role played by Careers Service
personnel in the three pilots. Key findings and messages emergin g from the research are
summarised below:

¢ Careers Service Involvement in TC Piiots

The involvement of the Careers Service in TC pilots was found to be both
extensive and essential to their operation, and ultimately, to their suceess.
This involvement was largely focused on providing enhanced careers
guidance, including helping young people to draw up action plans.
Careers Service personnel welcomed additional resourcing from TECs
but emphasised that their workload had increased substantially as aresult
of the advent of TCs. Clearer and more up-to-date information on the
guidelines and criteria governing the operation of TCs would have been
appreciated. (Sections 4.1 and 4.5)

¢ Quality Guidance

Careers Service staff regarded the provision of impartial advice as the key
to offering quality careers guidance to young people. Although they
observed that their professionalism and working practices had been
enhanced through growing partnership with the TECs, they maintained
that their impartiality and ‘honest broker’ role had to be safeguarded.
Careersofficersregretted that the careers education and guidance provided
by teachers in some schools was influenced more by vested interests in
increasing the staying-on rate than in responding to students’ individual
needs. As aresult, the TC entitlement to effective careers education and
guidance was not always available in practice. (Sections 4.2 and 4.5)
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¢ Empowerment

Careers Service staff were committed to this central concept in TC pilots.
However, they found it problematic for three main reasons. First,
economic circumstances limited the opportunities for young people to
exercise choice with their TC. Second, some young people who took up
TCs were disinclined to exercise effective discriminatin g choices in the
employment and training fields owin g to cultural and background
influences. Finally, careers officers were wary of artificially raising the
expectations of young people which they considered unethical and
ultimately detrimental to the future of this client group. (Section 4.2)

Action Planning

There was evidence that each Careers Service, in collaboration with its
local TEC, had attempted to improve action planning in the second year
of the pilots. Whilst the process of action planning was generally
considered useful by participants, there was less consensus on the format,
purpose and use of the end-product. Thisisan aspectof TCs which merits
further research and development. (Section 4.3)

Special Training Needs

Inidentifying the special training needs of young people, helping to find
them suitable post-16 opportunities and providing continuing support,
careers officers were seen to play an instrumental role in the TC pilots
which allocated additional funding for this client group. The experience
of careers officers suggested that TC funding arrangements required
flexibility to encourage the progress of these young people at their own
pace and ensure that their needs were effectively met. TECs’
responsiveness increased in the second yearof the pilots when they began
to provide output-related funding for sub-NVQ training such as
Wordpower and Numberpower, (Section 4.4)

Careers Service Effectiveness and Chalienges

The guidance and support provided by local careers officers was highly
valued by most schools. Teachers generally felt that the advent of TCs
had enhanced their working relationship with the Careers Service,
Evidence collected from employers, trainin g providers and young people
using TCs indicated that there were outstanding challenges for the
Careers Service (and other agencies), includin gimproving young people’s
knowledge of local post-16 educational courses and which jobs offer
training, in addition to improving their job seeking and interview skills.
(Sections 3.2, 5.5, 6.1, 7.2)
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5. THE TRAINING PROVIDERS

Chapter 5 examines the role of the training providers in the pilots and assesses the impact
of TCs on their modus operandi and the training which they provide for young people.
Training plans, and their actual link with action plans, are an important feature in this
section. A sample of 25 approved training providers and organisations (ATOs) were
interviewed in each area. Further details are provided in the Methodological Appendix.

5.1 Participation in Training Credit Pilots

The evaluation found that the training providers surveyed were playing a major role in
the pilots, not only by providing training for young people but also by finding work
placements for them, helping to inform employers about TCs and carrying out related
administration for many of them. Accordingly, providers occupied an influential
position as the nexus of communication between trainees, employers and the TEC,
whilst alse liaising closely with the Careers Service. Itis worth noting the considerable
contribution made by college-based ATOs, given that between one-third and two-thirds
of providers in each area subcontracted all or part of their NVQ or VQ equivalent off-
the-job training to them. FE-based provision for TC-users (as for residual YT) was
largely integrated into the general education and training functions of the colleges,
though TC administration was usually carried out separately.

As far as TCs were concerned, TECs contracted annually with individual ATOs to
provide training for different types of trainees, including the guarantee group (aged 16-
18), the non-guarantee group, young people with special training needs and own-time
trainees. In most cases, trainees were referred to ATOs directly or indirectly by the
Careers Service which tended to be the focus for young people’s enquiries. Not
surprisingly virtually all ATOs claimed to have good links with the Careers Service.

A majority of the trainers surveyed in each area felt that a TC partnership had not
yet emerged. Nevertheless, a majority also considered their links with the TEC to be
good. Although ATOs were aware that partnership took time to develop, some observed
that they were informed rather than consulted about developments within the pilot.
Generally, trainers felt that systems to foster regular liaison had improved and were
largely adequate. College staff in one area, for example, welcomed ‘an increase of
channels available for suggestions or complaints’. According to ATOs, good workin g
relationships were developing through two main mechanisms: regular visits from TEC
staff, such as business advisers or programme managers, in addition to ATO representation
on TC committees.

Training providers’ participation in the pilots was found to be essential to their operation,
and ultimately, to their success. Whilst providers noted that communication and liaison

54



with the TECs had improved in the second year of the pilots, some felt that there was still

room for improvement so that they were fully consulted about key TCs decisions and
developments.

5.2 Marketing, Briefings and Awareness Levels

The majority of training providersinterviewed said that despite the rapidinnovation
inthe initial stages of the pilots they had been adequately briefed about the purpose,
principles and practicalities of TCs. They were also of the opinion that they had been
well informed about subsequent developmentsin the pilots. It was found that ATOs were
briefed mainly by presentations made by TEC staff at meetings, seminars and workshops,
rather than through marketing materials. ATO network meetings were another source
of information on TCs. In addition to these mechanisms, TEC staff used one-to-one
visits and recontracting meetings to update ATOs on TC developments. In some cases
college staff were briefed by FE training managers cascading information received at
TEC meetings, or by separate sessions with TEC personnel. As was the case in schools,

interviewees felt that non-participating colleagues would only have a fairly general
awareness of what was meant by “TCs’.

Whilst levels of awareness among ATOs were generally high, a few revealed that they
still felt unsure about the intricacies of the banding and bonus arrangements. Some
interviewees, especially FE staff, expressed a need for more information about the pilot,
including key evaluation findings.

Training providers considered that TC marketing strategies to schools and employers
had been mainly effective. In one area, for example, staff believed that the initial
marketing strategy which had been enthusiastically delivered, had since been further
improved with imaginative use of different media, including radio advertising and
newspaper features. However, two important messages emerged from the evaluation,
regarding perceived deficiencies in marketing strategies:

¢ The level of awareness of TCs amongst some young people encountered by
ATOs was not very high.

¢ Some of the information used to market TCs to employers was misleading.

It is worth noting that ATOs played a key role in marketin g TCs to employers. Rather
worryingly, it emerged that up to a third of the ATOs interviewed in two of the areas,
pointed out that some employers had got the impression that TCs provided cash in hand
for them to buy training for their young recruits. One of the case studies found that this
problem had been exacerbated by a brochure for employers which had led them to
believe that they would receive TEC money directly for training staff. Asaresult, several
FE staff had taken telephone calls from employers demanding this money. Here there

appeared to have been a lack of consultation and communication with ATOs on how best
to market TCs to employers.
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Another of the case studies found that colleges had developed their own materials for
marketing TCs to employers in preference to using either national or TEC documentation
for this purpose. Perhaps not surprisingly, the FE staff interviewed identified the
provisionof TC-sponsored off-the-job training for young people as a competitive market
which required vigorous marketing on their behalf. This case study discovered that, as
aresult, each college tended to present TCs in a way that suited its own objectives. For
example, acknowledging that there was no NVQ accreditation yet for some City and
Guilds or RSA courses, the representative of one college described its TC marketing
leaflet as ‘designed to mask the significant range of courses still ineligible for TCs, as
much as to promote the ones that were’. This finding suggests that where different
organisations withina TC pilot decide to market their services unilaterally, there is aneed
for checks and balances to ensure that promotional materials include accurate messages.

Overall, the TECs’ briefing of training providers was adequate and, as a conseguence,
the level of awareness of TCs was high. Echoing the perceptions of some careers
officers, the major difficulties for training providers were confusions and uncertainties
concerning some TC guidelines and criteria. The evaluation revealed that this whole

issue of briefing employers, in which ATOs played a leading role, was problematic and
required review.

5.3 Administration and Resourcing Issues

Asrecordedin Chapter 2, many ATOs (at least half of those interviewed) considered
that their participation in the TC pilots involved a very demanding administrative
workload. However, they pointed out that some administrative practices, relating to
quality assurance and requests for statistics, for example, were not TC-specific,
Furthermore, interviewees remarked that the workload had been reduced to some extent
in the second year of the pilots. Another observation made by some ATOs was that TC-
related administration was no better or worse than that required for YT.

The ATO staff who said that they found it difficult to cope with the TC administrative
and data gathering requirements, wanted a further reduction in the paperwork involved,
and in some cases requested that TECs introduce computerised systems to achieve this
objective. They claimed that to meet the requirements they had either recruited more
administrative staff or extended the hours of those already on the payroll. As the

following comment indicates, some objected to administration invadin g trainer-trainee
contact time:

My staff are used to dealing with trainees closely - they resent having to complete

forms all the time.

Examples of TC administrative tasks facing ATO staff included:

4 Completing individual trainee record forms.

¢ Fillinginseparate forms for trainees studying Wordpower and Numberpower.
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¢ Obtaining trainees’ signatures on vouchers required for the submission of
claims to the TEC.

é Writing monthly reports for the TEC.

¢ Providing statistics including collecting information on trainees’ attendance
at work placement with employers.

¢ Writing and recording training plans for which ATOs in one area wanted
more guidance on standardising layout.

Itis worth noting that a few of the ATOs who dealt with more than one TEC, pointed out
that there was a lack of conformity across pilots in terms of the administrative tasks
providers were expected to carry out. They found that this made their TC-related
workload more onerous than it needed to be and suggested that standardisation of forms
would help to alleviate the situation.

The interviews carried out revealed that there was quite widespread satisfaction with
TECs’ processing of training providers’ payment claims. ATOs emphasised that this
was vital to their cash flow. However, there was a general perception amongst ATOs that
overall funding for the training of young people, including funding through the TC
mechanism, had diminished, though as the following quotation indicates this was not
necessarily attributed to TECs’ training strategies:

TCs have created extra work and there is less money spent on youth training but
© that's not because of TCs. It s because the Government's training budget has not
been enhanced over the last few years.

ATOs mentioned that the expectation that employers would make significant financial
contributions to the training of young people had largely not materialised. Training
managers noted that, in the current recession, some employers were reluctant to
contribute to on-the-job training costs and/or weekly allowances for work placement
trainees. Another observation was that payments were not commensurate with the
increased workload placed upon them. However, interviewees thought that the banding
systems were largely acceptable and an improvement on YT.

There were mixed reactions to output-related funding (ORF) which now accounted
for about 25 per cent of providers’ income. It is worth noting that ORF is not TC-
specific butalso appies to YT. Whilst some ATOs drew attention to the centrality of ORF
saying that it was essential to their survival and claiming that it ‘was an incentive’ to
trainees to achieve results, others were uncomfortable with some of its ramifications.
Firstly, ORF was perceived to make providers ‘discriminatory andselective’ ,in that they
were inclined to recruit young people who were likely to achieve NVQ Level 2 or above.
Some interviewees were concerned that this was beginning to exclude STN young
people and borderline cases. There were fears that ORF might not serve the interests of
less able young people effectively. It should be note, however, that the TECs had started
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to introduce ORF for achievements below NVQ2. Secondly, some ATOs pointed out
the financial consequences of trainees leaving particular schemes before completion of
NV(Q Level 2, as the following comment indicates: °.....a trainee could leave our scheme
three-quarters of the way through and go 1o someone else’s, and they would get the full
ORF andwe would get nothing.” Some ATOs called for greater flexibility in the rules
governing the awarding of ORF so that it could apply to units of work contributing
to NVQs and not wholly to the complete qualification.

The college staff interviewed were unanimous that the introduction of TCs had
resulted in a substantial loss of revenue. They alluded to the severity of the recession
which they said had reduced the income earned through the part-time training of young
people. (Previously, colleges received a portion of the Revenue Support Grant directly
from the LEA, now it was re-routed via TECs through the TCs pilots). Itis worth noting
here that as the Further Education Unit (1993) pointed out:

....the take up of Training credits is subject to market conditions, not least the state
of the national and local economy.... Training Credits represent a relatively ‘high
risk’, unpredictable and unreliable source of funding for FE colleges. Ina demand
and achievement-led system, failure by an individual to attend, ‘achieve’, or
‘complete’, means non payment for the college.

Interestingly, and possibly in consequence of this issue, a few of the non-FE ATOs
claimed that colleges had increased the fees charged for training young people which
they felt were now too high. Yetthere waslittle evidence of these ATOs shopping around
as colleges tended to charge about the same amount for training courses. Interviews with
college staffrevealed that the cost of some courses had been increased to cover additional
fees resulting from NVQ registration and assessment,

Animportant final observation made by ATOs was that planning for the future was
difficult as a result of the system of payment in arrears and the uncertainties of
income resulting from ORF,

54 Training Plans and Action Plans

As a result of their operating agreements with the ED, each of the TECs required the
ATOs participating in the TC pilots to draw up a training plan with each trainee. The
training plans which were produced in the first week of training and sent to the TEC
recorded information on training courses being taken, the duration of training and the
intended outcomes, including qualifications. ATOs explained that the content of
training plans was defined more by NVQ objectives than TC specifications. ATOs were
also expected to negotiate a more detailed training plan with each trainee during the first
month’s induction period of a course. It is worth noting that one TEC, in particular,
provided incentive payments to ATOs to write and review training plans. The evaluation
found that most ATOs, both FE-based and non-FE, considered that if training
plans were completed properly and reviewed regularly, they could make a useful
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contribution o the quality of training when incorporated into the learning review
process. Training plans were said to be instrumental in focusing the trainers and
trainees on the achievement of specific goals. ¥t was pointed out that the training
plan process could be very time-consuming and might lead sometimes to plans not
being revised as frequently and vigorously as they could. However, some training
managers admitted that, if a provider so decided, it was fairly easy to complete the plans
withoutrecourse to a great deal of individual negotiation, especially in courses for which
a well codified and standard curriculum was already established.

It is worth noting that some ATOs had found it difficult to engage trainees’ interest in
negotiating their individual training needs, as the following quotation illustrates:

We consult them and we describe all the course details but their concerns are ‘do

1 getpaid at the end of the week, can I have any days off and how long is my dinner
break’ .

As Table 14 shows, half of the TC-users surveyed claimed to have drawn up a training
plan with a training provider (training organisation, college or employer):

Table 14: Training Credit users’ responses on whether they had drawn up Training

Plans
Response Nuomber %
Yes 358 50 .
No 246 34
Not sure 114 i6
Total 718 100

A single-response question
Missing data = 13

The large number of respondents who claimed that they had not drawn upa training plan,
Or were not sure, may be partly explained by an inability to recall whether they had
completed one or not, unfamiliarity with the term “training year’ which some ATOs may
not use specifically when dealing with trainees, or a feeling that it was the provider and
not they who had actually drawn up the training plan. It is worth pointing out that a
majority (68 per cent) of the participating employers surveyed stated that all or some of
their young staff using TCs (either employed or on placement) had training plans.

Significantly, a majority (77 per cent) of those young people who had developed a
training plan said that the training they were receiving fitted in with what was
described in their training plan (seven per cent said ‘no’ and 16 per cent were ‘not
sure’),

According to both the quantitative and qualitative data collected, there was little
linkage between young people’s action plans and their training plans. About half

59



of the ATOs interviewed had never seen an action plan. This corresponds to the finding
in Chapter 4 which indicated that many young people tended not to show their action

plans to employers or training providers. This finding was corroborated by a TC-user
survey data as Table 15 indicates:

Table 15: Training Credit users’ responses on whether Action Plans were used io draw
up Training Plans

Response Number %
Yes 106 28
No 201 54
Don’t remember having 65 i8

an action plan

Total 372 100

A single-response question
Missing data = 359

The table shows quite clearly that over half (54 per cent) of those trainees who had drawn
up a training plan claimed not to have used their school action plan to help them develop
their training plan. This is, perhaps, not surprising when the constraints on the usefulness
of action plans articulated by ATOs are taken into account:

¢ Young people were reluctant to show training staff their action plans.

¢ Young people often did not appear to value their action plans or see their
relevance.

¢ Some employer ATOs felt that there was not enough information about the
young persons’ achievements on the final document.

¢ Action plans were said to date very quickly.

There appeared to be confusion concerning how, if at all, training plans and action plans
should be inter-related, about which several ATOs felt uneasy. The comment that, ‘an
action plan was what they thought they might do months ago - a training plan is more
definite’, was generally representative of ATOs’ views and uncertainties about linking

the documents. As suggested in Chapter 4, there is a need for TECs and their partners
to address this issue.

5.5 Preparation of Young People for Training and Work

The case studies revealed a wide variation by area of ATOs’ perceptions of the
adequacy and effectiveness of careers information and guidance received by young
peoplein school. Whilstjustunder half of those interviewed in two areas thoughtcareers
provision was adequate and effective, the corresponding figure in the other area was
approximately two thirds. Whilst a majority of ATOs in each area did not believe that
the pilots had substantially affected careers education and guidance, a significant
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number were of the opinion that provision had improved over the last few years and was
becoming more responsive to the needs of young people.

In addition, ATOs perceived that improvements were taking place in the general
preparation of young people for training and work because:

¢ There were many more links between school and industry now.

¢ Trainers had more opportunities to visit schools and to offer presentations
and advice,

¢ There was an increase in work experience.

1 CPVE had improved young people’s awareness of employment.

Interviewees thought that there was room for improvement in the careers guidance
provided, such as relating guidance more to NVQs. A criticism voiced in one area was
that school leavers were sometimes steered towards what appeared to be an appropriate
training provider without sufficient attention being paid to their career objectives.

