
@FEWEEK 17EDITION 308 FRIDAY, FEBRUARY 28, 2020FEWEEK.CO.UK

Analysis

Apprenticeship providers struggling to adapt to new Ofsted framework?

Grade Grade Grade Grade Grade Grade

1 2 1 2 1 0 1 2% 1 4% 1 0%

2 68 2 24 2 44 2 53% 2 50% 2 54%

3 47 3 16 3 31 3 36% 3 33% 3 38%

4 12 4 6 4 6 4 9% 4 13% 4 7%

Grade Grade Grade Grade Grade Grade

1 1 1 1 1 0 1 1% 1 2% 1 0%

2 38 2 26 2 12 2 47% 2 51% 2 40%

3 32 3 18 3 14 3 40% 3 35% 3 47%

4 10 4 6 4 4 4 12% 4 12% 4 13%

Providers Providers Providers

48% 53% 40%

42 24 18 52% 47% 60%

Providers Providers Providers

39 27 12

Apprenticeship grades - first half of 2019/20 under Ofsted new Education Inspection Framework

All providers of which new providers of which existing providers All providers of which new providers of which existing providers

59 22 37 46% 46% 46%

70 26 44 54% 54% 54%

Providers Providers Providers Providers Providers Providers

Apprenticeship grades - 2018/19 under Ofsted Common Inspection Framework

All providers of which new providers of which existing providers All providers of which new providers of which existing providers
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What is it like to be a learner with this provider? 
 
Learners and apprentices do not experience a well-planned programme of study. 
They only have access to a narrow curriculum that does not prepare them 
sufficiently for their future careers.  
 
Apprentices do not develop new knowledge, skills and behaviours quickly enough. 
Assessors focus on the assessment of what apprentices already knew and could do 
before they started their programme.    
 
Apprentices receive a poor standard of training. Frequent changes of apprentices’ 
assessors leave apprentices with significant gaps in their training programme. 
Apprentices are overly reliant on observing other colleagues in the workplace to help 
them develop confidence in crucial customer-facing skills. Apprentices studying on 
frameworks or standards are unhappy, unmotivated, and, in some cases, very angry 
about the quality of their training.  
 
Apprentices are let down by poor careers guidance or advice to inform their next 
steps. Staff do not prepare apprentices to achieve in their work or career 
aspirations. As a result, many apprentices face redundancy or extensive periods of 
time on a lower wage. 
 
While apprentices feel safe in their workplace, they do not have a full appreciation of 
the risks associated with radicalisation and extremism in their locality.   
 
What does the provider do well and what does it need to do 
better? 
 
Leaders are culpable for the poor standard of education and training. Across all 
programmes, they have failed to select, develop and implement a curriculum that 
addresses the specific gaps in learners’ and apprentices’ knowledge and skills. 
Therefore, learners and apprentices do not acquire the personal attributes or the 
knowledge that they need to succeed in their profession.   
 
The apprenticeship curriculum is not fit for purpose. Leaders and managers have 
failed to ensure that apprenticeship programmes meet the principles and 
requirements of an apprenticeship. Apprentices rightly identify a lack of personal 
development in their programmes in areas such as equality and diversity and the 
understanding of fundamental British values. For example, leaders do not focus 
sufficiently on developing apprentices’ appropriate attitudes at work or raising 
learners’ awareness of aspects of living and working in a culturally diverse society.  
    
Managers do not ensure that the curriculum is delivered in a logical order so that 
apprentices learn more and remember more. Apprentices waste their time in training 
in skills and knowledge that they have already mastered. For example, software 
development technician apprentices have not been taught any new topics and have 
only been assessed on topics such as writing code, even though they already knew 
how to do this before they started their programme.    
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It's all about the curriculum: example statements 
from reports published in the past six months
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Leaders and managers have not rectified most of the weaknesses identified at their 
new provider monitoring visits. They do not evaluate the effectiveness of the 
curriculum. Leaders do not use management information to measure the impact of 
their programmes. 
 
Senior leaders’ monitoring of the performance of their subcontractors, for whom 
they rely upon to deliver all aspects of their apprenticeship programmes, is poor. 
They do not know whether the curriculum is designed well or delivered in a logical 
order. Leaders are unaware of the progress apprentices make through their 
programmes. They do not know whether teachers employed at the subcontractors 
receive focused professional development. Leaders do not know that around a fifth 
of apprentices have not had workplace visits for several months. 
 