College staff said that additional resources provided by the TECs for enhancing careers
information and guidance had been useful and reported good links with the Careers
Service. College student support systems included individual counsellin £, assessment
interviews for STN trainees, tutor groups and work visits. They pointed out that there
was a need for young people who had left school, including TC-users, to receive
continuing careers information and guidance to help them find out the best way to enter
their chosen career and/or to identify alternative careers. Programme tutors, who

assessed work and reviewed progress, were said to be a key source of information and
guidance,

The fact that most ATOs did not perceive that TCs had, as yet,changed careers guidance
for young people requires careful interpretation. It is worth bearing in mind that there
is often a time-lag in the management of change between an initiative’s inception and
participants’ perceptions of tangible and positive outcomes. Another point worth
consideration is that all participants, including training providers, require updating on
careers guidance resourcing and enhancements.

5.6  Special Training Needs

Most of the ATOs interviewed reported that the advent of TCs had not increased
either the number of STN trainees taken on or the provision for STN trainees in
their organisations. It emerged that notall of the non-FE ATOs recruited STN trainees,
Their reasons included ‘our environment is not conducive’, ‘itis notin our contract’ and
the lack of financial incentive.

Some ATOs augmented Careers Service endorsements of STN young people with their
own assessment of applicants’ needs. This sometimes revealed basic literacy and
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numeracy problems and some ATOsmade extensive use of Wordpower and Numberpower
which were a valued enhancement to provision introduced through the pilots. ATOs
acknowledged the availability of ORF bonuses for the use of Wordpower and
Numberpower and noted that additional funding for STN trainees was more closely
related to the cost of training. However, they pointed out thatit was still a struggle to meet
the full training and support costs for this client group, especially if they could not easily
find work placements and were mainly class-based students requiring tuition. As a
result, some FE staff said that they had to be fairly selective and could not always afford
to recruit young people with considerable special training needs.

5.7 Impact of Training Credits

The evidence collected revealed that TCs had, in general, only a marginal impact
so far on the volume, variety, quality and structure of training provided by ATOs.
Indeed, several said that the volume (in terms of number of trainees trained) had
decreased because of alower demand resulting from the recession and increased staying-
on rates in full-time education. In particular, ATOs found it increasingly difficult to
obtain placements for their trainees. A few ATOs explained that they had curtailed the
variety of training they offered because of increases in college fees. Furthermore, a
minority of providers thought that certain adverse effects were partly attributable to TCs,
including an emphasis on outcomes at the expense of the personal development of
trainees.

The point was made that it was sometimes difficuit to differentiate the impact of
TCs from that of the introduction of NVQs. Some ATOs noted that TCs had
highlighted the need for certification. However, certain FE staff, careers officers and
LEA staff criticised the TCs-NVQ link because it constrained the range of training
provision that could be offered. Some courses, for instance, did not yet have appropriate
NVQ accreditation and sometimes there was no opportunity for progression due to the
absence of NVQ courses at a higherlevel. Although some FE staff claimed that they had
lost potential TC-users as a result, other colleges had recorded increased enrolments of
TC-users in year two of the pilot.

Whilst half of the ATOs surveyed in one area said that TCs had provided added value
to their training, in that they now offered a more clearly-defined training process,
providers in the other two areas did not think that the pilots had changed the organisation,
structure or system of their training approaches very much, Generally, ATOs welcomed
the introduction of TECs’ quality audit systems. Though these were starting to
have an impact, they had not yet enhanced the quality of provision greatly. Several
reasons were given for this: some were keen to stress that they already provided quality
training and others identified the introduction of NVQs and the development of theirown
internal review structures as maintaining ATOs’ commitment to monitorin g quality.
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As far as the impact of TCs on young people’s motivation to train was concerned,
in two areas there was little evidence of a positive effect whilst the third case study
revealed that half of the ATOs surveyed considered that TCs had made some
impact here. Three typical comments were: ‘They seem keener, ‘they were more aware
of training opportunities’, and ‘TCs have enhanced a sense of ownership of training’ .
TCs were also felt to be useful in reinforcing the motivation of those already looking for
training. Overall, few providers thought that TCs had, as yet, increased young people’s
confidence to negotiate or to identify their needs. For example, most interviewees felt
that it was unrealistic to expect 16 year-olds to bargain with employers. Training
providers’ perceptions that young people found it difficult to put into practice the

empowerment offered by T'Cs were similar to those of careers officers reported in
Chapter 4.

Whilst, according to ATOs’ perceptions, one TEC registered both the greatest impact of
TCs in terms of added value to training and young people’s motivation to train, it is
difficult to identify the reasons for this with any certainty.

Most ATOs did not believe that TCs had changed employers’ attitudes to training,.
Interviewees remarked that employers often seemed bemused by the proliferation of
innovations in the training field. They added that employers’ interest in TCs had been
blunted by a number of factors, including Tack of interest in having staff trained as
assessors’, ‘cuts to colleges which have resulted in knock-on increases in the price of
training” and the fact that the ‘costs were more than with YT'. Several providers were
cynical about the attitude of some employers, claiming that ‘they were looking to short-
term company aims, rather than long-term individual training’ . They observed also that
some ‘were more interested in extra money than extra fraining’. Interestingly, in one of
the areas, a few ATOs considered that smaller employers were ‘more willing to consider
structured formal training than larger companies’ .

There was a general consensus amongst training providers that the recession had
overshadowed the TCs pilot. They felt that, as a result, TCs had not been able to create
a training market, though some acknowledged that a system for makin g provision more
responsive to the training needs of young people and employers was gradually evolving.
Suggestions for improving TCs pilots included the following:

¢ Better resourcing for the training of STN young people.
¢ Linking TCs and NVQ marketing to employers.
¢ Computerisation of TCs claims procedures.

¢ Inter-TEC coordination as TCs go national.
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5.8 Evaluative QOverview

The following key findings and messages emerged from the evaluation of the involvement
of training providers in the TCs pilots:

¢ Participation and Partnership

Training providers were found to play a key role in the pilots by providin 14
approved training and helping to market TCs to employers. Whilst
providers felt adequately briefed on TCs and claimed to have good links
with TECs, they did not yet feel that they were fully part of a TC
partnership though they acknowledged that structures for liaison had
improved. The unanimous view was that participation in the pilots
involved a demanding administrative workload, though ATOs
acknowledged TECs’ efforts to reduce this aspect of their involvement.
Some suggested that computerisation would reduce this further. (Section
5.1)

Resourcing Issues

Training providers observed that the funding of young people’s training
had diminished but attributed this to national policies rather than individual
TC pilots. Non-FE ATOs noted that college fees for training courses had
increased. Whilst providers regarded output-related funding as essential
to their income-generation, they were concerned that it might act as a
disincentive to some ATOs recruiting young people with special training
needs or others who might find it difficult to achieve NVQ Level 2.
Trainers welcomed the application of output-related funding to Wordpower

and Numberpower but still suggested that the funding of training for STN
young people needed to be increased. (Section 5.3)

Training Plans

ATOs considered that the training plan process could be beneficial to
young people and inform the provision of training. The process was said
to be valuable but time-consuming if conducted properly, for example
including regular review sessions. There was some confusion about
whether training plans could, or should, be linked to action plans.
(Section 5.4)

Impact of Training Credits

According to training providers, TCs had as yet only had a muted effect
on careers guidance and the volume, variety, quality and structure of the
training they provided. The introduction of quality assurance systems by
TECs were generally welcomed and starting to have an impact. Overall
TCs were not perceived by ATOs as having greatly increased young
people’s or employers’ motivation to train, though they drew attention to
the constraints imposed by the current recession. (Section 5.7)




6. THE EMPLOYERS

A central focus of this chapter is an examination of the participation of employers in the
three TC pilots. This includes an investigation into the impact of this involvement on
their training provision and practices with regard to young people. In addition, Chapter
6 presents findings from the survey of employers who have not yet joined the initiative,
especially their awareness of TCs and their reasons for deciding not to participate in the
pilots. Where they arise, significant differences in employers’ responses according to
size, industrial sector and geographical location are discussed.

Details are provided in the Methodological Appendix of both employer samples. These
were stratified to include a two-thirds proportion of small employers (less than 25
employees) and one-third medium and large employers (25 employees or more), in order
to make the sample as representative as possible of the population of employers both in
each area and nationally. The achieved employer samples reflected the general
predominance of services tomanufacturing industries in the following ratios: participant
employers 71 : 29 and non-participant employers 80 : 20. Although there are no
comparable national statistics, it is worth noting that the most recent data available
(Summer 1992) on the classification of employees in Great Britain indicates that 71 per
cent work in service industries and 29 per cent work in manufacturing (Labour Market
Quarterly Report, 1993)

6.1 Recruitment of Young People

The relationship between employers’ recruitment of young people and the potential
incentives offered by TCs (or any other initiative) is complex because of the influence
and interaction of so many variables, including company requirements, the changing
needs of differentindustries and sectors and local labourmarket conditions. Accordingly,
when examining employers’ recruitment levels, it is worth bearin ginmind thatincreases
do not necessarily suggest that TCs are having a positive effect and vice versa.

The survey found that in both samples approximately 80 per cent of employers had
recruited four or fewer young people under 18 since Summer 1991, The survey also
showed similar patterns of responses from both groups concerning their recruitment
practices in 1992 compared with 1991. As Table 16 indicates, a majority of employers
in each sample said that their recruitment of young people durin g this period had either
stayed the same or gone down.,
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Table 16: Employers’ recruitment of young people under 18 in 1992 compared to 1991

Participants Non-participants
Response Number % Number %
Gone up 25 16 26 17
Stayed the same 77 48 63 43
Gone down 46 29 45 30
Not sure 7 4 14 9
Not applicable 5 3 - -
Total 160 ;100 150 100

A single-response question
Missing data = | (non-participant)

Due 1o rounding errors, percentages do not sum to 100%

Not unexpectedly, comments from employers suggested that the recession and the
survival imperative were the main reasons explaining their general reluctance (o
increase the recruitment of young people. Data analysis revealed significant
relationships between the recruitment practices (1991-92) and size amongst employers
paticipating in TCs. A larger proportion (55 per cent) of small employers compared to
medium/large employers (34 per cent) said that their recruitment of young people had
stayed the same. Interview data suggested that this finding was probably explained by
small employers’ overwhelming concern to remain profitable in the face of financial
constraints. This was also linked to their having fewer resources than larger firms to cope
with contingencies.

The vast majority of participating employers {92 per cent) claimed that the introduction
of TCs had not affected their recruitment decisions since Summer 1991. Again, this was
probably largely explained by the overall economic situation rather than a reflection on
the usefulness of TCs per se. The evaluation revealed that a greater proportion of this
employer sample had employed-status TC-user young people (71 per cent) than had
those doing a work placement (29 per cent).

Employers participating in TCs were asked whether they were more attracted to
recruiting young people through YT, TCs or neither of these alternatives. Figure 1
below shows that whilst employers regarded TCs as a slightly more attractive
recruifment mechanism than YT, the majority (62 per cent) favoured neither
alternative or were not sure:
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YT (Youth Training)

Figure 1. Participant employers: Preferences in the way they recrult young people

Training Credits

Neither

Not sure

N/A

¥ 16 20 30 40
Percentage of Respondents
Number of Respondents = 159

The findings illustrated by Figure 1 suggest that, in the current economic climate,
approximately one-third of respondents were not convinced of the relative advantages
of YT and TCs. The issue of employers’ awareness of TCs is addressed in Section 6.3.

6.2 Views on Careers Education and Guidance

An emerging message for TECs, Careers Service personnel and schools was that those
employers in both samples who did not view the adequacy of careers education and
guidance very favourably, were least satisfied with it in terms of giving young people
effective job seeking and interview skills (see Appendix table A45). Interestingly, a
significantly greater proportion of mediumy/large employers than of small employers felt
that careers guidance was inadequate in this respect. The perceived lack of these skills
may be partly explained by the tendency for the more able potential job seckers at 16 to
stay on in full-time education; this has generally increased during the last three years.

There were significant differences between manufacturing and service sector
employers coneerning the adequacy of careers education and guidance in terms of
giving young people an understanding of the importance of training. Service sector
employers were more likely to consider that careers education and guidance was
adequate in thisrespect. This difference in perception may be explained, to some extent,
by a more widespread tradition of training in manufacturing (previously based on
apprenticeships) which has raised employers’ expectations.

As indicated in Appendix Table A35, just under one-third (32 per cent) of

participating employers felt that TCs had affected careers education and guidance
for young people ‘a great deal’ or ‘quite a lot’. Itis worth taking into consideration
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two points when interpreting this finding: first, over one-quarter (26 per cent) of
respondents were not sure what impact TCs had had in this respect and, second, it will
take time for TEC investments designed to enhance careers education and guidance to
change practices and behaviour. A significant difference emerged in the responses of
small and medium/large employers on this issue. A much greater proportion of mediumy/
large employers said that TCs had had noimpacton careers education and guidance. This
is difficult to explain, but may be partly accounted for by medium/large employers
generally having greater exposure tocareers education and guidance through involvement
in careers conventions and careers presentations in schools and therefore having more
opportunities in which to judge any impact of TCs.

6.3 Marketing, Awareness and Understanding of Training
Credits

The case studies found that TECs used a range of mechanisms and media to market TCs
to employers. TC marketing included direct mailings, radio and cinema advertising,
poster campaigns, telemarketing, promotions, presentations and meetings. One TEC
was in the process of setting up sector groups (where employers in individual sectors,
such as printing, could get together) which staff felt could be a useful conduit for
marketing materials. As Chapter 5 explained, training providers also played a role in
informing employers about TCs. It should be noted that one of the TECs had tended to
continue to use the name YT, which was locally well-regarded as a programme, as a
vehicle to market TCs which led to confusion amongst a few employers when asked
about TCs. In these cases, a not applicable response was recorded.

6.3.1 Employers participating in Training Credits

Table 17 shows that TEC publicity materials, young people (recruits and trainees) and

arange of other mechanisms were the main sources providing employers with information
on TCs:

Table 17: Sources of information about Training Credits identified by participant

employers
Respondents

Response Number P
TEC publicity materials 44 36
Young people, recruits and trainees 35 28
Oral presentations from TEC 9 7
Careers Service 8 7
Media coverage 7

Other 43 35
Total 123

A muliiple - response question
Missing data = 37
Employers could give more than one response, so percentages will not sum e 100%.
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It is interesting to note the instrumental role played by voung people themselves in
raising employers’ awareness of TCs. This suggests that some employers are informed
about the pilot and how it works through the process of young people usin g their TCs as
an employee or on placement. The most frequently cited sources of information in the
‘other’ category were local colleges and other training providers, including youth
training coordinators.

AsFigure 2 shows, less than one-fifth of the TC-user employer sample (19 per cent) had

noticed any changes to the way TCs had been marketed to employers during the last 12
months:

Figure 2: Participant employers: Any changes in the way Training Credits have been
marketed to employers over last 12 months?

Yes

No

Donr't know

N/A

0 10 20 30 40 50 60
Percentage of Respondents
Number of Respondents = 160

The figure indicates that whilst justless than half (47 per cent) of the respondents claimed
that there had been ‘no changes’, nearly one-third (32 per cent) said that they “didn’t
know’. These responses are probably partially explained by a decline in the marketing
of TCs after the initial vigorous attempts by TECs to promote the pilots. When those
employers who had indicated that there had been changes made to the marketin gof TCs
(30 cases) were asked if these changes had enhanced the promotion of TCs, the most
frequently made comment (30 per cent of respondents) was a neutral one: the changes
had not made anything clearer. However, the other most frequently mentioned effects
were a general increase in information on TCs (20 per cent), improved quality of
information (17 per cent) and a perception that staff were now more informed about TCs
(10 per cent).

These findings suggest that there is still room for improvement in the marketing of
TCs to employers. This view is corroborated by evidence presented in Figure 3 which
shows that the proportion of those participating in TCs who said that they did not fully

understand how the current TC pilot operated was greater than the proportion who said
that they did know:
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Figure 3. Participant empioyers: Understanding of how Training Credits operate with
regard to employers

Yes
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N/A
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Percentage of Respondents

Number of Respondents = 160

This suggests that there is a case for reviewing promotional activities for this client group
and a case for finding out on what aspects of TCs they would like further clarification,
When the survey asked about areas requiring clarification, the two most frequently

mentioned requests were for more specific information about TCs and/or an overview
of how their local TC operates.

Although the findings above point to a need to improve employers’ understanding
of TCs, a large majority (85 per cent) reported that the pilots’ procedures were
relatively easy to use as Table 18 indicates:

Table 18: Employers’ views on the ease of use of Tralning Credit procedures

Response Number %
Very easy 83 53
Fairly easy 50 32
Not very easy 9 6
Not at all easy 12

Not applicable 3 2
Total 157 100

A single - response question
Missing data = 3

Due to rounding errors, percentages do not sum to 100%

These positive findings may be largely explained by two key factors: TECs’ efforts
to make TC procedures easy to follow and use; and the role played by training
providers who, as Chapter Srevealed, often undertook a lot of TC-related administration
for employers. The most frequently mentioned reasons given by employers for TC
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procedures being not very easy to use were problems with communication, such as no
one to answer queries, not being told what is going on and too much paperwork or
administration.

6.3.2 Non-participating Employers

The survey endeavoured to find out what, if anything, employers not involved in the
schemes know about TCs. As Table 19 shows, half of the sample said that they were
aware of the TC pilot being run by their local TEC:

Table 19: Non-participant employers’ awareness of local Training Credit pilots

Response Number %
Yes 75 50
No 69 46
Don’t know 7 5
Total 151 100

A single - response question
Missing data = 0
Due to rounding errors, percentages do not sum to 100%.

It is worth noting that the 1991 evaluation found that between 30 and 50 per cent of the
employers interviewed in the first year of the 11 pilots were aware of TCs.

The figures presented in the table suggest that whilst the penetration of marketing
strategies had been reasonably successful, there was still a sizeable minority of
employers who remained unaware of TC pilots. Further data analysis revealed
significantdifferences between the TC awareness of small and medium/large employers.
Justover 60 per centof medium/large employers were aware of TC pilots, compared with
44 per cent of small companies. As stated in Chapter 2, the difficulty of contacting and
informing small firms was confirmed by TEC personnel and this would appear to be a
key challenge in the future development of the pilots. It is worth noting here that
employers’ awareness of the TC pilot was significantly less (26 per cent) in the area
where the marketing of TCs was subsumed under the promotion of YT, than in the other
two areas (where 67 per cent and 56 per cent respectively were aware of TC pilots).

TEC publicity materials were the most frequently cited source of information on TCs by
those employers who were aware of the TC pilot. Other identified sources were oral
presentations by the TECs, media coverage, and young people (recruits and trainees)
local employer groups and the Careers Service. Figure 4 shows that over half of the
respondents did not fully understand how the local TC pilot operated.
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Figure 4. Whether non-participant employers undersiand how the Training Credits
scheme operates with regard to empioyers
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The pattern of responses suggested that although TECs face a continuing challenge in
explaining to employers how pilots work, they can build on progress made (just over one-
quarter said that they understood how the local pilot operated). When asked on which
aspects of TCs, as they related to their establishment, employers wanted clarification, the
main response was a blanket request for more information on all aspects.

Just over one-third (35 per cent) of the non-participant employers who were aware of the
local TC pilot said that they fully understood how it operated with respect to employers.
There were no significant differences in employers’ understanding of TCs when cross-
referenced with size, sector, or geographical location. The three most frequently cited
reasons for employers not joining or getting involved in the TC pilots were as follows:

) The recession, financial constraints, no vacancies (22 per cent).

¢ Existing training procedures work well - no need to change (19 per cent).
¢ Employer runs own training scheme (12 per cent).

This suggests that employers had not joined the pilots because they were critical of
TCs, but rather, were reluctant to do so either because of satisfaction with current
arrangements for training their young employees or because of recessionary
constraints on recruitment. As Table 20 shows, over half of the employers who were
aware of the local TC pilot were not sure if they were going to join it.

Table 20: Employers’ intention to join Training Credit pilot

Response Number %
Yes 24 26
No 20 21
Not sure 50 53
Total 94 100

A single - response question
Missing data = 57
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The table indicates that with over one-quarter of respondents expressing an intention to
Join TC pilots, there is a base on which to launch further marketing strategies to explain
the advantages of TCs to the large group of employers who are, as yet, undecided. There
were no significant differences in employers’ intentions to join TC pilots when cross-
referenced with size, sector or geographical location.

When asked if there was anything which would attract their company or establishment
to join or get involved in the local TC pilot, the most frequent responses given by those
employers who were aware of TCs were as follows:

4 Nothing at present (18 per cent).

¢ Greater flexibility and responsiveness to individual needs of employers
(15 per cent).

¢ An improvement in the economic situation (14 per cent).

¢ Increased financial incentives (11 per cent).

The main message here for TEC policy-makers, including those staff responsible for
marketing, is that some employers might be willing to become involved, providing they
gotreassurance that TC pilots would be flexible enough to meet their needs. Convincing
employers that adopting TCs is in their long-term financial and staff development
interests, which will help them respond to increased demand once the recession is over,
is another key message for TECs.

6.4 Impact of Training Credits

The evaluation found considerable uncertainty about action plans and their usefulness
in helping to decide what training young staff should receive among those employers
involved in the pilots. As Table 21 indicates, whilst just under one-quarter of
respondents thought action plans were ‘very’ or ‘fairly useful’, approximately one-third
said that they did not know and a sizeable minority (30 per cent) were unable to give an
answer because they had not seen or heard of action plans:

Table 21: Participant employers’ views on the usefulness of Action Plans In deciding
young people’s training.

Response Number %
Very useful 14 9
Fairly useful 23 15
Not very useful 13 8
Not at all useful 8 5
Don’t know 53 33
Not applicable (not seen action plans) 48 30
Total 159 100

A single - response question
Missing data = |
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‘The lack of employers’ knowledge about action plans, which is illustrated in the table
above, is largely explained by their lack of exposure to them since school leavers do not
always use them in the workplace. As discussed in Chapter 3, the role of action plans
requires clarification. If partnersin the pilots decide that action plans should be used
toinform young people’s training, then school-leavers will need further briefing on
how to present their plans to employers and other training providers.

Employers’ responses on training plans were much more positive. As Table 22
indicates, a majority (68 per cent) reported that some orall young TC-users had a training
plan which outlined the training which they were going to follow:

Table 22: Participant employers’ responses on whether young people have Training

Plans.
Response Number %
Yes, all TC-users do 100 63
Yes, some TC-users do 8 5
No 32 20
Not sure 18 11
Not applicable 1 1
Total 159 100

A single - response question
Missing data = 1

TECs are contractually obliged to ensure that all TC-users have training plans. The table
shows that nearly one-third of respondents either said that their TC-users did not have
training plans or were not sure. Although all TC-users should have training plans, it may
be that some had not been involved in drawing one up as yet or that training providers
had taken responsibilty for safekeeping training plans.

The majority of empioyers (64 per cent) reported that TCs had not had any impact
on the amount of resources (including direct and indirect costs) spent by them on
the training of staff under 18 between Summer 1991 and Summer 1992, whilst 25
per cent said that it had resulted in some change. Table 23 presents the findings:

Table 23: Participant employers: Perceptions of whether Training Credits have had an
impact on training expenditure 1891-1892.

Response Number %
Yes, 40 25
No 101 64
Don’t know 15 9
Not applicable 3

Total : 159 100

A single - response question

Missing data = 1
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The muted impact of TCs on employers’ training expenditure may be partly a result of
the recession, which will tend to inhibit companies’ spending on any particular activity.
Interestingly, a majority (57 per cent) of those employers who indicated that TCs had
made an impact on their training expenditure (but only 18 per cent of all respondents),
said that it had encouraged them to spend more resources than usual. Approximately 10
per cent of this group, however, said that TCs had encouraged them to spend fewer
resources than usual and a further 22 per cent reported that their overall funding of

training had not changed. Presumably, in these last cases, some redistribution of funds
may have taken place.

A minority (11 per cent) of employers reported that the type of training received by TC-
users was different from that received by other young staff in their establishment or
company. The most frequently mentioned differences were as follows:

¢ TC-users given a broad overview of the industry as well as specific trainin g
for the job (41 per cent).

¢ TC-users spend more time at college (24 per cent).

¢ The areas of training and study are different for TC-users (24 per cent).

The datacollected indicated that the majority of employers (62 percent) trained both TC-
users and other staff under 18 for the same types of qualifications. City and Guilds and
BTEC were the two main qualifications TC-users were expected to achieve at the end
of their training. One-quarter of the sample also mentioned subjects or areas of trainin g
but were not able to identify the qualification.

The evaluation found that TCs had not had a major impact in four key areas of
employers’ training activity. A minority of employers revealed that TCs had to some
degree increased or enhanced the following (see Appendix Table A40 for more details);

¢ Volume of training [i.e. the amount of training in terms of numbers of people
trained or the time allocated to training] (27 per cent).

¢ Variety of training (21 per cent).
¢ Quality of training (31 per cent).

¢ Structure or system of training (41 per cent).

The pattern of responses indicates that, although limited, the main impact of TCs
was in making young people’s training more structured or systematic and improving
the quality of training. This suggests that TECs’ contracting and quality control
mechanisms were beginning to bring about changes in the organisational aspects of
training, but notin the volume or variety. The issue of deadweight - the extent to which
the real impact of the pilots is reduced as a result of some young people and employers
joining the pilots to gain funding for training which they would have undertaken anyway
-isdifficult to assess, particularly in the current economic climate. Whilst the evaluation
did not yield sufficient evidence to enable definitive conclusions to be drawn on this
issue, it is worth noting that (as Appendix Table A44 indicates) employers considered
the main benefits to them of TCs to be financial rather than training-related.
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The evaluation found that only one per cent of the TC-user employer sample had
recruited more young people with special training needs as a result of the pilots. The
majority said that there was no change, were not able to respond as they did not normally
recruit young people with special training needs, or did not know. Of the minority (13
employers) who had young staff with special learning difficulties or training needs, only
two employers felt that these staff would be more likely to get a job on completing their
training as a result of TCs.

6.5 Benefits to Young People

As Appendix Table A41 shows, employers identified a wide range of benefits to young
people, of which the most frequently mentioned were:

¢ A job with training (21 per cent).

¢ Increased job prospects (19 per cent).

¢ Personal development (10 per cent).

4 Availability of training (9 per cent).

¢ Training leading to accredited qualifications (9 per cent).
¢ Improved motivation (8 per cent).

¢ Comprehensive training and education (8 per cent).

It isinteresting to note that employers thought young people would benefit not only
in terms of jobs and training but also (to a lesser extent) through enhanced personal
development and motivation. Confidence isakey aspectof young people’s development
and this was explored further when employers were asked if, by comparing young staff
with and without TCs, they thought TCs increased confidence to discuss with adults the
kind of training they wanted. Employers’ responses revealed an even split between those
who did and did not believe that TCs boosted young people’s confidence (35 per cent
respectively), with the remainder not sure or not able to provide an answer. This suggests
that, as with the teachers (see Chapter 3), many employers remained unconvinced that
young people had the confidence to exploit the empowerment TCs offered them to
negotiate the training they wanted.

Employers were also evenly split (40 per cent giving positive and negative answers
respectively) on whether they thought that TCs increased young people’s ability to
identify the kind of training necessary to meet their needs. Likewise, this finding
suggests that employers were by no means wholly convinced that young people’s
empowerment was effective in terms of their identifying their own training needs.
Interestingly, a significantly larger proportion of small employers than medium/large
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employers claimed that TCs increased ability to identify training needs, which may be
explained by the fact that larger employers were more likely to have an infrastructure to
help young people to decide what their training needs were.

Employers’ views on how, if at all, TCs had affected young people’s attitudes to
training and employment were mixed and rather complex. As Appendix Table A43
shows, whilst the most frequently mentioned positive responses were increased motivation
and recognition of the importance of training, employers also gave some negative
responses, including the perception that young people were more cynical now about
training and employment. These findings suggest that whilst some employers considered
that TCs had increased young people’s awareness of and their motivation to take up
training, others had reservations about the impactof TCson their attitudes. Forexample,
a few felt that TCs might enhance young people’s expectations, only for them to be
dashed by recessionary constraints on the opportunities available to them.

6.6 Benefits to the Company

Finally, employers identified a range of benefits gained by them from the TC pilots. The
most frequently mentioned benefits by the 148 employers who gave an answer were as
follows (see Appendix Table A44 for more details):

¢ Financial, including help with paying for training (25 per cent).

¢ Supply of young trainees on placement from ATOs o the company (14 per
cent),

b Increased motivation of young people (7 per cent).

¢ Better standard of applicants for jobs (7 per cent).

These responses show that employers perceived benefits for them to be mainly in
terms of finance or an enhanced supply of young people. This finding, and the failure
to mention the potential for increasing the skills of their workforce and for improving the
quality of their organisation, suggest that employers identified benefits in the short-term
rather than the medium to long-term. It is also worth noting that about two-thirds of
respondents identified benefits and the remainder either did not know or said that they
received no benefits from their involvement in TC pilots, There would appear to be a
need for TEC policy-makers, including marketing personnel, to identify the main
benefits at the local level and explain these to the employer community.
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6.7 Evaluative Overview

The following key findings and messages emerged from the evaluation of the involvement
of employers in the TC pilots:

¢ Recruitment

Less than one-fifth of the employers interviewed had increased their
recruitment of young people under 18 between 1991 and 1992, The
advent of TCs had made virtually no impact on employers’ decisions to
recruit young people, which instead were influenced largely by the
recession. Not surprisingly, employers said that an economic upturn
would be the main encouragement to increased recruitment. Whilst the
majority of employers participating in TCs said that they were not using
either TCs or YT as arecruitment mechanism, a slightly larger proportion
favoured TCs. (Section 6.1)

¢ Marketing, Awareness and Understanding of Training Credits

TEC publicity materials and young recruits and trainees were found to be
the main sources of information about TCs, though training providers
also played an important role in the marketing process. Only about one-
fifth of participant employers had noticed any changes in the marketing
of TCs in the second year of the pilots. Whilst changes were said to have
increased the amount and quality of materials, this had not led to
enhanced clarity of information on TCs. Only two-fifths of participant
employers said that they fully understood how their local pilot scheme
operated with regard to employers, though over four-fifths reported that
TC procedures were ‘very’ or ‘fairly easy’ to use. Half of the non-
participant sample were aware of TC pilots and nearly 30 percent of these
employers intended to join the initiative. The recession (no vacancies)
and satisfaction with present training provision were the main reasons for
not wanting to join. The findings suggest that there is a need for TECs
to continue to enhance their marketing of TCs, especially to small
companies, whose awareness of pilots was less extensive than medium
and large establishments. (Section 6.3)
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¢ Training Resources, Provision and Practices

All the evidence collected indicated that the introduction of TCs had not
yet had a major impact on employers’ resourcing and provision of
training for young people between 1991 and 1992. The impact of TCs
was not found to be significantly related to the size, sector or geographical
location of employers. Firstly, about 18 per cent of participant employers
said that TCs had encouraged them to spend more resources than usual
on the training of young people. Secondly, most employers reported that
there was no difference in the type of training received by young people
with or without TCs. Thirdly, TCs had not greatly affected the volume
and variety of training provided by employers, though there was some
indication that they were beginning to bring about chan ges, albeit limited,
inthe quality and structure of the training provided. Itis worth notin ghere
that 68 per cent of participant employers reported that some or all of their
young people with TCs had training plans. The evaluation found that TCs
had not encouraged employers to recruit more people with special
training needs. When interpreting the overall rather muted impact of TCs
on the training of young people to date, it is important to bear in mind the
considerable constraints of the current severe economic recession and to
realise that though the pilots are fully operational, TECs are still developing
and fine-tuning them. (Section 6.4)

Benefits of Training Credits

Employers identified a wide range of benefits which they felt TCs offered
young people. They thought that users would benefit mainly in terms of
gaining greater access to jobs and training but also, to a lesser extent,
through enhanced personal development and motivation. Just over one-
third (35 per cent) of employers perceived that TCs had increased young
people’s confidence to discuss with adults the kind of training they
wanted or their ability to identify the type of trainin gthat would meet their
needs. This suggests that the majority of employers still remained to
some extent unconvinced that TCs were effectively empowering young
people. Employers were also uncertain as to how, if at all, TCs were
affecting young people’s attitudes to employment and trainin g, although
some felt, for example, that young people were becomin g more aware of
the importance of training.

Employersidentified several advantagesresulting from theirinvolvement
in TC pilots, including financial benefits, and, to a lesser extent, a better
standard of, and more motivated, job applicants. It would seem advisable
that TEC policy-makers, including marketing personnel, review the
benefits accruing to employers from their participation in the pilots and
make these moreexplicitin promotional strate gies and materials. (Sections
6.5 and 6.6).
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7. YOUNG PEOPLE AND TRAINING CREDITS

The previous chapters in this report have focused on the structures and processes
involved in implementing three different TC models, as well as on the roles and
experiences of the various partners. In this chapter we turn our attention directly to those
for whom the TC schemes were developed - the youn g people - and review the research
evidence which has been collected on their knowledge about TCs, their take-up of credits
and participation in the schemes and their views and experiences as TC-users. In
addition, the chapter will consider the impact of TCs on young people and how far the
pilots have empowered them, enhanced their entitlement to training, changed their
post-16 plans and, by these means, helped to create a market place for training.

The main data source on which this chapter is based is the survey results from TC-users
(731 questionnaires). Their responses are set in the context of those from young people
still in full-time education whoare in Year 11 (766 completed questionnaires) and Years
12/13 (162 questionnaires). An analysis of variance technique was used in order to
assess whether there were any significantly different responses received from different
groups of young people in the three TEC areas. If this was consistently so, attempts were
made to see whether these differences could be explained in terms of variations in local
policy and practice. The quantitative information is supplemented with interview data
gathered from 73 young people with special needs and information from a small number
of eligible young people who were not TC-users. This last group was very difficuit to
contact and the information is illuminative, rather than representative.

7.1 Young People’s Knowledge and Understanding of Training
Credits

As we have seen earlier, an awareness that TCs exist and an understanding of what they
are, what their benefits will be and how to access them, are key pre- requisites before they
can be taken up and used effectively by the young people for whom they have been
desi gned. The findings from school students relating their knowledge and understanding
of TCs has already been discussed in Chapter 3. These findings are briefly revisited in
order to provide a comparison with the knowledge and experience of TC-users.

Ananalysis of the student data from those in Years 11, 12 and 13 at school suggested that,
during the first half of the academic year, awareness and knowledge levels about
TCs amongst school students were moderate. It was clear that even if students had
a general awareness about credits, they lacked a deeper knowledge of how to use them.
It must be presumed that many schools were leaving their main awareness-raising and
guidance activities until at least the Spring term. The findings also indicated that young
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people were very dependent on the schools for the information they werereceiving about
TCs, since the schemes had not yet become sufficiently established for information to
be circulating around the community.

It also emerged that some of the main messages of TCs - that they can entitle and
empower young people to obtain training after age 16 - were being absorbed by the
majority of students who had heard about the schemes, even though they might not
have a very clear idea of what these ideas might mean. Some of the more complex
messages, for example about quality training only being available through approved
training provision, had not yet been fully understood.

Training Credit users who had, of course, completed the full cycle of careers education
and guidance provided during Years 11 and, for some, Years 12/13, were asked toreflect
back on the help which they had received at school with their post-16 planning. The
findings showed that a high proportion of TC-users (78 per cent) were very or partly
satisfied with the overall level of careers help provided by schools. As a strategy for
helping them make their post-16 choices, individual careers discussions with careers
staff or other teachers were felt by the majority to have been, at least partly, beneficial
in this process and rather more so than action planning, whichis a central partof Training
Credits (see Appendix Table A57).

As Appendix Table A58 shows, the majority of TC-users, like students still in
full-time education, had heard about the credits from a careers officer (74 per cent)
and/or teacher (43 per cent), with rather fewer (21 per cent) hearing about them from
a college or training organisation. Other sources were all relatively unimportant, thus
emphasising the need to market the schemes effectively in schools and to give careers
officers and teachers adequate materials with which to inform students.

Itwas also interesting to find, as the first part of Figure 5 overleaf shows, that onl y about
a third of TC-users knew enough about either what TCs were when they left school
or college, or how to get and use them. Whilst, not unexpectedly, the users’ knowledge
and understanding of TCs was better than amon gst students of Years 11, 12 or 13, there
were still about 40 per cent who were only partly informed by the time they left school
and about a quarter who were very ill-equipped to take the next step.

The second part of the figure reveals that, while the knowled ge levels were higher after
having a degree of direct experience of the pilots, there were still some young people who
had gaps in their knowledge about TCs and scheme procedures. Most were of the

opinion, however, that the schemes were quite easy to gain access to and the credits easy
to use.