The senior leadership team has recently changed. They have implemented many 
new monitoring processes to get a clear oversight of the quality of apprentices’ 
experiences. Leaders and managers are not seeing the impact of these processes 
yet. 
 
Most subcontractors deliver their curriculum in a logical order. This helps 
apprentices improve their knowledge and skills over time. For example, teachers 
incrementally build on apprentices’ welding knowledge and skills. This enables 
apprentices to complete complex welding activities successfully. They weld fixed 
pipe or overhead pipework and work skilfully in confined spaces. 
 
The majority of teachers plan useful activities to check how well apprentices 
remember key facts. For example, apprentices studying thermo-dynamics and the 
refrigeration cycle recall previous learning accurately. This enables them to construct 
a cold room. Consequently, apprentices extend their analytical and problem-solving 
skills. 
 
A few teachers do not check apprentices’ understanding well enough. They do not 
correct any errors that apprentices make. Apprentices are not aware of what they 
need to focus on to help them remember key facts. 
 
Employers value the contribution that apprentices make to their business. They 
make sure that apprentices develop their knowledge and skills by working in as 
many departments as possible. For example, apprentices spend time in quality 
assurance, finance and the warehouse. This extends apprentices’ understanding of 
the wider functions within the organisation. 
 
Teachers are well qualified, have relevant vocational knowledge and significant 
industrial experience in their subject areas. They receive regular industry updates. 
For example, teachers attend exhibitions on current ecosystems and accredited 
certificate schemes (ACS) for gas operatives. 
 
The majority of teachers apply useful strategies to identify gaps in apprentices’ 
knowledge. Apprentices complete mock assessments, end-of-unit tests and 
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What is it like to be a learner with this provider? 
 
Apprentices and adult learners study at work in a wide range of employers’ premises 
and at home. They prefer learning online because it often avoids difficult journeys 
from rural locations. 
 
Apprentices gain little from studying their apprenticeship with PBD. Too few 
complete their training on time. Assessors do not recognise apprentices’ existing 
knowledge and skills when planning learning. 
 
Adult learners do not experience good-quality training. They are not able to access 
their online learning in time to apply it in their job roles. Assessors do not enable 
learners to reflect meaningfully on their workplace practice. Too many adults leave 
before completing their learning programmes. 
 
Apprentices and adult learners receive effective personal help and encouragement 
from assessors. This enables them to overcome the many personal challenges they 
experience. 
 
Apprentices and adult learners become valued members of staff in the workplace. 
Employers have high expectations and provide them with effective support, 
coaching and guidance. As a result, they attend well and develop good skills and 
professional behaviours. They confidently carry out similar duties to permanent 
staff, often without supervision. 
 
What does the provider do well and what does it need to do 
better? 
 
Since the previous inspection, leaders have failed to act quickly to improve the 
quality of education. Too few apprentices complete their qualification on time. Too 
many adult learners leave their programme early. Assessors do not provide 
additional study guidance or support to those apprentices who require extra help to 
complete their learning. External advice and challenge have had little measurable 
impact on improving the experience of apprentices and adult learners. 
 
Leaders and assessors have not developed a coherent programme of study. They do 
not consider the work that apprentices and adult learners do when planning 
learning. Leaders do not give access to online theory in time for it to be useful to 
apprentices and adult learners at work, for example learning about educational 
theory at the start of the programme. 
 
Leaders do not share the programme of learning with employers, apprentices and 
adult learners. This prevents employers planning meaningful work to complement 
the online learning. Consequently, the most able learners are often frustrated by the 
slow pace of their learning. 
 
Assessors do not establish apprentices and adult learners’ starting points and do not 
have the information they need to plan effective learning. Employers are not 
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What is it like to be a learner with this provider? 
 
Apprentices do not benefit from a well-planned programme of study. Most 
apprentices and their line managers do not know that they are on an apprenticeship. 
Too many apprentices do not develop the wider range of knowledge, skills and 
behaviours needed to progress in their careers. They just complete their 
management qualification. 
  
Apprentices do not receive enough feedback or support to know how to make better 
progress. Too many apprentices leave the programme without completing.  
 