As stated before, the information from both students and credit users in dicates that

TEC marketing departments, schools and Careers Services still have some way to
go in informing young people adequately about the schemes. It is noteworthy that
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students with the highest knowledge base about TCs tended to be the ones that had
received talks and/or written information on TCs from careers officers and teachers.
Interviews with teachers in the three areas emphasised the need for information to be
clear, up-to-date and not overtly glossy so as to engender cynicism amongst students and
teachers. Several teachers mentioned that they would like more information which
explained the philosophy behind TCs and gave case studies of young people’s experiences
of using their credits. One or two also mentioned the need for material which could be
given to, or used with, parents.

Figure 5. Training Credit users’ knowledge about Training Credits

ON LEAVING SCHOOL

Knaw nature of TCs?

Knew how to get TCs?

NOW
Know about TCs?

TCs easy to use?

Percentage of Respondents

ﬂYes Partly No

727 TC Users responded o at least one part of this question.

The second part of the figure reveals that, while the knowledge levels were higher after
having a degree of direct experience of the pilots, there were still some young people who
had gaps in their knowled ge about TCs and scheme procedures. Most were of the
opinion, however, that the schemes were quite easy to gain access to and the credits easy
1o use.

As stated before, the information from both students and credit users indicates that
TEC marketing departments, schools and Careers Services still have some way to
go in informing young people adequately about the schemes. It is noteworthy that
students with the highest knowledge base about TCs tended to be the ones that had
received talks and/or written information on TCs from careers officers and teachers.
Interviews with teachers in the three areas emphasised the need for information to be
clear, up-to-date and not overtly glossy so as to engender cynicism amongst students and
teachers. Several teachers mentioned that they would like more information which
explained the philosophy behind TCs and gave case studies of young people’s experiences
of using their credits. One or two also mentioned the need for material which could be
given to, or used with, parents.
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7.2 Differences Between TEC Areas and Student Groups

The analyses showed that there were often significant differences in the knowledge
and understanding of young people about TCs in the different areas. There were
some indications that these differences were, at least in part, associated with differences
inlocal practice since young people were often quite consistent, across a series of related
questions, in their judgements about themselves and the schemes. There were, however,
also differences between the knowledge and reactions of the various groups of young
people surveyed (Year 11 students, Years 12/13 students and TC-users). This suggests
that, whilst differences in perception may be due to differing experiences of TCs, they
may also be due to differences in the composition of each group and/or to changes in the
schemes since they began. All these are likely.

Some of the key similarities and differences between the different groups of students and
TEC areas are highlighted below. Young people in ali of the three groups surveyed
showed a similar pattern of response to a series of questions about their knowledge
of local opportunities and how they made their post-16 choices (see Appendix Tables
A5, A15 and A56). Years 12/13 students and TC-users, not surprisingly, had a better
overall knowledge than the younger students. The knowledge levels of TC-users on a
number of criteria are depicted in Figure 6 and are described below:

Figure 6. Training Credit users’ knowledge about career options
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727 TG Users responded to at least one part of this question.
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¢ In comparison with Years 12/13 students, who were of a comparable age
group, TC-users were much better informed about:

—  which jobs do and do not offer training (41 per cent of TC-users said
they knew quite a lot or a great deal, as compared with 26 per cent of
the Years 12/13 group),

- focal training schemes (55 per cent of TC-users, compared with 19
per cent of Years 12/13,)

- local jobs and careers (54 per centof TC-users, compared with 44 per
cent of Years 12/13).

- how to negotiate about the courses, training and jobs wanted (53
per cent of TC-users, compared with 45 per cent of Years 12/13).

¢ Years 12/13 students were better informed than TC-users about study
opportunities in further and higher education.

¢ There were no consistently significant differences between case-study areas
in the proportions of young people who knew how to choose, find out about
and secure post-16 options. This suggests that schools were reasonably
uniform in the amount of attention given to these aspects. Inter-TEC
differences did occur in young people’s knowiedge of local post-16
options. suggesting that there were variations in the dissemination of
information.

One TEC did consistently well in terms of the knowledge of Year 11 students and
TC-users about post- 16 options and, in their view, of the amount of assistance given to
them by schools with career planning and in learning about TCs. It also did significantly
better than the others in the proportions of Year 11 students who had heard about TCs,
had a good level of knowledge about TCs and, crucially, the proportions who were
intending to use them. However, this same TEC did significantly worse than the others
in the level of knowledge of its Years 12/13 students about TCs.

A second TEC did significantly worse than the others in the information given to Year
1T students about TCs and rather worse in terms of the talks provided. Its schools also
did a little worse in providing explanations and information about what TCs are and how
to use them. As stated above, this was the TEC in which school staff felt that TEC
marketing of TCs had fallen off in the second year of the scheme and, interestingly, the
Years 12/13 students (the ones who had been recipients of information on TCs when in
Year 11) gave a more favourable account of the information provided. This TEC
performed averagely on the other knowledge and TC-related questions answered by its
students and TC-users.

Interestingly, both Year 11 students and TC-users in the third TEC had a significantly
poorer knowledge about post-16 opportunities in their area and felt that they had not
received as much careers help from their schools as those in other areas. The TEC also
did significantly worse in the proportions of credit-users who felt that they lacked
knowledge now and when they left school about TCs and how to use them. Years 12/
13 students in this TEC area, however, were often significantly more positive in their
local careers knowledge and responded on a par with the others on other items about their
knowledge about TCs and their intention to use them.
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Whilst some of the inter-TEC and inter-group differences are hard to explain and must
be the inter-action of arange of variables, the above findings do suggest a link between
being generally well informed about focal opporiunities, being knowledgeable
about Training Credits and wanting to take part in the schemes. They also suggest
that relative to other groups, TC-users had a better knowled ge and understanding of local
training opportunities and how to negotiate them and that this may be a real outcome of
the enhanced guidance and counselling which they may have received.

In the next section, the analysis moves on to explore the complex area of young people’s
take-up and participation in the three TC pilots. The analysis of this crucial area was
impeded because of discrepancies between information provided by the TECs, the local
Careers Services and the ED’s own statistics. Problems of differing data collection
criteria, methods and data-collection periods seem to lie behind these discrepancies.

7.3 Take-up and Participation

It has already been seen that TCs are issued when young people complete an action plan
with a careers officer or an application is made to the TEC. Young people take up a credit
when they register with an approved training provider and complete a training plan.
Comparable information on issue and take-up rates by young people in Training Credits
for 1991 and 1992 across the three TECs is available from the Employment Department’s
ongoing collection of management information from all participating TECs. Some
summary figures are given in Table 24 for the three case-study areas and nationally for
the 11 pilots. They cover the period April to November, 1991 and 1992 (not a full year),
since this is the only timespan for which comparable figures are available. The table
shows that by November, 1991, there were 12,520 TC-users in training in England and
Wales and by November, 1992, the numbers had grown to 26,120 in England alone.

Table 24: Participation by young people in Training Credits

AREA Number Number Number Total Number
Issued Started Leavers in Training

First TEC 890 1,060 880 2,440
(6,540) (1,615) (1,110)

Second TEC 1,175 1,605 675 2,590
(3,995) (1,875) (1,300)

Third TEC 865 1,550 750 1,940
(2,395) (2,205) (1,245)

National 19,080 18,860 10,040 26,120

(11 pilots) (26,180) (14,660) (12,520)

Source: Employment Department, based on TEC returns.

Rounded numbers of issues, starts and leavers between April and November Jor both 1991 and 1992 and total
numbers as of November 1991 and 1992, (All the figures given are provisional): 1991 figures are in brackets and
are for England and Wales; 1992 figures are for England only,

‘Starss’ includes those refusing their credit for a second or subsequent period and “leavers’ includes those leaving

one provider.
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1t is clear from the statistics given in the table that there were generally many more
cards issued in 1991, than there were starts. Whilst the data provided by individual
TECs and the ED differed in the extent of this gap (and ED figures for one TEC area are
unusually high and do not match the magnitude suggested by local data), all the figures
showed the same pattern. In part the differences can probably be explained by initial
differences in issuing policies and over-estimates of need, with youn g people changing
their minds about their post-16 destinations after being issued with a credit. The
differences can, however, also be explained by the fact, corroborated by both local
interview information and the ED’s 1992 statistics, that many cards issued in 1991 were
not taken up until 1992,

One explanation may be that late TC entrants have either been on one-year full-time
education courses, been in jobs without training which have ceased or with which they
have been dissatisfied, or they have not actively been seeking training and work. There
has also been some suggestion that the discrepancy may also be due to the fact that TEC
databases are still being sorted out and are sometimes several months out of date in
recording and ratifying the data on issues and take-up.

The 1992 data from the ED (and TEC/Careers Service information; not shown), suggests
that there are fewer TCs being issued in 1992 and there is a smaller margin between
the issue and take-up of TCs in the current year. The lower issue numbers may be
due to increased staying-on rates or the fact that there is a better match between
anticipated and actual need. A third factor put forward in one TEC report was that, when
TCs were launched, there was an initial ‘sweeping up’ of young people who had been
awaiting the availability of appropriate provision. While the reduced margin between
issues and starts is undoubtedly due, in part, to lower demand and delayed starts from last
year, the pattern of issues and starts since April 1992 indicates that young people may
be more eagerin this second year to take up their credits without much delay. Therecould
be several reasons why more young people are doing this:

¢ They may have clearer intentions and higher motivation towards usin g TCs,
which may be an outcome of better marketing or information and/or more
effective careers counselling and action planning,

¢ Therecession andlack of alternatives to taking up TC places. The proportions

of non-employed TC trainees to employed status TC-users is higher in 1992
than in the previous year.

¢ More effective administration of the scheme and recording of throughput
information by the TECs in 1992 may also be a factor.

Another interesting feature of the data is that there appears to have been a
significant number of leavers from each TC scheme. In factin one TEC this amounted
to over 80 per cent of the 1992 starts and was 42 and 48 per cent in the other TECs.
Nationally, there have been no less than 10,040 leavers, although the term ‘leavers’, as
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seen before, also includes changers who are moving around the system in terms of
secking a better deal, follow-on training or a new job.

One possible explanation would be that many young people have been on one-year
training courses or programmes and have achieved their qualifications and the data bear
this out to a certain extent. The TEC area with the hi ghest proportion of leavers also had
the largest number of qualifications, with 281 qualifications at Level 2 and above being
gained. Interestingly, this was the TC pilot that had a particular aim of increasing
achievement by young people of NVQs in general and NVQ Level 2 and above, in
particular. Compared with the qualifications gained in this area, 89 were achieved in the
second TEC and 62 in the third. Nationally, the figures show that by November 1992,
there were 973 NVQ Level 2 qualifications gained, 252 Level 3 and 67 Level 4 and
above, with just 56 young people who achieved Number or WordPower and 45 who
achieved Level 1. These qualifications are only those notified by TECs to the ED (others
may have been gained) and many of these will have been achieved through residual
Youth Training. The number of qualifications gained through TCs is expected to rise
substantially in 1993 when many TC-users will have completed two-year courses.

Theseresults, evenifitcould be assumed thatone qualification was gained by one person
(which it cannot) account for no more than 420 people. A further explanation may be
that the so-called leavers are, in fact, residual YT trainees who have completed their
courses. The remaining possible explanations have already been described in Section
1. There would appear to be a need for further investi gation into the extent of drop-out
and non-achievement of end-qualifications in TC-funded programmes,

The figures given in Table 24 show that proportionally more TC-users were in
training in 1992 by November than was the case at the same pointin 1991. From the
ED figures, one TEC is considerably up on last year, one TEC is almost the same and the
third TEC is substantially down. The local data (from TECs and/or Careers Services)
vary quite considerably from the ED in terms of actual numbers and tend to show a
greater variability between years in the number of starts and the numbers in training,

Thenational figures for the total number of TC-users in Autumn, 1992, showed that
36 per cent had employed status and 64 per cen{ were non-employed. A comparison
between the status of TC-users in the three areas showed that in the TEC area with the
highest recorded unemployment rates (according to Employment Gazette statistics),
over 85 per cent had non-employed status and, in the area with the lowest official
unemployment record, the non-employed group accounted for just 33 per cent

of the total (local TEC statistics placed this at 43 per cent). According to local data the
remaining TEC fell between these two extremes. Information from the three TECs

suggested that there had been an increase in the numbers of TC-users with non-employed
status since 1991.
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Local information also indicated that in 1992 proportionally more older students
of ages 17+ and 18+ were entering TCs, relative to the previous year. Recent data
acquired from one TEC showed the following proportions:

1991/92 1992/93
16+ 57% 21%
17+ 43% 52%
18+ - 27%

This finding may reflect two factors:

¢ The change in eligibility criteria between 1991 and 1992, which has opened
up the schemes to the older age groups.

¢ Delays by young people in using their Training Credit who were aged 16and
17 in 1991, and related to this the increased staying-on rate in full-time
education amongst 16 year-olds.

The information on participation rates suggests that there are considerable flows
in, out and around the TC marketplace. The NFER’s survey of TC-users was also able
to throw some light on the degree of change existing in the three TC systerns. Whenasked
what they were planning todo in the near future, about two-thirds of users were expecting
to remain with their present employer or érganisation, while a quarter were thinking of
changing work or training places or entering a full-time course and others were still
deciding what to do (see Appendix Table A61). In some ways these flows may be
consonant with the TC market philosophy, in which the buyers (the young people) can
move between providers in order to get the best quality training or the deal which best
meets their needs. However, it is clear that there are other forces at work on both the
supply and demand side of TCs, which are being affected unequally by the recession.

One such force is the numbers of eligible young people. Due to declining birth rates,
numbers of 16 and 17 year olds are falling and many of these are being attracted to
full-time courses in schools and colleges. In response to this, the TECs are becoming
more flexible in their entry criteria. Another force is the exercise of choice by both
TC-users (the young people) and the suppliers (the various trainin g providers). TC-users
may be seeking the best training available, but as yet not all areas are covered by NVQs.
This may lead them to choose other training routes that enable TCs to be used o to seek
training and employment outside the schemes, although there is a lack of evidence on the
extent to which this is a factor. Whilst full-time jobs are currently hard to come by, they
have an inevitable attraction and some people will be tempted to move outside the
scheme by ajob without training. Atthe same time, there is some evidence from Careers
Officers and ATOs that certain providers, especially the non-FE providers, are being
more selective about their trainees and are especially seeking those who can readily
activate the ORF payments and/or attract useful supplements.
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The end result of these forces appears to be a high degree of flux in the TC training
systems, which means that there is changing supply and demand. This, in turn, both
makes planning difficultand the numbersin any category difficult toidentify definitively.

From considering what ED and local TEC or local Careers Service statistics have to tell
us about TC-users and their movements around local education, training and labour
markets, the next section focusses on the experiences of those credit users who responded
to the NFER questionnaire.

7.4 Trainirig Credit Users: A Profile

The 731 credit users who participated in the 1992 NFER survey had the following
characteristics:

¢ 51 per cent were male and 49 per cent were fernale. National statistics
(only available for 1992 starts) suggests that this is an underestimate of the
number of males in the 11 pilots, which accounted for 57 per cent. The
difference in participation rates by gender may be related to the fact that
more boys tend to leave school at 16, while more girls tend to stay on in
education. Having a higher number of older students than the national
average (see below), the NFER sample would be also likely to have
proportionally more girls.

¢ The sample was made up of 27 per cent TC-users of age 16 and 42 per
cent of age 17 (making 69 per cent in the guarantee group), with 31 per
cent aged 18+. Forty six per cent left school in 1992 and the rest before that.
Nationally, there are no comparable figures, since only 1992 start data is
available.

¢ There were very few users from the ethnic minorities; three per cent
only. This was the same percentage as existed nationally, according to
ED figures for Autumn, 1992,

¢ The TC-users were rather less well qualified asa group than 16 year-olds
nationally in 1991. Seventy nine per cent said that they had achieved at least
one GCSE, 56 per cent said that they had at least one A-C grade and 15 per
cent had five or more GCSEs at grades A-C. About a third had other types
of qualification,

The TC-users were asked where they were currently based and, as Appendix Table
A62 indicates, 60 per cent were based with an ATO (a training organisation or FE
college) and had non-employed status and 37 per cent were employees, of which two per
cent were employed part-time. There was considerable variation across the three TECs,
with the TEC in the area of highest unemployment having 78 per cent of its TC-users
based with an ATO and the TEC area with the best employment situation having 49 per
cent based with a training organisation. These differences undoubtedly reflect regional
patterns of unemployment.
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As stated earlier, national figures suggest that in Autumn, 1992, the proportions across
the 11 pilots were 64 per cent non-employed status TC-users and 36 per cent employed
status. The sample proportions were, therefore, largely representative of the other pilots.
There was a significant difference in the locations of TC-users of different age groups,
with those younger users, who left school in 1992, being much more likely to be based
with an ATO than with an employer. Whilst the 1991 school leavers had a longer time
in an employed status position, this difference may also be an outcome of the deepening
recession in 1992 and the restrictions on job opportunities for 16 year-olds.

TC-users were asked about the type of job or job-related training they were experiencing
and, overall, the most commonly occurring job categories reflected national distributions
with the most frequent categories being:

—  engineering

- clerical

- secretarial

- health and childcare

— legal, business and social welfare

— construction

- vehicle trades

— craft industries.

Not unexpectedly, there were differences between areas, with one area having much
larger proportions in the skilled engineering and construction areas, another having
proportionally more in the service sector and the third area having more professional
science, computing and engineering places, as well as rather more opportunities in
vehicle trades, craft industries and catering and leisure. Theseregional differences in the
youth labour market were reflected in the distribution of TC-users across the Employment
Department’s three overarching SOC categories, which are based on the cost of trainin g.

Table 25: Location of TC-users in occupational categories based on the cost of training

Categories Males Females All Students
SOC 1 156 235 391
40% 60% 100%
SOC2 48 47 95
50% 50% 100%
SOC3 139 44 183
76% 24% 100%
All Categories 343 326 669
51% 45% 100%

Missing data = 62
SOC 1includes clerical, secretarial, child-care and agricultural occupations
SOC 2 includes metal-work, craft and vehicle trade occupations

SOC 3 includes sicentific, construction and engineering occupations.
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Not only were there significant area differences but, as Table 25 shows, there was a
differential spread by gender. Young women were concentrated in the less expensive
training categories, which are more traditional to their gender, and young men in the
construction and engineering areas. Thus, as yet, there was no evidence that TCs were
effectively addressing equal opportunity issues,

In the next section, data is presented on how those with TCs used their credits to buy
training, how they perceived various aspects of the schemes and what impact they had
on them.

7.5 Using Training Credits

As seen earlier, quite a large majority of TC-users (64 per cent) agreed that since
they began participating in the schemes they had become well informed about
credits and 29 per cent felt that they remained only partly informed. About

two-thirds also agreed that TCs were easy to use and a further 28 per cent said that this
was partly so.