Most apprentices gain confidence in their work roles. A small minority recognise that 
they have gained new knowledge and skills, but the majority only have their existing 
knowledge and skills confirmed. Most do not have a coach or mentor at work to help 
them make use of opportunities to learn new skills, for example, observing 
experienced managers carrying out disciplinary hearings or holding strategy 
meetings.  
 
Apprentices show respect to each other, for example listening to each other’s views 
in workshops. They feel, and are, safe. They understand the diverse nature of 
people they manage and how to ensure that they are treated fairly. 
 
What does the provider do well and what does it need to do 
better? 
 
Leaders and managers do not have high enough expectations for their apprentices. 
The curriculum does not meet the principles and requirements of an apprenticeship. 
Employers are not involved in planning the programme for their apprentices and do 
not offer the right support at work. Too many apprentices do not receive enough 
time to develop new knowledge and skills in the workplace.  
 
Trainers and assessors focus on apprentices meeting the requirements of the 
Institute of Leadership and Management (ILM) qualifications. Leaders have not 
made sure that trainers and assessors are trained to deliver good-quality education 
and training for the full apprenticeship. As a result, they do not understand how to 
plan and sequence the delivery or support apprentices to build on what they already 
know.  
 
Managers, trainers and assessors do not use apprentices’ prior learning and skills to 
plan the curriculum. Most apprentices do not develop substantial new knowledge 
and skills or build on what they already know. All apprentices complete workbooks 
to meet the requirements of the ILM qualification. Level 5 apprentices, who 
previously completed a level 3 in qualification in management, cannot identify any 
new knowledge gained. 
 
Trainers and assessors do not collaborate to ensure that apprentices can develop 
increased knowledge in workshops and then apply this knowledge in the workplace 
and in their assignments. Trainers and assessors do not check that apprentices 
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learners despite significant issues with staffing and performance. Governors have 
not focused sufficiently on the quality of education. They have recently begun to 
work with the new CEO to rationalise the curriculum to refocus on health and care, 
which was the original curriculum focus of PtE. 
 
Leaders and managers fail to ensure that apprentices receive their entitlement to 
well-planned on- and off-the-job training. Most employers are not involved in the 
development and planning of their apprentices’ curriculum. Leaders and managers 
have not had enough oversight of the apprenticeship curriculum. This has resulted 
in the apprenticeship provision not meeting the principles and requirements of an 
apprenticeship programme.   
 
Apprentices are not routinely placed on the right apprenticeship based on their prior 
experience and knowledge of their role. For example, port operative subcontracted 
apprentices who have been working in the sector for several years report that they 
do not develop any new knowledge or skills as part of the apprenticeship.  
 
Apprentices do not benefit from an ambitious curriculum. Leaders and managers 
place too much focus on the completion of units. Apprentices do not consolidate 
consistently their learning before moving onto a new topic. TAOs do not focus 
enough on what apprentices need to know and be able to do to be successful. For 
example, TAOs do not set challenging-enough tasks and activities for level 5 care 
leadership and management framework apprentices.   
 
Leaders, managers and TAOs do not consider apprentices’ starting points when they 
plan the curriculum. Apprentices, therefore, do not develop substantial new 
knowledge, skills and behaviours. For example, level 3 lead adult care standard 
apprentices repeat units they have already achieved at a different provider.   
 
Assessment for apprentices is not fit for purpose. TAOs do not use the information 
from the assessment task to support apprentices to improve their knowledge and 
skills. In some cases, TAOs provided incorrect information to apprentices as they did 
not have appropriate vocational knowledge and expertise.   
 
TAOs do not support apprentices who have additional learning needs well enough. 
This results in these apprentices making very slow progress on their apprenticeship. 
 
Most managers and tutors plan the curriculum for adult learners in a logical and 
progressive sequence. They review the curriculum and make changes to improve it 
for new groups of learners.  
 
Most learners get developmental feedback from their TAOs that helps them to 
improve their skills over time. For example, learners on make-up artistry 
programmes improve their technique in creating a neat cut crease along the eye 
socket following advice from their TAOs. 
 
The majority of learners develop new knowledge and skills on their programme. For 
example, learners on nail courses produce neat smile lines when carrying out French 
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knowledge and skills deficits in these essential elements remain for a small minority 
of apprentices and learners. 
 
The planning of learning in mathematics for engineering apprentices studying at level 
4 is weak. Essential learning related to mathematics and its application to 
engineering, scientific and technical principles is taught too late in apprentices’ 
learning programmes to aid their knowledge and understanding. As a result, too 
many apprentices have to attend additional revision classes to catch up and re-learn 
essential mathematical principles required for their qualification. 
 