Credit users were asked a number of questions about the nature of the trainin g they were
experiencing. Most users (61 per cent) recognised that they were receiving training in
the workplace and, for some of them, this was while they were out on placement.
Forty-two per cent were training at college and a further 37 per cent were with some other
training organisation. In quite a few cases TC-users were receivin g training in more than
one location as befits a trainin g model which often combines on and off-the-job
experiences,

Akey starting point for young people’s training is the production of a trainin gplan when
they are first located with a provider. In at least two of the areas, the submission of the
training plan activated the payment system for the provider. It was interesting, therefore,
to find that half of the sample recalled drawing up such a plan and 16 per cent were not
sure whether they had ornot (see Appendix Table A60). Moreover, this finding was quite
consistent across all three TECs and suggests that training plans were not such a focus
for the training provided within the TC schemes as national policy would expect.
It may be that some providers drew up the training plan with little assistance from the
trainee or that young people engaged in informal discussions with their providers about

the programme, but either did notrecognise this as a planning session and/or did not have
actual sight of the plan,

Approximately three-quarters of those respondents who remembered drawing up
a training plan considered that their training largely reflected the training
programme which TC-users and providers had been agreed, indicatin g that the
planning procedure provided a valuable focus for the training bein g provided. However,
as seen before, less than a third of TC-users who had drawn up a training plan stated that
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their school action plan had been used in this process (see Table Appendix A60). This
suggests that leavers are not seeing the potential of their action plans in a training context
or are not being asked to produce them by providers. It may be that school leavers
perceive them as being part of school and not part of the adult world of work which they
are seeking to enter.

7.6 An Entitlement to Qualifications

An important area of investigation was the outcomes of training, since TCs are seen as
a key national strategy in helping National Education and Training Targets to be met and
in improving the quality of the work-related training provided. Trainin g opportunities
available within the pilots are only those which lead to nationally accepted qualifications
that fall within, or are designated equivalent to, the NVQ framework. There is a
requirement that, apart from those with special training needs, all TC-users should be
aiming for NVQ level 2 or above. As seenin Section 7.4, credit users tended to be rather
less qualified than young people nationally, thus underlining the important work which
the TC credits are seeking to do in terms of raising qualification levels amongst those
entering training and employment after school.

A number of questions were put to the credit users (and also to Year 11 and Years 12/
13 students) in order to assess how far young people were aware of the importance of
qualifications within the TC schemes and which ones they hoped to achieve.

It was clear that the qualifications message had been absorbed by large numbers
of credit users. Over 93 per cent were aware that their TC-funded training would lead
toa qualification and 85 per cent knew that it would lead specifically to an NVQ. Of the
qualifications being sought, just over a fifth in each case were seeking CGLI and BTEC
qualifications and one in ten an RSA award. There was, however, an array of other
qualifications being taken and these were a mixture of academic and vocational
accreditation. |

Inarange of items thatdealt with affective changes which TCs mi ghthavemade to young
people’s motivation and thinking, one key question asked if TCs had made young
people realise the importance of qualifications and 72 per cent affirmed that this
was the case (see Appendix Table A59). Studentsin Years 11 and 12/13 were asked the
same question in the context of whether hearing about TCs had made them clearer about
the importance of qualifications (see Appendix Tables A8 and A18) and 78 per cent of
Year 11 said that it had, while a lower proportion, 66 per cent of Years 12/13, felt that
this was the case. Since these were the ones who already had good qualifications and
were aiming for accredited outcomes, it was not surprising that the TC schemes had
rather less of an impact.
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Whilst many training providers interviewed attested to the fact that there was a rising
awareness amongst young people about the importance of qualifications, they were not
always convinced that this was solely due to TCs. While these could be a contributory
factor, there was thought to be a general cultural shift taking place.

Part of an entitlement to qualifications must be an entitlement to feasible and appropriate
qualifications which not only match young people’s career goals, but also their abilities
and aptitudes. As seen earlier, in the second year of the TC schemes, the issue of users’
non-completion of courses and qualifications had arisen and was causing considerable
concern amongst providers. Some felt that many young people entering TCs were not
of high ability and there were many with some disadvantage, even if they did not have
their credit formally endorsed. These groups would not always be able to attain the
required NVQ level. The extent to which a mismatch exists between some young
people’sneedsand abilities and accreditation requirements within TCsis unknown,
butitislikely to bea contributory factor in determining the high numbers of leavers
and changers within TC schemes.

7.7 Young People’s Motivation to Train

All three groups of young people surveyed were asked about the impactof TCs and what
they have to offer on their thinking about and motivation towards training, qualifications
and careers choices. The findings from these questions are shown in Fi gure 7 and given
in Appendix Tables A8, A18 and A59.

Obviously, students in Years 11 and 12/13 could only respond on the basis of the
information and feedback they had received about the schemes, whilst the TC-users
could comment from first-hand experience. The results are summarised below:

¢ All three groups were asked whether knowledge about TCs had encoura ged
them toleave school and find training and employment. The results showed
that the vast majority of students still in full-time education were not
being especially encouraged toenter local joband training opportunities
at the expense of continuing in full-time education. However, their views
may change by the end of the academic year or their courses, when the
alternatives before them become that much clearer.

4 Many TC-users (63 per cent), by contrast, felt that the schemes had been
an inducement to follow local training and employment routes, althou gh
this may be the result of rationalising about their choices after the event.

¢ A further question about possible TC influences on young people’s choice
of careers indicated that whilst over half of the Year 11 students and
TC-users felt that the schemes had made some effect on their career

thinking, fewer Years 12/13 students (35 per cent) acknowledged an
influence.
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Figure 7. Influence of Training Credits on Future Plans
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392 Year 11 students, 91 Year 12/13 students
and 727 TC Users responded to at least one part of this question.

¢ A more general question asked respondents whether TCs had made them
think more seriously about training. There was a distinction between the two
student groups, with Year 12 students, who had already chosen an educational
route in preference to training, being less certain about this. The majority
of Year 11 swudents, however, acknowledged that TCs had made them
realise the importance of being trained.

¢ Not surprisingly, TC-users were the most positive of all, with many
trainees saying not only that TCs had made them consider training
more seriously, but also that they had helped them to get the training
they wanted.

¢ Further items explored how far the aims of TC schemes were making them
feel more confident and empowered about seeking out and negotiating
training opportunities. A large majority (81 per cent) of credit users did
believe that they had been made more aware of their right to train, but
only a small majority of them considered that the scheme gave them
more conirol and bargaining power over the training or made them feel
more valued by employers. Interestingly, more Year 11 and 12 students
who had yet to experience the schemes in operation, felt that TCs would
improve their bargaining situation.
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These findings confirm earlier evidence that some of the messages about TCs are being
absorbed by young people, even before they have had actual experience of the schemes.
TC-users were, in the main, quite positive about the effects of the schemes on their
confidence and position and obviously realised that, within limitations they could have
greater influence in the training market.

7.8  Non-Participation in Training Credits

Several efforts were made in each of the three areas to contact groups of young people
- not participating in TCs, in order to find out how much they knew about the schemes and
why they were not taking advantage of the new raining oppportunities. As mentioned
carlicr, these groups proved to be elusive and difficult to identify. In the event, small
numbers were contacted in each area and an attempt was made, in a qualitative sense, to
find out what different characteristics and attitudes they had compared with other young
people. The attempts to contact non-participants in each TEC initially met with the same
problem of identifying which young people were credit users and which were not. Quite
a number of the short questionnaires sent or given to alleged non-participants were
returned by people who had been issued with TCs.

It was clear from the small amount of information received that most of the the
non-participants contacted fell into two categories:

¢ The first group might be termed ‘floaters’ who were either between
school, jobs and training places or were in the process of seeking such
opportunities. For such young people, it would seem important that they
are encouraged to keep in contact with Careers Services and training
providers are given concrete help to move them into an educational, trainin g
or job opportunity, so that they do not remain as floaters or fall through the
fraining net.

¢ The second group were in jobs, which either had no formal training
included, had training which led to a low level of qualification that did
not meet TC requirements or were working for companies that had not
been brought within the auspices of TCs. It would seem here that the focus
needs to be on the employer rather than the young person in order to

encourage their companies to provide properly managed and accredited
training.

The non-participant group did not appear to be markedly less well informed about TCs
than, for instance, Year 12 students who had completed their statutory education. Most
had received adequate careers guidance, completed action plans and been formally told
in some way about TCs, although several called for more information about the scheme.
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7.8 Disadvantaged Young People

This chapter has so far only considered the information and views of young people, who
are in the mainstream of education and training. The study included in its remit those
young people who are at some disadvantage and are likely to present special training
needs. Included in this group is a wide diversity of needs, including those who have
learning difficulties, those with behavioural problems, those who are physically disabled
and those who have a combination of problems. As stated earlier, discussions were held
with a variety of such young people in special schools and in mainstream establishments
in order to discover how far they were able to participate in the schemes and what views
they held about them. Some of these young people would be able to have their TCs
endorsed because of the extent of their special training needs and the Employment
Department’s statistics reveal that approximately 20 per cent of TC starts by Autumn
1992 were by endorsed trainees. This percentage, according to a mixture of ED and local

data, appeared to vary from below 10 per cent in one of the case-study areas to 18 per
cent in another.

Asmentioned before, other young people with a certain level of difficulty or disadvantage
could participate in TCs in the same way as other students. This group was often amajor
concern to school teachers, Careers Service personnel and training providers for the
following reasons:

¢ There was concern that some young people with moderate learning or
- behavioural difficulties were slipping through the net of the endorsement
system. Infact, in one area, some training providers mentioned that young
people who registered with them were sent back to the Careers Service to

have their situation reassessed.

¢ Some young people, because of qualification requirements related to
TCs, it was claimed, were being entered for accreditation that they
would struggle to achieve, thusincreasing the probability of non-completion
of courses and non-attainment at examinations.

The TECs were tackling these difficulties in different ways. In one area a special project
had been launched to review the range of needs being presented and to draw up a
framework of provision and action. Elsewhere, a TEC was tackling the problem of
qualifications, by developing a special award scheme which would complement trainees’
progress towards achieving NVQ Levels 1 and 2. This consisted of a process through
which goals were identified within NVQs, nationally recognised qualifications such as
Wordpower, Numberpower and RSA Profile Schemes and personal effectiveness
measures. Thus the young person would be able to develop a portfolio of accreditation
which would qualify them for the special TEC award. Although in the process of being
evaluated, the main challenges of this innovative approach were how to synchronise the

accreditation procedures and how to link the processes of the award with the endorsement
and ORF procedures.
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Whilst training providers were often concerned about the financial and resourcing
aspects of disadvantage, the young people themselves were more concerned about
being able to progress to worthwhile opportunities. Both they and their teachers
were, therefore, assessing the TC schemes on the basis of how far they could help them
to do this, over and above what would be available anyway.

The interviews showed that there was a wide variation in the level of knowledge
about T s which young people with special needs had. This notonly related to school
processes and the time of year when schools gave their briefing about TCs, but also to
the information specifically targetted on students with SEN. Quite a number of teachers
were concerned that some of the underlying principles of TCs - namely the entitlement
and empowerment aspects - would be too difficult for such students to comprehend.
They also often commented that there was insufficient briefing material specifically
available for SEN youngsters and their teachers in both special and mainstream schools.
This needed to cover, in straightforward language, both the special procedures involved
inentering and taking advantage of TCs and what benefits these young people could gain
from their participation.

It was clear that all the TECs had made special efforts to bring disadvantaged young
people into the schemes and the Careers Service had a key role toplay in both informing
these young people and enrolling them in the schemes, with or without endorsed TCs.
There appeared to be an emphasis on providing information through face-to-face contact
later on in Year 11, rather than via written material, and this may explain some of the
above comments. Considerable attention has always been placed on reviewing and
recording the progress of SEN students and making clear, staged plans for their futures.
Indeed special schools have often led the way in introducing profiling and records of
achievements. Action planning was, therefore, seen by school staff as a natural extension
of these processes and the action plans themselves were perceived to have a wider
applicability than the TC schemes.

It was clear from the interviews that many of the students with special needs viewed
the schemes in a similar way to other students. Of those who had heard about TCs,
the main messages which had been retained related to the emphasis given to qualifications
and continuing with training. These students were often sceptical about whether the
local pilots would be able to give them a better chance in the employment market, and
most saw their immediate paths as being in full-time education or training with an ATO
rather than with an employer. Both they and their teachers talked about the positive
benefits of work and training placements, which most had experienced, but also of the
problems of ‘converting these into real jobs’. There was also concern about the range
of training opportunities to which SEN young people had access. In at least two of the
areas the number of ATOs which would take students with SEN was limited and did not
cover all occupational areas. ‘
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From the above evidence, it seems that young people with a range of needs had a similar
view of TCs; while they welcomed some aspects of the schemes and were keen to
participate as fully as possible in training, they were as yet uncertain about what
additional benefits TCs had to offer them. There was a considerable body of feeling
amongst providers and school staff that TC and endorsement systems should be
made more flexible and more directly needs-led rather than cash-led. The comment
was made in one of the local evaluation reports that, “this would entail recognition that
for some people, the experience or process of training was far more important than the
expectation of achieved outcomes’.

7.10 Edqual Opportunities

The questionnaire responses from Year 11 and Years 12/13 students and TC-users were
analysed by gender and by ethnic minority background. Unfortunately there were so few
students from ethnic minorities in any of the groups that the results are not sufficiently
robust to be reported. There were, however, some significant gender differences, which
were stable over several questions dealing with different aspects of the schemes. Broadly
speaking these gender differences were common to both Year 11 and Years 12/13
students, although there were considerably more significant variations in the Year 11
data, which is reported first.

The Year 11 gender differences largely reflected well-known patterns in boys’ and girls’
reactions to education and jobs, with significantly more girls wishing to stay on in
education after age 16 and more boys wishing to find jobs and enter training schemes.
This factor appeared to be related to their responses to the range of questions that dealt
with training issues and the well-established phenomenon of people seeming to know
most about those opportunities to which they are strongly motivated seemed to be very
much in evidence here. The main differences are as follows:

¢ Boys in Year 11 appeared to be best informed about local job and
training opportunities.

¢ There were no gender differences, however, in the knowledge which young
people had about how to choose post-16 options, how to find out about them
and how to get them. There was also no difference in the amount of help
given by schools in finding out about and making these choices.

¢ More boys had heard about Training Credits than girls and had a deeper
knowledge about them, but there was no clear pattern of difference between
boys and girls’ knowledge of particular aspects of TCs. When asked,
however, what effect hearing about TCs had had on their motivation to train,
more boys said that they had been further encouraged to think seriously
about training and keener to leave school and take up training opportunities.
Girls were more likely to say that they were now keener to obtain qualifications
and to see the importance of these.

At this stage of their education, one of the main effects of TCs appeared to be
reflecting and perhaps even reinforcing traditional gender differences in young
people’s motivation towards education, training and jobs.
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Whilst Years 12/13 students showed a similar pattern of gender difference, there were
fewer significant variations and this may be partly explained by the smaller number of
data for this group. The traditional gender differences relating to staying on in education
after the sixth form or seeking local job and training opportunities were still the stron gest
distinctions. There were, with one exception, no significant differences in students’
knowledge and understanding of TCs, although boys generally maintained an edge in
their knowledge base about the schemes. The one exception was that more sixth-form
girls than boys were aware of the fact that TCs would give them a guarantee of training.

The conclusion which can be drawn from these findings (based on limited data) is that
whilst there were fewer gender differences regarding knowledge of TCs in the Years 12/

13 sample compared with the Year 11 sample, male/female differences in terms of
education, training and employment plans persisted.

The gender differences for TC-users gave further weight to this argument, since these
young people now had direct experience on which to base their judgements. Most of the
gender differences apparent in students had either disappeared or been over-
turned, apart from the fact that more young men recalled that they had adequate
knowledge and understanding about TCs when they left school - a finding which
confirmed the evidence from the students. Young women using credits were, over a
series of items, significantly more likely to say that TCs had improved their knowledge
of and motivation towards training and had helped them to get the training which they
wanted. They also said more frequently thatit had reorientated their thinkin g about their
career choices. There were no significant gender differences in what TC-users planned
to do in the near future, although the classification of what kinds of jobs and training

young men and women were currently in showed a typically gender stereotypic
distribution.

The analysis of gender differences underlines the importance of young people in all
groups receiving impartial and effective careers guidance and advice. It also
indicates that direct experience isa powerful force in hel ping to remove or overturn
traditionally held information, views and motivations, if not yet actions.

7.11 Evaluative Overview

The evidence presented in this chapter has shown that young people are making their
education, training and employment decisions in response to a range of personal and
external influences. It is clear that local job markets are in considerable flux and there
are several forces which are pulling students both towards and away from Training
Credits. At such a time notions of entitling and empowering young people to train need
to be underpinned by a strong infrastructure which lays the foundations for young people
to make informed choices, provides the essential information and advice about post-16
opportunities in order to help them make decisions which are suited to their needs and
ensures that all the links and support mechanisms are in place in order to facilitate their
effective progression along their chosen route.
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After 18 months of operation, most of the structures and linkages in the Training Credits
models appear to be present, although they are still, according to the evidence from
TC-users and students, not yet fully developed. Young people are finding their way onto
the TC schemes without necessarily acquiring a full knowledge of what is on offer and
the procedures which are involved, but with a reasonably good understanding of some
of the main principles of TCs. The majority of those who have used their credits have
found these to be helpful in a number of ways, not least in augmenting their standing with
employers and helping them understand the importance of qualifications and training.
The data suggests that there is considerable mobility by young people around local
education, training and employment markets. Whilst it is not wholly clear why such
frequent movements are happening, it is evident that there are a range of forces at work
and young people are feeling able to move in search of better or more appropriate
opportunities or as an initial option ceases or becomes non-viable and that Training
Credits are playing some part in the creation of this new market place.

The more specific evaluation findings for TC-users and other young people are
highlighted below:

Knowledge and Understanding of Training Credits

It was clear that careers officers and teachers, at this early stage of TC
schemes have a vital role to play in informing potential users about the

scheme and that outside sources are still relatively unimportant. (Section
7.1).

While TC-users had a reasonable knowledge and understanding about
credits, rather better than existing students, there were still some gaps in
their information, particularly on the ‘how to use them’ front. (Section
7.1).

TC-users had a higher awarenesss of training issues and local job and
training opportunities than other young people. There were significant
differences between the knowledge and awareness of local opportunities
and TCs of users and students in different TEC areas and, these variations

could, in part, be related to distinctions in local policy and practice.
(Section 7.2).

Training Credit issues, Starts and Leavers

While there was generally a wide discrepancy between the numbers of
creditsissued and actual TC startsin 1991, this margin was much reduced

in 1992. Part of the reason was young people delaying usage of their TC.
(Section 7.3).

There appears to be a large number of leavers and changers within TC
schemes. The reasons for this are not fully known, although itis likely that
they relate in part to both course completions and drop-outs and young
people responding to personal motivations and external market forces.
(Section 7.3).
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Relative to 1991, the composition of TC-users has higher proportions of
older leavers and those of non-employed status. There continues to be
rather more males than females taking up TC places and traditional
gender stereotypes amongst training places still persist. (Section 7.4).

Action and Training Plans

School action plans had a lower profile in helping young people and
providers produce a training plan than might be expected, although where
used, these plans were providing a valuable focus for the training
undertaken. (Section 7.5).

Motivation To Train and Gain Qualifications

There was generally a high awareness amongst TC-users of the importance
of qualifications and training, rather more so than in other groups. Whilst
many TC-users claimed to be more aware of their right to train because
of TCs, they were not so sure about how much more bargaining power
they had. (Sections 7.6 and 7.7).

Non-Participants in Training Credits

Non-participants, according to the rather limited evidence fell into two

groups; ‘floaters’, who were between courses and job/training places or
on the margins of the training market and those in jobs without training
or training to TC standards. They were not noticeably disadvantaged in
terms of information about TCs relative to other groups. (Section 7.8).

Young people with Special Educational Needs

Knowledge and understanding levels about TCs were more variable
amongst young people with special educational needs than other groups.
Whilst TECs and local Careers Services were making special efforts to
involve SEN young people in TCs, some of these students were sceptical
about what the schemes could especially offer them. There were calls by
providers and teachers for more flexibility in endorsement and other TC
systems so that SEN youngsters could be properly catered for within the
schemes. (Section 7.9).

Equal Opportunities

Whilst traditional gender differences were apparent in students’ relative
knowledge of, and motivation towards, different education and training
opportunities, there were suggestions that experience of TCs was helping
to overturn previously held stereotypic ideas, although TC-users’
occupational distributions, in the main, still showed traditional patterns.
(Section 7.10).
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8. TRAINING CREDIT PILOTS: EMERGING MESSAGES

Drawing on the considerable range and analysis of evidence collected for this evaluation,
the report concludes by reviewing the main areas of progress across the three TC pilots
studied. Chapter 8 examines how far national and local objectives have been met and
compares the implementation and outcomes of the pilots in the second year with the first
year of operation. In addition to identifying achievements, this chapter presents key

messages and practical recommendations which may help toinform the future development
of TC pilots in general.

8.1 Change and Progress

This evaluation has confirmed that managing the implementation and continued
development of TC pilots is both complicated and challenging, because it involves
changing the attitudes and established practices of several key groups, including Careers
Service staff, employers, training providers, teachers and the young people themselves.
As has been emphasised throughout this report, it is essential for any review of the impact
of TCs to take into consideration the difficult economic context in which all pilots have
had to operate. The depth and severity of the current recession has proved to be a general
impediment to change and has presented TECs with serious constraints in attempting to
meet their pilot objectives. Partly as a consequence of this prohibitive and
unaccommodating climate of operation, and partly as a resuli of the initial short lead-in
time, the TECs have made modifications to the pilots to deal with ‘teething’ problems
and address emerging needs as they have arisen.

There was evidence that the TECs had made some progress in developing a
partnership approach by extending the infrastructure for consultation and liaison
with partners. Regular meetings with Careers Service staff, for example, in addition
to the resourcing and deployment of TEC advisers and school liaison officers, were
found to be facilitating contact and enbancing working relationships within the pilots.
However, the case studies revealed that many of the training providers and school
staff interviewed did not yet feel fully part of the TC partnership, though they
acknowiedged that efforts were being made to improve liaison mechanisms. Whilst
the perception of LEA, ATO and Careers Service staff (as noted in the 1991 national
evaluation report) that their experience was not fully drawn upon by TECs is now less
widespread, there is still a feeling in these quarters that genuine consultation, prior to
decisions being made, could be improved. There appears to be a need, therefore, for
TEC:s to build on the structures developed so far, perhaps by using focus groups, to
incorporate further partners’ views and expertise in TC decision-making processes.

The evaluation found that the TECs had made important changes to the
administration and operation of TC pilots during the second year of the initiative.

102



Itis worth noting here that the 1991 national evaluation report made the observation that
TC pilots were administratively complex. The three case studies ascertained that each
of the three TECs had taken steps to simplify the administration of TCs and reduce the
paperwork required for training providers to complete. In one area, for example, action
planning had been uncoupled fromthe process of issuing TC cards toreduce administrative
blockages. These modifications were welcomed by training providers, though some
were still critical of the amount of TC-related administration and others suggested that
electronic systems could be used for data transfer,

Whilst partners perceived that TC procedures were becoming easier to use, TECS’
management information systems and databases were found to be relatively under-
developed and were not always able to yield information on client groups
participating in the pilots. It was evident that some of the database problems
highlighted in the first year evaluation reports had continued in the second year of
operation, though one of the TECs had taken back control of its TC information systems
which had initially been subcontracted to another company. Given that accurate
information is vital to the monitoring, evaluation and development of all programmes,
including TCs, it would appear advisable that TECs and their partners review database
requirements and develop compatible systems to manage the considerable ran ge of data
relevant to pilots.

Amendments to TC eligibility criteria were another modification to the pilots made
during the second year of operation. The result of these changes was an increase in
access to TCs, especially for young people aged 18 and above. It is likely that
amendments to eligibility criteria were made in response to the demand for TCs being
lower than originally expected. The criteria for disadvantaged young people, including
those with special training needs, continue to be more flexible.

The main change in TC funding mechanisms in the second year of the pilots was
introduced by the ED which altered the output-related funding element in TECs’
TC budgets from 10 per cent to 25 per cent. Whilst this change was generally
welcomed by training providers, some maintained that payments still did not fully cover
thereal cost of providing training and some had experienced cash flow problems through
the payment in arrears system. College-based ATOs claimed to have lost income
because of the re-routing of Revenue Support Grant money via TECs linked to the
decrease in demand for part-time training courses. Overall, TECs were found to run
efficient financial systems which ensured that payments to training providers were made
on a regular basis. Where TECs had introduced incentives and supplements, such as
those targeted at small employers or at specific skill shortages areas, these were either
increased or made clearer and more explicit for participants.

The evaluation received mixed messages from participants on the effectiveness of
the marketing of TCs. Whilstin one area, for example, ATOs noted that the TEC had
made a more imaginative use of marketing materials in year two of the pilot, participants
in another area had reported an absence of significant new marketing strategies. Few of
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the teachers and employers interviewed had noticed any major changes to the promotion
of TCs. Some teachers expressed a need for marketing materials for students to be
written in clearer and simpler language. This point was emphasised by staff responsible
for special needs students. In future, it may be worthwhile incorporating more teachers

in the preparation of marketing materials and piloting them with students to ensure their
suitability.

The evaluation also found a gap in marketing coverage in that Years 12/13 students
appeared to be less well catered for than Year 11 students in terms of having access to
presentations and written information on TCs and there appears to be a need to review
marketing strategies and materials. Other reasons for developing and strengthening the
marketing of TCs are the fact that only a minority of participating employers claimed to
understand how the pilots operated with regard to them and the finding that marketing
to parents was generally patchy. TECs may wish to give further thought to developing

arange of marketing strategies to target employers of different sizes and within different
sectors.

TECs® systems for guality assurance appeared {o have had some success in
improving the quality of the training provided for young people. Nearly one-third
of TC-user employers surveyed said that TCs had enhanced their quality of training as
a result of the TECs’ contracting mechanisms which included checks on quality. In
addition, just over two-fifths of this sample reported that TCs had improved the structure
or system of training, partly because of the introduction of training plans for young
people. There was no evidence, however, of TECs integrating quality assurance into
broader monitoring, evaluation and review strategies.

8.2 Training Credit Principles: Empowerment and Entitlement

The evaluation found that participants generally supported the TC principles of
empowerment and entitlement. Interviewees welcomed the TC pilots’ promotion of
an entitlement for young people to enhanced careers education and guidance and to high
quality training leading to qualifications. Similarly, there was support for empowering
young people to exercise choice effectively and become more discriminating in seeking
out courses to suit their needs. Whilst TEC personnel, careers officers, teachers and
training providers subscribed to these fundamental principles, the prevailing view

expressed was that putting empowerment into practice was extremely difficult in the
current economic climate.

The recession was reducing the opportunities, and therefore choice, of young
people. Most of the employers interviewed had reduced or maintained the same level
of recruitment of young people between 1991 and 1992 and, not surprisingly, training
providers reported increasing difficulties in finding sufficient placements for young
trainees. Furthermore, in two of the case studies, the remote, rural location of some
young people, coupled to the lack of adequate transport facilities, restricted them to
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extremely localised employment and training opportunities. Another observation was
that some of the young people who wanted to leave full-time education at 16 were the
least able and articulate, and therefore unlikely to be able to use a TC to negotiate with
employers and training providers to get training to meet their needs. There was little
evidence of young people using their TCs to shop around for training or jobs, even thou gh
they were reasonably aware of the empowerment that TCs offered. It seems unlikely that
a comprehensive analysis of the empowerment aspect of TCs can be carried out until
there is a more buoyant economy in which they can be used.

In contrast, the pilots had made some progress in terms of enhancing young
people’s entitlement to careers guidance and quality training, Schools and Career
Services welcomed the increased resources which were said to have improved the
provision of careers information, education and guidance. A majority of both students
and TC-users considered that they had received adequate help in making their post-16
decisions and choices. Likewise, a majority felt that involvement in action planning
helped them to sort out what to do in the future. As explained earlier, there was some
evidence that TCs were beginning to improve quality standards in the training provided
for young people, though there was still room for further development in this respect.

The evaluation found that the main messages about entitlement have been absorbed
by young people. For example, over 90 per cent of the TC users realised that their
training led to qualifications and over 80 per cent of this group said that they were more
aware of the right to train as a result of TCs. Empowerment was a more difficult concept
10 convey to young people, especially those with special training needs.

8.3 Training Cultures: Motivation and Markets

As summarised in the ED’s Progress Report (June 1992) the national aims of TCs are
to expand and improve the training of young people by:

¢ Motivating the individual to train and to train to higher standards.
® Encouraging employers to invest in training,

¢ Establishing an efficient market in training,

There waslittle evidence to suggest that the availability of TCs has stimulated those
young people, who might benefit from taking education and training routes outside
school, to do so. A minority of employers and some ATOs perceived that TCs were
reinforcing young people’s motivation to train. The staying-on in full-time education
rates in each of the three case study areas have continued to increase over the last three
years. Nevertheless, young people’s awareness of the impertance of training
leading to qualifications is fairly high. The evaluation is not able to ascertain for
certain whether young people are training to higher standards because TC-users’
attainments in the second year of the pilots are not yet available. It would appear,
however, that the introduction of training plans and the greater availability of NVQs are
likely to increase training standards.
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The impact of the pilots on employers’ provision of training was found to be muted.
About one-third of the surveyed participant employers said that the pilots had increased
the volume or variety of training which they provided. A small minority of this sample
revealed that TCs had encouraged them to spend more on training young people. The
training providers interviewed were of the opinion that the pilots had had little effect on
employers who were still interested in short-term company aims rather than longer-term
staff development. Overall, then, the evidence suggests that TCs have not encouraged
the majority of employers to invest in training. The general economic situation was
found to be more influential on employers’ training decisions.

There is also scant evidence, as yet, to suggest that an efficient training market has been
established. Any marketinvolves the interplay of demand and supply. The expectation
that the demand side of the market would be activated by young people using their TCs
to get the training they wanted has not been realised. Instead, young people have largely
preferred to stay on in full-time education, so the impact of TCs has been rather muted
and they have not greatly affected providers’ provision or practices. It is worth noting
that, however, there appears to be considerable movement of eligible young people in
and out of the TC schemes. As yet it is uncertain what the impact of this is on local
training provision and more research is required here. Furthermore, little evidence was
found of providers shopping around to find sub-contractors who offered cheaper
training, even though some complained of the rise in the cost of college courses.

Changing training cultures is a medium to long-term process and it is unrealistic to expect
the TC pilots, or any other initiative, to achieve instant results. Regrettably, the work of
the pilots has been severely constrained by the recession and the progress made, though
steady and encouraging given the circumstances, has not brought about a major change
in training cultures or created an efficient training market.

The local objectives of the TC pilots (aggregated below) augmented the national aims
of the initiative and included the following:

$ To increase the number of young people in employment with appropriate
levels of structured training.

¢ To target training through TCs to meet the needs of the local economy,
particularly growth sectors or skill shortages.

¢ To increase the level of training for those young people who leave school
with few or no qualifications.

¢ Toencourage longer term traineeships with employers which include higher
levels of education and training,.

¢ To get as many young people into vocational training as possible.
] To get as many employers as possible to train their young employees.
¢ To help reach the National Targets for Education and Training,

¢ To make training which is relevant to employer needs a normal part of
working life.

106



¢ To increase training in small companies.

¢ To create more work-based opportunities for those with special needs.

The case studies found that it was foo soon to assess whether young people,
including those with few or no qualifications, would attain higher standards of
qualification as a result of TCs. Recent trends indicate a fall in the proportion of young
people achieving employed status as a result of the recession. Although there was some
evidence to suggest that pilots were targeting growth sectors or skill shortfall areas in
local economies, it was too early to gauge how effective these measures were. There
were encouraging signs that longer term traineeships might be emerging. Providers
reported a keenness on the part of some trainees to progress to NVQ Level 3. Whilst the
bonuses on the achievement of Level 2 should act as an incentive, some providers in this
area wondered whether sufficient funding for Level 3 programmes would be available
in 1993-4 when many of the current trainees would become eligible to continue.
Recessionary effects were an obstacle to encouraging employers to train and to
encouraging young people to embark on vocational training so these local objectives had
also been thwarted to date. Furthermore, pilots were struggling to achieve both local and
national targets such as ‘TCs in use’ and ‘NVQs achieved’.

There was no evidence of marked progress in making training relevant to em ployer
needs, and small employers were not found to have greatly increased training
opportunities for young people. Whilst the evaluation did not find that more work-
based opportunities had been created for young people with special needs as a result of
the pilot, there was evidence of a continuing commitment to training provision for this
client group, assisted by TEC’s adoption of a system of funding Wordpower and
Numberpower attainment. Training providers regretted that many young people with
special needs often found it difficult to get work-based training opportunities because
competition had increased for the dwindling number of jobs and placements available.

The evaluation findings suggest that there is some way to go before the national and
local objectives of the TC pilots are fully achieved. Nevertheless, the case-study
pilots appear to have laid down firm foundations and infrastructures necessary {o
facilitate some of the cultural changes in training to which they are committed. The
issue of deadweight — the extent to which the real impact of the pilots is reduced on
account of some young people and employers joining the pilots to gain funding for
training which they would have undertaken anyway — is difficult to analyse with any
clarity because it embraces the uncertainties of cause and effect on participants’
intentions, motivations and actions. The difficulties of separating intentions and action
from hindsight are considerable. Moreover, the recession is a complicating factor which
overshadows participants’ decision-making processes. Whilst the evaluation did not
yield sufficient evidence to enable definitive conclusions to be drawn on the extent of
deadweight, it is worth noting that, as outlined in Chapter 6, employers considered the
main benefits to them of TCs to be financial rather than training-related. It would seem
that the whole issue of deadweight requires further exploration for which a lon gitudinal
study would be particularly appropriate.
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84 Implications for Development

Several of the findings have implications for the future development of TC pilots.
Administration is an important part of the pilots which would benefit from further
development. The evaluation revealed that many participants, especially training
providers, would welcome the continued reduction in paperwork so that time spent on
training is maximised. It might be worth TECsinvestigating the feasibility of introducing
orenhancing computer systems which might further alleviate paperwork tasks and speed
up providers’ data returns and claims. There is also a pressing need for TECs to review
their management information systems with respect to TCs to ensure that database
records of TC client groups, including employers and other training providers are
regularly and accurately updated.

Marketing is another area which would benefit from development. Whilst considerable
progress has been made, marketing could be strengthened further by TECs reviewing the
success and suitability of strategies and materials in collaboration with key partners,
This process might be informed by evaluation to find out what the main gaps are in
people’s knowledge and understanding of TCs. For example, some young people were
unsure how to use credits. Gaining teachers’ views on the design and wording of future
materials for students would help to ensure that they are accessible for this important
client group and convey clear messages. Further marketing to parents and small
employers also appears to be needed within TC pilots.

Setting in place mechanisms for regularly briefing and updating partnersonchanges
in, and outcomes from, the pilots would not only improve information flow but would
help to develop further the spirit of partnership which is vital to the success of TCs at the
local level. For example, some of the frontline careers officers and school careers
coordinators reported that they were not always adequately informed about changes to
the regulations and criteria governing the operation of pilots. Where fully operational
initiatives such as TCs are still being developed to meet changing need, it is important
that briefing and updating mechanisms are built in and adequately resourced. These
mechanisms should also be linked to a dissemination and feedback strategy which aims
to inform partners of the key outcomes and achievements of the pilots. This will help
to engender commitment and can provide useful information for marketing purposes.
Some school staff, for example, expressed a need to have feedback on the TC progress
of their former students so that they could find out more about training opportunities
which would help to inform the careers information, education and guidance process.
The case studies found that TECs had not disseminated the outomes of the first year

evaluations very widely, yet studies of this sort may be a useful source of independent
advice.

Action planning is another area worthy of consideration. Whilst changes were made to
improve the action planning process, evidence was collected which suggested that the
role of action plans needs to be more clearly defined. Students were not always sure what
the purpose and use of the action plans were when they had left school. There appeared
to be some confusion about whether school leavers should show their action plans to
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employers and other training providers. Not surprisingly, some training managers had
not seen many action plans and were not able to comment on their usefulness. Alsothere
needs to be a review of the actual and potential linkages between action plans, records
of achievement and training plans. There was still uncertainty in the pilots about whether
and how these processes and documents should be linked.

Itis worth mentioning that whilst output-related funding was considered a reasonable
policy, there was a feeling that the criteria for allocation could be more flexible especially
in relation to young people with special training needs. The pilots mi ght benefit from
further monitoring of the resourcing and provision for this client group.