Trainers do not routinely use the full range of information obtained through 
assessments of apprentices’ skills at the beginning of their courses to plan and order 
learning effectively. In rail, civil engineering, and signalling pathways, trainers’ 
assessments of apprentices’ starting points do not routinely take into account their 
prior qualifications, or what they can already do. 
 
On technical-based apprenticeship courses, too many apprentices experience a 
disjointed and insufficiently ordered curriculum. Managers and trainers do not plan 
off-the-job training well enough. For example, apprentices in practical engineering 
roles, such as locomotive maintenance and repair, do not receive training in 
engineering skills such as hand-fitting and machining that they need in the 
workplace. Employers often provide this training themselves to fill this skills gap. As a 
result, apprentices are not always able to carry out practical roles at work as quickly 
as they should. 
 
The planning of external presentations delivered by industry experts on high-speed 
rail and building information modelling to level 4 apprentices is not consistently well 
coordinated or scheduled. Trainers do not ensure that the timing of these 
presentations is suitably planned or synchronised with the technical modules that 
apprentices are working towards. This has a negative impact on apprentices’ 
preparation for their coursework and is an example of why they make slow progress. 
 
Technical trainers are not sufficiently adept at planning and delivering challenging 
learning that enables apprentices to make assured progress in their skills 
development. Too often, planned tasks and activities are the same for all, irrespective 
of the knowledge and skills they have already gained. As a result, more experienced 
technical apprentices do not make the progress of which they are capable. In 
addition, trainers do not set precise short- and medium-term targets that enable 
apprentices to measure their attainment of new skills or evaluate the effectiveness of 
their learning towards end-point assessment. 
 
Most learners and apprentices benefit from the oral feedback that they receive during 
planned learning activities. They respond well to these critical learning points, using 
them to consolidate and deepen their understanding of topics and concepts. 
However, written feedback – particularly for apprentices at level 4 in technical 
subjects – is not fully effective in helping them understand what they need to do to 
improve their work. In contrast, management apprentices benefit from detailed and 
well-structured comments from their trainers. 
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What is it like to be a learner with this provider? 
 
Learners and apprentices do not experience a well-planned programme of study. 
The curriculum is too narrow and does not give learners and apprentices the 
breadth of vocational skills that they need to prepare them for work.  
 
Learners and apprentices are not supported to develop their talents or interests. 
They do not have access to activities that would help them to be better engaged 
with their local community.  
 
Learners and apprentices are provided with opportunities to develop their 
understanding of how to work with a diverse workforce that includes people from a 
range of cultural backgrounds. They demonstrate respect and tolerance for their 
tutors and for each other.  
 
The programmes help individuals to improve their confidence and resilience. 
Learners and apprentices are motivated to learn and most engage well in their 
training activities in the simulated warehousing and construction working 
environments. 
 
What does the provider do well and what does it need to do 
better? 
 
Leaders and managers are not ambitious enough for their learners and apprentices. 
They focus their training solely on meeting the requirements of the qualification 
specification or the criteria for the apprenticeship standard or framework. Leaders 
and managers work with employers to plan programmes in response to local skills 
shortages. However, they do not focus well enough on ensuring that learners and 
apprentices acquire key knowledge or develop and practise the skills needed for 
employment in the construction and logistics sectors.  
 
Apprentices make slow progress in acquiring new knowledge, skills and behaviours. 
Too many apprentices leave their programme early. The proportion of adult learners 
who successfully gain employment or move onto further learning after completing 
their programme is low. 
 
Managers and staff do not plan training effectively. The curriculum is not organised 
in a way that builds on what learners and apprentices know and can do. Most tutors 
and assessors do not provide time in the programme to allow learners and 
apprentices to recap on their learning or to develop proficiency of their skills that 
would enable them to work independently. Most adult learning programmes are too 
short to enable learners to develop their knowledge and skills successfully.  
 
Tutors and assessors do not identify gaps in learners’ and apprentices’ knowledge 
effectively. Their assessment is not comprehensive enough to measure how well 
learners and apprentices have embedded their knowledge or to challenge them to 
demonstrate their understanding. As a result, in too many instances learners and 
apprentices lack the knowledge, skills and behaviours needed to carry out tasks 