Finally, despite the recession the pilots have made encouraging progress to date. This
could be enhanced further by targeted action in the areas outlined above in addition to
the continuing development of effective monitoring and evaluation strategies. Such
strategies would help policy-makers and practitioners to review future progress and
inform decision-making processes. TECs would be well advised to give further
consideration to how effective monitoring and evaluation strategies could help them to

deal with the challenges that lie ahead in the management and development of their TC
pilots.
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METHODOLOGICAL APPENDIX

The evaluation strategy was agreed with ED staff and the TECs. The selection of schools
and sampling of TC-users, non-users, employers and ATOs was discussed and negotiated
with the TECs and LEASs, where appropriate. These initial meetings also provided
opportunities to obtain background and contextual information, key contact names and
to identify other local data requirements of the evaluation. Local evaluation reports and
other documentation, including the Coopers and Lybrand Deloitte report on the first year
of operation of the pilots, were analysed.

All research instruments - interview schedules and questionnaires - were designed in
collaboration with ED and TEC staff,

A synopsis of the groups covered by the evaluation, the numbers and research methods
used is presented below.

MANAGERS AND OPERATIONAL PEOPLE

Persons Involved: TEC personnel, LEA staff, including officers and advisers and
Careers Officers.

Strategy: Face-to face interviews lasting up to two hours using semi-structured
schedules and a strategy of progressive contacts: i.e. starting with key contacts and
moving outwards to others who are identified as being useful in the course of the earlier
interviews. Follow-up interviews and opportunities to return for further information or
to attend relevant meetings were taken up as necessary.

Numbers Involved: Total sample of 50.

Timing: On-going throughout the life of the project, but particularly in the early autumn
and at the close of the fieldwork period in early December,
Research topics included:

¢ management, operation and co-ordination of the scheme and changes made
over the last year (key roles and priorities);

¢ the progress made with financial control and management information and
database systems; '

¢ the cost effectiveness of the management and administrative strategies and
methods of resource allocation:

L] quality assurance, evaluation and monitoring procedures and the performance
indicators/success criteria being used;

¢ previous and new operational hurdles and how these were bein g overcome;
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¢ overall views on progress and outcomes to date and needed/planned
developments.

SCHOOLS

Persons Involved: Senior managers, such as heads and deputy heads, and careers
coordinators.

Strategy: Face-to-face interviews lasting approximately one hour with staff in 10
schools in two TEC areas and eight schools in the other TEC area, which were the focus
for the school-based research and student surveys. The schools were selected to reflect

the school population in each area. In addition, staff in two special schools in each area
were interviewed.

Numbers: Total sample of 40.
Timing: October, November and December 1992,

Research topics included:
® marketing of TCs to schools and briefing procedures;
¢ awareness and understanding of TCs amongst staff and students;
¢ careers information, education and guidance, and involvement in action
¢ planning;

¢ school involvement in the management of the scheme and with other
partners;

¢ perceptions of the effectiveness of the scheme, the changes made, the
barriers to effective operation and anticipated developments.

STUDENTS

Persons Involved: Year 11 students.

Strategy: Short self-completion questionnaires.

Numbers: Total samples of 766 Year 11 students and 162 Years12/13 students.
Timing: Administered in schools in November and December 1992,

Research topics included:
$ student awareness and understanding of TCs;

¢ reactions to TCs, their willingness to use them and their perceptions of the

impact of the Credits on young people’s intended actions at the end of
statutory schooling;

112



¢ involvement in, and reactions to, the guidance, action plannin gandrecording
procedures in schools;

¢ qualifications they are working towards, and any perceived impact of the TC
scheme on these.

YOUNG PEOPLE WITH SPECIAL EDUCATIONAL / TRAINING
NEEDS

Persons Involved: Years 11, 12 and 13 students in mainstream and special schools and
colleges.

Strategy: Mostly face-to-face interviews (occasionally in pairs) on an opportunity basis,
during visits to schools and colleges.

Numbers: Total sample of 73
Timing: October, November and December 1992,

Research topics included:
¢ this group’s need, experience, knowledge and perception of TCs;

4 progress made by TECs and other partners in providing for these groups and
encouraging them to participate in TC schemes;

4 outstanding needs and anticipated developments in provision and approach.

YOUNG PEOPLE: THE USERS AND NON-USERS

Persons Involved: There were several categories of both user and non-user, who needed
to be included in the research. The credit users included those in training (ie trainee
status YT) and those in employment (with or without YT training). They also included
those who first began using their Credits in 1991 and 1992. The non-users of particular
interest for this study included those in employment (and, to a minimal extent residual
YT, if any) and those who are unemployed and not in a training scheme.

Strategy: Different strategies were deployed to secure the views of the different groups
ineach area. Postal questionnaires were sent to credit users through the good offices
of ATOs. Shorter postal questionnaires were sent to non-users via the Careers Service
and employers. Those who were in training/employment were identified via employers
and TEC and Careers Service mailing lists; the unemployed were identified via the
Careers Services. The samples were selected to represent broadly the local occupational
distribution of credit-users and non-users in each of the case-study areas.

Numbers: Total samples of 731 TC-users and 47 non-users.
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Timing: November and December 1992 and January 1993,

Research topics included:

L] young people’s experience of using or not using TCs and reflections on the
information, support and careers guidance given them for this at different
stages in the transition process;

¢ impact of TCs on young people’s actions and motivations, particularly with
regard to the issues of empowerment, improvements in action planning,
decision-making and other coping skills; their career orientations; the
training received and the post-16 qualifications being pursued;

¢ reasons for not joining TC schemes.

EMPLOYERS AND TRAINING ORGANISATIONS

Persons Involved: Recruitment training and personnel staff in private and public sector
companies who employ young people aged 16-18, with and without TCs, as well as the
key Approved Training Organisations including colleges in each TEC area.

Strategy: The ATO samples were identified through TECdatabases. Employer samples
were drawn from TEC databases and local directors. The samples were selected to
represent a cross-section of ATOs and the broad local distribution of employers across
SIC categories. The employer samples were stratified to include two-thirds small
employers (less than 25 employees) and one-third medium and large employers (25 or
more employees).

The main strategy was telephone interviews, using an interview schedule and lasting up
to 30 minutes. Selected face-to-face interviews were carried out with up to six
employers, TC-users and ATOs in each area.

Numbers: Total samples of 75 ATOs (including nine FE-based providers) 160 TC-user
employers and 151 non-TC user employers.

Timing: October, November and December 1992 and J anuary 1993,

Research topics included:

¢ awareness and understanding of TCs and their views on the marketing
strategies employed by the TEC;

¢ views on changes in administrative procedures for TCs;

1 the impact of TCs on their recruitment and training practices and provision
and their perceptions of the benefits of the scheme;

¢ variations in the above by sector and size of organisation;

¢ reasons for employers not joining TC schemes.
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APPENDIX OF TABLES

Tabie A1: Year 11 Students: Number of GCSEs studying this year

Number %

1 2 0
2 3 0
3 7 1
4 12 2
5 8 1
6 13 2
7 65 9
8 185 25
9 336 45
10 88 12
i1 20 3
12 2 0
Total 741 100

A single-response question
Missing data = 25
Due to rounding errors, percentages may not sum to 100%

Table A2: Year 11 Students: Any other qualifications, certificates or awards this year?

Number %
Yes 131 18
No 596 82
Total 727 1300

A single-response question
Missing data = 39

Due to rounding errors, percentages may not sum to 100%
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Table A3: Year 11 Students: Sufficient help recelved from schools in preparing for

future
Number %
A great deal 59 8
Quite a lot 436 57
Not very much 213 28
Hardly anything 54 7
Total 762 100

A single-response question
Missing data = 4
Due to rounding errors, percentages may not sum to 100%

Table Ad:  Year 11 Students: Further help wanted from schools in making post-16
blans and choices

Number %
Yes 378 52
No 348 48
Total 726 100

A single-response question
Missing data = 40

Due 1o rounding errors, percentages may not sum to 100%
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Table A5: Year 11 Students: Knowledge about post-16 options

A great | Quitea | Not very | Hardly | Total
deal lot much | anything | Respond-
ents
Local post-16
courses & study
opportunities 15 230 349 168 762
2% 30% 46% 22% 100%
Local training schemes
(e.g. Youth Training &
apprenticeships) 15 198 397 149 759
2% 26% 52% 20% 100%
Local jobs & careers 44 294 358 61 757
6% 39% 47% 8% 100%
}
Which jobs offer
training 18 187 387 162 754
2% 25% 51% 21% 100%
Finding information
about courses,
training & jobs 100 452 182 26 760
13% 59% 24% 3% 100%
Making choices &
decisions about
post-16 opportunities 32 . 284 315 126 757
4% 38% 42% 17% 100%
Making applications &
coping with interviews 71 386 248 54 759
9% 51% 33% 7% 100%
Discussing with adults
the courses, training
& jobs wanted 78 384 250 45 757
10% 51% 33% 6% 100%

A series of single-response questions

762 students responded to at least one part of the question

4 students made no response to any part

Due to rounding errors, percentages may not sum to 100% across each row
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Table AG: Year 11 Students: Opinions on the nature of Training Credits

True False Total
Respondents
A Training Credit guarantees
you a job when you leave school 23 385 408
6% 949% 100%
A Training Credit guarantees you
training when you leave school 301 103 404
75% 25% 100%
A Training Credit gives you cash in
your pocket to buy training 110 293 403
27% 73% 100%
A Training Credit enables you to
discuss & get the training you want 347 56 403
86% 14% 100%
A Training Credit can be used for any
~sort of training or course 279 121 400
70% 30% 100%
A Training Credit can only be used for
some approved training 162 235 397
41% 59% 100%

A series of single-response questions
409 students responded to at least one part of the question
357 siudents made no response to any part

Due to rounding errors, percentages may not sum to 100% across each row

Table A7: Year 11 Students: Knowledge of Training Credits

Number Yo
A great deal 11 3
Quite a lot 145 36
Not very much 195 48
Hardly anything 57 14
Total 408 100

A single-response question
Missing data = 358

Due 1o rounding errors, percentages may not sum to 100%
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Table A8: Year 11 Students: Influence of Training Credits on future plans

Yes No Total
Respondents
Make you think more seriously
about training? 218 167 385
57% 43% 100%
Make you keen to leave
f/t education at 167 110 272 382
29% 71% 100%
Make you realise the importance of
qualifications? 304 84 388
78% 22% 100%
Make you feel able to have
more control over your training? 228 150 378
60% 40% 100%
Make you think more about which
job or career to choose? 202 179 381
53% 47% 100%

A series of single-response questions
392 students responded to at least one part of the question
374 students made no response to any part

Due to rounding errors, percentages may not sum to 100% across each row

Tabie AS:  Year 11 Students: Post-16 pians

Number %o

F/t course 546 74
Job + training 80 11
Job no training 27 4
Training scheme 28 4
Something else 7 1
Still undecided 51 7
Total 739 100

A single-response guestion
Missing data = 27
Due to rounding errors, percentages may not sum to 100%
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Table A10: Year 11 Students: Importance of post-16 education, training and

qualifications
Very Quite Notvery | Notatall | Total
important | important|important  important| Respond-
ents
Continue with education
or training after age 16 461 237 31 7 736
63% 32% 4% 1% 100%
Get further qualifications
after age 16 429 259 36 11 735
58% 35% 5% 1% 100%
A pair of single-response questions
744 students responded to at least one part of the question
22 students made no response to any part
Due to rounding errors, percentages may not sum to 100% across each row
Table A11: Years 12/13 Students: Number of GCSEs, Grades A-C
Number %
1 22 17
2 5 4
3 14 | 11
4 6
5 6
6 8
7 9 7
8 20 16
9 32 25
10 5 4
Total 127 100

A single-response question
Missing data = 35

Due to rounding errors, percentages may not sum to 100%
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Table A12: Years 12/13 Studenis: Number of other GCSEs

Number %
1 19 16
2 10
3 10
4
5 8 7
6 15 13
7 20 17
8 13 11
9 12 10
10 2 2
Total 118 100

A single-response question
Missing data = 44
Due to rounding errors, percentages may not sum to 100%

Table A13: Years 12/13 Studenis: Any other qualifications, certificates or awards at

school?
Number %
Yes 29 20
No 119 80
Total 148 100
A single-response question
Missing data = 14
Due to rounding ervors, percentages may rot sum to 100%
Table A14: Years 12/13 Students: Subjects studying this year
Respondents
Number %
A levels 91 56
ASS levels 4
BTEC 8 5
CPVE 40 25
GCSEs 54 33
Other Vocational 50 31
Total 162 160

A multiple-response question
Missing data = 137
Students could give more than one response, so percentages will not sum to 100%
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Table A15: Years 12/13 Students: Knowledge about post-16 options

A great | Quite a | Not very | Hardiy Total
deal lot much | anything | Respondents
Courses & study
opportunities in further
& higher education 6 85 63 8 162
4% 52% 39% 5% 100%
Local training schemes
(e.g. Youth Training &
apprenticeships) 2 29 72 59 162
1% 18% 44% 36% 100%
Local jobs & careers 6 64 70 22 162
4% 40% 43% 14% 100%
Which jobs offer training 5 37 71 49 162
3% 23% 44% 30% 100%
Finding information about
courses, training & jobs 25 98 34 5 162
15% 60% 21% 3% 100%
Making choices &
decisions about post-16
opportunities 16 94 42 10 162
10% 58% 206% 6% 100%
Making applications &
coping with interviews | 19 95 42 6 162
12% 59% 26% 4% 100%
Discussing with adults
the courses, training
& jobs wanted 9 63 78 12 162
6% 39% 48% 7% 100%

A series of single-response questions

All 162 students responded to at least one part of the question

Due to rounding ervors, percentages may not sum to 100% across each row

122




Table A16: Years 12/13 Students: Opinions on the nature of Training Credits

True False Total
Respondents
A Training Credit guarantees you
a job when you leave school 1 90 91
1% 99% 100%
A Training Credit guarantees you
training when you leave school 71 21 92
77% 23% 100%
A Training Credit gives you cash
in your pocket to buy training 27 62 89
30% 70% 100%
A Training Credit enables you to
discuss & get the training you want 80 I1 91
88% 12% 100%
A Training Credit can be used for
any sort of training or course 63 28 91
69% 31% 100%
A Training Credit can only be used
for some approved training 30 61 91
33% 67% 100%

A series of single-response questions

92 students responded 1o at least one part of the question

70 students made no response to any part

Due to rounding errors, percentages may not sum to 100% across each row
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Table A17: Years 12/13 Students: Knowledge of Training Credits

Number %
A great deal 1 1
Quite a lot 39 42
Not very much 45 49
Hardly anything 7 8
Total 92 100

A single-response question
Missing data = 70

Due to rounding errors, percentages may not sum to 100%

Table A18: Years 12/13 Students: Influence of Training Credits on future plans

Yes No Total
Respondents
Make you think more seriously
about training? 39 52 91
43% 57% 100%
Make you keen to leave
f/t education at 16? 11 80 91
12% 88% 100%
Make you realise the importance
of qualifications? 60 31 91
66% 34% 100%
Make you feel able to have more
control over your training? 54 35 89
61% 39% 100%
Make you think more about which
job or career to choose? 32 59 91
35% 65% 100%

A series of single-response questions
91 students responded to at least one part of the guestion
71 students made no response to any part

Due 1o rounding errors, percentages may not sum to 100% across each row
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Table A19: Years 12/13 Students: Post-16 plans

Number %o
F/t course 94 59
Job + training 31 20
Job no training 4 3
Training scheme
Something else 2 1
Still undecided 25 16
Total 158 100

A single-respanse question
Missing data = 4
Due to rounding errors, percentages may not sum to 100%

Table A20: Years 12/13 Students: Sufficient help received from schools in preparing for

future
Number %
Yes 89 56
No 21 13
Partly 50 31
Total 160 100

A single-response question
Missing datq = 2

Due to rounding errors, percentages may not sum to 100%
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Table A21: Years 12/13 Students: Further help needed

Respondents
Number %

More information on college course 9 16
More information on jobs 3 5
More information on other youth training 1 2
More discussion/interviews 4 7
More A level information 8 14
More career advice generally 12 21
What to do if fail exams 1 2
Other relevant 12 21
Irrelevant 13 22
Total 58 100

A multiple-response question

Missing data = 104

Studenis could give more than one response, so percentages will not sum to 100%

Table A22: Years 12/13 Students: Sources of information

Respondents
Number %

Parents/relatives 4 16
Friends 18 72
TV, radio, papers 4 _ 16
Employer 2 8
FE college etc. 4 16
Other source 4 16
Total 25 100

A multiple-response question
Missing data = 137

Students could give more than one response, so percenlages will not sum to 100%
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Table A23: Employers Surveyed - Distribution by SIC

TC Users Non-TC Users

Number % Number %
Agriculture 6 4 4 3
Energy/water 2 1
Extractive 2 I
Metal goods/vehicles 17 11 12
Other manufacturing 13 -8 12 8
Construction 8 5 I
Distribution 53 33 58 39
Transport 7 4 4 3
Financial 21 13 29 20
Other services 30 19 28 16
Total - 159 100 148 100

A single-response question
Missing data = 4
Due to rounding ervors, percentages may not sum to 100%

Table A24: Employers {TC Users): Number of employees

Number %
1to25 109 68
26 10 50 14 9
51t0 100 13 8
101 to0 200 8 5
201 to 500 5
More than 500 8 5
Total 160 100

A single-response question
Missing data = 0
Due to rounding errors, percentages may not sum to 100%
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Table A25: Employers (TC Users): SIC Classification

Number %o
Agriculture 6 4
Energy/water 2 1
Extractive 2 1
Metal goods/vehicles 17 11
Other manufacturing 13
Construction 8
Distribution 53 33
Transport 7 4
Financial 21 13
Other services 30 19
Total 159 100

A single-response question
Missing data = |
Due to rounding errors, percentages may not sum to 100%

Table A26: Employers (TC Users): Sources of Information about Training Credits

scheme
Respendents

Number %
Publicity materials from TEC 44 36
Media coverage 7
Oral presentations by TEC 9
Young people 35 28
Careers service 8
Local employer group 4 3
Other 43 35
Total 123 100

A multiple.response question
Missing data = 37

Employers could give more than one response, so percentages will not sum to 100%
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Table A27: Employers (TC Users): Changes In marketing Training Credits

Number %o
Yes 30 19
No 76 48
Don’t know 50 31
N/A 3 2
Total 159 100
A single-response question
Missing data = 1

Due 1o rounding errors, percentages may not sum to 100%

Tabie A28: Employers (TC Users): Fully understand how Training Credits operates?

Number %
Yes 67 42
No 75 47
Don’t know 17 11
N/A 1 1
Total 160 100

A single-response question
Missing data = 0
Due to rounding errors, percentages may not sum to 100%
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Table A29: Employers (TC Users): Aspects of Training Credits scheme oh which further
clarification wanted

Respondents

Number %o
More details or specific information 27 - 30
Information on how TCs can be used 5
Information on what the scheme hopes to achieve 2 2
Information on financial implications of TC scheme 10 11
Information on dealing with administrative implcations 5
Information on benefits of the scheme for employers
General overview of the scheme 25 28
Not heard of TCs, so needs to know everything
Don’t know 3 3
Other valid response 29 33
Invalid response 1 1
Total 89 100

A multiple-response question
Missing data = 71

Employers could give more than one response, so percentages will not sum to 100%

Table A30: Empioyers (TC Users): Ease of use of Training Credits procedures

Number %
Very easy 83 53
Fairly easy 50 32
Not very e&sy G
Not at all easy 12
N/A 3 2
Total 157 100

A single-response question
Missing data = 3

Due to rounding ervors, percenlages may not sum to 100%

130




Table A31: Employers (TC Users): Impact of Training Credits on recruitment decisions
since Summer 1991

Respondents
Number %
General positive comment 6 4
Financial contribution to tuition
improved recruitment 14 g
N/A - new business 1
N/A - not heard of TCs 3 2
Other valid response 4
No impact 120 75
Not sure 10 6
Total 159 100

A muyltiple-response question
Missing data = I

Employers could give more than one response, so percentages will not sum to 100%
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Table A32: Employers (TC Users): Occupations and jobs done by young people on
Training Credits

Respondents

Number %
Professional Occupations 2 : 1
Science/Engineering/Computing 16 10
Health Professionals 1 1
Legal/Business/Social Welfare 10 6
Literature/Sport/Arts 2 1
Clerical 28 18
Secretarial i3
Skilled Construction 5
Skilled Engineering/Metal/Electrical 17 11
Metal Forming/Welding 5 3
Vehicle Trades 24 15
Printing/Woodworking/Food Preparation 14 9
Catering/Travel/Leisure & Recreation 16 10
Health/Childcare Related 7 4
Hair/Beauty/Domestic 6
Buyers/Sales Reps. 1
Sales Assistants/Checkout Operators 17 11
Ind. Plant Machine Operatives/Assembly 1 1
Transport Operatives/Assembly 1 1
Agriculture/Forestry 7 4
Other Elementary Occupations 9 6
Other valid response I 1
Total 160 100

A multiple-response question
Missing data = (

Employers could give more than one response, so percentages will not sum to 100%
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Table A33: Employers (TC Users): Most atiractive way of recrulting young people

Number %
YT 26 16
TC 30 19
Neither 42 26
Not sure 56 35
N/A 5 3
Total 156 100

A single-response question
Missing data = 1
Due to rounding errors, percentages may not sum to 100%

Table A34: Employers (TC Users): Adequacy of careers education and guidance for
gliving young people:

Yes No Don’t Total
Know Respondents
General understanding of work | 79 43 37 159
50% 27% 23% 100%
Knowledge of jobs in sector 79 49 30 158
50% 31% 19% 100%
Understanding of importance
of training 87 36 35 158
55% 23% 22% 100%
Effective job seeking and
interview skills 55 59 44 158
35% 37% 28% 100%

A series of single-response questions
159 employers responded to at least one part of the question
One employer made no response 1o any part

Due to rounding errors, percentages may not sum to 100% across each row
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Table A35: Employers (TC Users): impact of Training Credits on careers education and

guidance

Number %
A great deal i5 9
Quite a lot 37 23
Not very much 28 18
No impact 36 23
Don’t know 41 26
N/A 2 1
Total 159 100

A single-response question
Missing data = 1

Due to rounding errors, percentages may not sum to 100%

Table A36: Employers (TC Users): Usefulness of Action Plans

Number %
Very useful 14 9
Fairly useful 23 14
Not very useful 13 8
Not at all useful 8
Don’t know 53 33
N/A 48 30
Total 159 100

A single-response question
Missing data = 1

Due to rounding errors, percentages may not sum to 100%

Table A37: Employers (TC Users): Different fraining for Training Credit holders?

Number %o
Yes 17 11
No 105 67
Don’t know 12 8
N/A 22 14
Total 156 100

A single-response question
Missing data = 4

Due to rounding errors, percentages may not sum io 100%
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Table A38: Employers (TC Users): Formal qualifications obtained by Training Credit

holders
Respondents

Number %o
BTEC 34 22
CGLI (City and Guilds) 46 30
RSA 5 3
ONC 3 2
HNC 6 4
HND 1 1
Professional qualifications 5 6
NVQs 13 8
Subject mentioned but no qualifications 38 25
None 4 3
Don’t know 19 12
Other valid response 5 3
Total 153 100

A multiple-response question
Missing data =7

Employers could give more than one response, so percentages will not sum to 100%

Table A39: Employers (TC Users): Formal qualifications obtained by young peopie
without Training Credits

Respondents

Number %o
BTEC 4 31
CGLI (City and Guilds) 1 8
ONC 1 8
HNC 1 8
NVQs 1 8
Subject mentioned but no qualifications 5 38
Don’t know 2 15
Other valid response 2 15
Uncodable 1 8
Total 13 100

A multiple-response question
Missing data = 147

Employers could give more than one response, so percertages will not sum to 100%
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Table A40: Employers (TC Users): Effects of Training Credits on training

Yes | Partly | No Bon't | N/A | Total
Know Respond
-e1ifs
Increased volume of training 37 7 98 14 3 159
23% 4% 62% 9% 2% | 100%
Increased variety of training 28 5 110 13 3 159
18% 3% 69% 8% 2% | 100%
Improved quality of training 41 8 93 14 3 159
26% 5% 58% 9% 2% | 100%
Made training more structured
or systematic 53 12 78 13 3 159
33% 8% 49% 8% 2% | 100%

A series of single-response questions

159 employers responded 1o at least one part of the question

One employer made no response to any part

Due to rounding errors, percentages may not sum to 100% across each row
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Table Adi: Employers (TC Users): Benefits gained by young people from Training

Credits
Respondents
Number o

Availability of training 14
More choice of options on training 7 5
Increased job prospects 28 19
Benefits of a job with training 32 21
Comprehensive training and education 12
Young people have more control 5
Improved motivation 12
Personal development 15 10
Encourages employers to take

on young people 3 2
Training leads to accredited qualifications 14
Financial incentive 6 4
None/very few 21 14
Don’t know 13 9
TC holders treated the same as

other employees 6 4
Benefits fewer than for YT 1 | 1
Other valid response 25 17
Total 151 100

A multiple-response question
Missing data = 9

Employers could give more than one response, so percentages will not sum to 100%
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Table A42: Employers (TC Users): Do Training Credits increase young people’s
confidence in discussing the tralning they want?

Number %o
Yes 55 35
No 55 35
Don’t know 27 17
N/A 19 12
Total 156 100

A single-response question
Missing data = 4

Due to rounding errors, percentages may not sum to 100%

Table A43: Employers (TC Users): How Training Credits have affected young people’s
attitudes to training and employment

Respondents
Number %
Recognise the importance of training 15 10
Increased motivation 25 17
Increased awareness opportunities 7 5
Other positive response I8 12
Young people more cynical now 4 3
Other negative response 63 43
Other valid response 24 17
Invalid response 1 1
Total 145 100

A multiple-response question
Missing data = 15

Employers could give more than one response, so perceniages will not sum to 100%
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Table Ad4: Employers (TC Users): Benefits gained by company from Training Credits

Respondents
Number %

Increased motivation of young people 10
Better standard of applicants for jobs 11
Access to young trainee without payment 20 14
Fully trained employee after 2 years 7 5
Improved relationship between employees

and company 2 1
Improved relationship between employees

and local colleges 8 5
Opportunity to recruit young person

with qualifications 1 1
Financial 37 25
No benefits 39 26
Don’t know 10 7
Other valid response 23 16
Total 148 100

A multiple-response question
Missing data = 9

Employers could give more than one response, so percentages will not sum to 1009
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Table A45: Employers’ views on the adequacy of careers education and guidance for

giving young people
Yes No Not Sure
TC- Non- TC- | Non- TC- Non-
Users | Users . Users | Users | Users | Users
General understanding
of work 79 61 43 50 37 39
50% 419% 27% 33% 23% 26%
Knowledge of jobs
in sector 79 53 49 70 30 27
50% 35% 31% 47% 19% 18%
Understanding of
importance of training | 87 88 36 28 35 33
55% 59% 23% 19% 22% 22%
Effective job seeking
and interview skills 55 52 59 49 44 48
35% 35% 37% 339, 28% 32%

A series of single-response questions

159 TC-user employers responded to at least one part of the question
150 Non-TC user employers responded to at least one part of the question

Due to rounding errors, percentages may not sum to 100% across each row, for each type of employer

Table A46: Employers (Non-TC Users): Number of employees

Number %o
1 to 25 102 68
26 to 50 13 9
51 to 100 14 9
101 to 200 7 5
201 to 500 12 8
More than 500 3 2
Total 151 100

A single-response question
Missing data =

Due to rounding errors, percentages may not sum to 100%
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Tabie A47: Employers (Non-TC Users): SIC classification

Number %
Agriculture 4
Metal goods/vehicles 12
Other manufacturing 12
Construction 1
Distribution 58 39
Transport 4 3
Financial 29 20
Other services 28 19
Total 148 100

A single-response question
Missing data = 3

Due to rounding errors, percentages may not sum to 100%

Table A48: Empioyers (Non-TC Users): Recruitment of young people in 1892 compared

with 1991
Number %
Gone up 26 17
Same 65 43
Gone down 45 30
Not sure 14 9
Total 150 100
A single-response question
Missing data = 1

Due to rounding errors, percentages may not sum to 100%

Table A49: Employers (Non-TC Users): Effectiveness of careers education and

guidance
Number %
Very effective 21 14
Fairly effective 47 31
Not very effective 29 19
Not at all effective 17 11
Don’t know 36 24
Total 150 100
A single-response question
Missing data = I

Due to rounding errors, percentages may not sum to 100%
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Tabie A50: Employers (Non-TC Users): Adequacy of careers education and guidance
for giving young people

Yes No Don’t Total
Know Respondents
General understanding of work | 61 50 39 150
41% 33% 26% 100%
Knowledge of jobs in sector 53 70 27 150
35% 47% 18% 100%
Understanding of importance
of training 88 28 33 149
59% 19% 22% 100%
Effective job seeking and
interview skills 52 49 48 149
35% 33% 32% 100%

A series of single-response questions
150 employers responded to at least one part of the question
One employer made no response 1o any part

Due to rounding errors, percentages may not sum to 100% acress each row

Table A51: Employers (Non-TC Users): Formal qualifications obtained by young people

Respondents
Number %o

BTEC 7 9
CGLI (City and Guilds) 26 36
RSA 6 7
ONC

HNC 3

HND 2 2
Professional gualifications 16 20
NVQs 4 5
Subject mentioned but no qualifications 8 10
None 4 5
Don’t know 11 14
Other valid response 2 2
Total 81 100

A multiple-response question
Missing data = 70

Employers could give more than one response, so percentages will not sum to 100%
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Table A52: Employers (Non-TC Users): Fully understand how Training Crediis

operates?

Number %
Yes 26 27
No 48 51
Don’t know 21 22
Total 95 100

A single-response question
Missing data = 56
Due to rounding errors, percentages may not sum to 100%

Table A53: Employers (Non-TC Users): Why not joined Training Credits?

Respondents

Number %
Existing training works well 19 20
Company runs own scheme 17 18
Current trainees already in other scheme
Not relevant to company’s needs 7 7
Prefer freedom of choice, no interference
Recession, no vacancies, financial constraints 17 18
Shortage of suitable young people 4 4
Don’t know enough about scheme 10 11
Scheme too complicated 4 4
College courses not appropriate 5 5
Scheme run for benefit of colleges 1 1
Other negative response 7 7
Don’t know 7 7
Company currently investigating scheme 6 6
Other valid response 5 5
Total 95 100

A multiple-response question
Missing data = 56

Employers could give more than one response, so percentages will not sum to 100%
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Table A54: Employers (Non-TC Users): What difference would Training Credits make to
training and recruitment?

Respondents

Number %
Might encourage to take on young people 5 23
Might help recruit suitable young people 3 14
Would affect current training procedures 2
Might lead to using different training providers i
Training easier because of outside oversight 1
No difference 4 18
Don’t know 4 18
Other valid response 2 9
Total 22 100

A multiple-response question
Missing data = 129

Employers could give more than one response, so percentages will not sum to 100%

Table A55: Employers (Non-TC Users): Possible incentives to join Tralning Credits?

Respondents

Number %
Increased financial incentives 8 9
More help for small employers 1 1
Scheme simpler to administer 1 1
Greater flexibility 10 11
Face-to-face contact 5 5
More information 13 14
More potential trainees 3 3
Improvement in economic situation 10 11
Negative response - not at present 15 16
Know nothing about TCs 14 15
Don’t know | 13 14
Other valid response 5 5
Invalid response 4 4
Total 93 100

A multiple-response question
Missing data = 58

Employers could give more than one response, so percentages will not sum to 100%
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Table A56: TC Users: Knowledge about career options

A great  Quitea | Not very | Hardly Total
deal fot much anything | Respondents
Courses & study
opportunities in further
& higher education 24 300 350 49 723
3% 41% 48% 1% 100%
Local training schemes
(e.g. Youth Training &
apprenticeships) 46 357 275 46 724
6% 49% 38% 6% 100%
Local jobs & careers 49 339 296 41 725
7% 47% 41% 6% 100%
Which jobs offer training 21 269 354 69 713
3% 38% 50% 10% 100%
Finding information about
courses, training & jobs 105 426 174 13 721
15% 60% 24% 2% 100%
Making choices &
decisions 61 389 245 25 720
8% 54% 34% 3% 100%
Making applications &
coping with interviews | 118 384 194 27 723
16% 53% 27% 4% 100%
Negotiating about
the courses, training
& jobs wanted 44 338 289 48 719
6% 47% 40% 7% 100%

A series of single-response questions

727 TC users responded to at least one part of the question

4 TC users made no response to any part

Due to rounding errors, percentages may not sum to 100% across each row
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Table AS7: TC Users: What helped to make post-16 plans and choices?

Yes Partly No N/A Total
Respondents
Action Planning 105 217 192 69 583

18% | 37% 33% | 12% 100%

Individual Career Discussion | 187 278 148 19 632
30% 449, 23% 3% 100%

A pair of single-response questions

665 TC users responded to at least one part of the question

66 TC users made no response to either part of the question

Due to rounding errors, percentages may not sum to 100% across each row

Table A58: TC Users: How did you hear about Training Credits?

Respondents
Number Yo

Careers officer 535 74
Teacher/tutor 309 43
Friend 64 9
College/iraining organisation 149 21
Employer 65 9
Written information/video 59 8
Media 41

Other 23 3
Total 721 160

A multiple-response question
Missing data = 10

TC users could give more than one response, so percentages will not sum to 100%
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Table AS8: TC Users: influence of Training Credits

Yes No Total
Respondents
Made you keen to find
training and employment 437 253 690
63% 37% 100%
Made you think more seriously
about training 496 194 650
72% 28% 100%
Made you realise the importance of
qualifications 501 192 693
72% 28% 100%
Helped you get the training
you wanted 575 131 706
81% 19% 100%
Made you aware that training
should be provided for you 561 128 689
81% 19% 100%
Made you feel able to have more
control over your training 382 299 681
56% 44% 100%
Made you think about which job
or career to choose 371 314 685
54% 46% 100%
Made you feel valued by employer
Or training provider 373 306 679
55% 45% 100%

A series of single-response questions
722 TC users responded to at least one part of the question
9 TC users made no response to any part

Due to rounding errors, percentages may not sum to 100% across each row
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Table A60: TC Users: Questlons about Training Plans

Yes No | Not Sure Total
Respondents
Drawn up Training Plan? 358 246 114 718
50% 34% 6% 100%
Used school Action Plan 106 201 65 372
28% 54% 17% 100%
Training fit with Training Plan? 299 28 59 386
77% 7% 15% 100%
A series of single-response questions
721 TC users responded to at least one part of the question
10°TC users made no response 1o any part
Due to rounding errors, percentages may not sum to 100% across each row
Table A61: TC Users: Future Plans
Numntber %
Continue as present 455 65
Move to another same 49 7
Leave for another 71 10
F/t course 29 4
Other 24 3
Not sure 77 11
Total 705 100
A single-response question
Missing data = 26
Due to rounding errors, percentages may not sum to 100%
Table A62: TC Users: Status
Number %o
Based with training organisation or college 435 60
Full-time employee with a company 254 35
Part-time employee with a company 13 2
Other 20 3
Total 722 100

A single-response question
Missing data = 9
Due to rounding errors, percentages may not sum to 100%
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Evaluation of the second year of Training Credits

Training Credits is one of the major initiatives introduced by the Government to improve training
opportunities for young people in the 1990s. Crucial though this policy promises to be, in the
way that it entitles and empowers young people to purchase high-quality training, it faces a
number of challenges. Attitudes to training have to be changed and the whole culture of skills
developmentneeds to be transformed. The new market approachis likely to have a major impact
on the content and delivery of post-16 education and training provision, including attainment of
the National Education and Training Targets.

This report examines the development and operation of Training Credit schemes in their second
year of implementation by assessing the progress and outcome of three of the pilots. It focuses
on management of the schemes, including administration, finance and marketing, and devotes
chapters to the role and reactions of each of the main stakeholders in Training Credits: young
people, employers, training providers, the careers service, and schools. Each chapter ends with
an evaluative overview.

The value of this report is that, in the run-up to nationwide implementation of the scheme in 1996,
it reviews the progress made so far and considers the impact on employers’ and young people’s
motivation to become involved in training. The authors draw out practical implications for the
management and future development of the schemes and the evolution of Training Credits
partnerships. Careers education and guidance, action planning and provision for special needs
are also discussed.

This publication provides research-based information for policy makers and practitioners in

national education and training agencies as well as for TECs, LECs, EBPs, LEAs and the Careers
Service who are responsible for meeting the education and training needs of young people.
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