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Skills for working lives

Introduction Main findings
The commentary on the 2006,/07 Annual Report The following are key features found in the most
referred to the need to prepare young people and adults successful provision.

more effectively and systematically for the world of work
(see xxvii, p.120). Ofsted is well equipped to judge how
effectively skills are taught in the classroom and the
workplace, to report on the involvement of employers in

£ Strong links with employers greatly enhance the
relevance of programmes; learners see this and
their motivation is improved.

shaping the process, and to evaluate whether the most + Staff with the knowledge, skills and, in many cases,
disadvantaged groups receive the support and guidance the professional experience outside education are
they need to increase their employability. able to teach work-related skills confidently.

This section draws on the findings of Ofsted’s “ Clear and well understood aims, targets, assessment
inspection of provision related to skills for working lives and monitoring procedures ensure that programmes
across a wide range of settings. It demonstrates the central produce tangible outcomes in terms of learners who
importance of providers working with employers to identify are better equipped for employment.

their needs and to find ways in which employers can & Well targeted support is provided for learners from

contribute directly to programmes for learners. disadvantaged groups, with particular attention given

to identifying and tackling problems with literacy
and numeracy.

“ Learning environments are equipped with high quality
resources and industry-standard equipment.
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Concerns, however, include the following.

“£ Provision across the 14-19 age range is not yet coherent;
in practice, discontinuity at the age of 16 still exists for
many young people.

Equality of access to a full range of relevant post-16
programmes is not yet guaranteed for all young people.

The engagement of looked after children, and of those
leaving care, in education, employment or training
remains low.

In provision for adults in employment, too much
emphasis is given to accrediting existing skills rather
than developing participants’ skills and understanding
to a higher level.

Equality of access to a
full range of relevant
post-16 programmes is
not yet guaranteed for
all young people.

Context

Raising the skills level of the nation is a major
government priority. Great importance is attached to
ensuring young people and the adult workforce are
appropriately prepared to meet the new and emerging
demands of what is variously described as the knowledge
or global economy. In the current climate of economic
uncertainty, following a sustained period of economic
growth, skills development is seen as central to
enhancing the nation’s productivity and competitiveness
and to contributing to improvements in social inclusion
and cohesion.

EZ) World class skills: implementing the Leitch Review of
Skills in England sets out the Government’s strategy to
realise its vision for the UK as a ‘world leader” in skills by
2020.%” The measures it introduces to promote further a
demand-led approach to training will require employers
and individuals to take much greater responsibility for
developing their own skills and for a correspondingly
higher level of responsiveness from providers to meet
identified needs.

This section examines the effectiveness of provision to
promote learners” understanding of the world of work and the
development of skills for working lives in four key aspects:

*

developing new vocational pathways for learning
at 14-19

the quality of vocational provision in the best
performing colleges

promoting the skills development of adults in work

supporting adults into employment.

 World class skills: implementing the Leitch Review of Skills in England (Cm 7181),
DIUS, 2007.
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New vocational pathways for learning
at 14-19

Key messages

& 14-19 partnerships are making a difference in raising
achievement and increasing participation, particularly
when they match provision carefully to targeted
groups, engaging employers in the curriculum and
working with providers of work-based learning.

£ The relatively low levels of participation in education
for the 16-19 age group, however, make it imperative
to do more to strengthen the coherence and relevance
of what is offered. Discontinuity of provision at age 16
still exists, with unequal access to some programmes.

£ The pace of preparation for the new Diplomas is
variable. In the best cases, strong links between
institutions are strengthening the planning for the
Diplomas prior to their introduction at the start of
the 2008/09 academic year.%®

£ Transition to work remains difficult for more
disadvantaged groups of young people. Despite
improvements in gaining qualifications, many young
people’s levels of literacy and numeracy remain too
low. More providers need to follow the lead of the
best in working with employers to develop worthwhile
opportunities for experience of the workplace.

14-19 partnerships are
making a real difference in

raising achievement and
increasing participation.

At the end of 2007, the proportion of 16-18-year-olds
in England not in education, training or employment was
estimated at 9.4% of the total cohort, an improvement on
the 2006 figure of 10.4%.%° Although the number of young
people not in education, employment or training has reduced
overall, the picture across the country is very variable.

Critical to raising participation rates are:

£ improving the coordination of 14-19 provision

4 extending vocational options through local partnerships
4 promoting the 14-19 curriculum entitlement effectively
“ bringing clarity to progression routes at a local level.

EZA in the local authorities inspected as part of the
survey of 14-19 reforms and through joint area reviews of
services for children and young people, most partnerships
to provide education and training for 14-19-year-olds

are well established (see xiv, p.120). Strategic direction

is clear and a strong commitment to joint working exists
amongst many providers. The best local strategies have a
positive impact: they increase participation in education
and training, raise achievement and improve progression
to further study, employment or training. The best
partnerships provide an effective curriculum for particular
groups, including young people whose circumstances make
them vulnerable and those at risk of disengagement.

In the best provision, the involvement of employers in

the curriculum is strong, but this is not found consistently.
Overall, providers of work-based learning are not
sufficiently involved in 14-19 partnerships.

3 The first five of the new Diplomas began in September
2008; they call for effective collaborative arrangements
between providers. In most areas, local 14-19 partnerships
and consortia are making progress in preparing for the
Diplomas, often building on effective practice established
in delivering the Increased Flexibility Programme. The most
advanced planning tackles common concerns about staff
training and skills development, timetabling and transport
for learners.

% The Diploma is a new qualification that combines theoretical study with practical
experience. Diplomas are being developed in 17 subjects or lines of learning.

% Source: Participation in education, training and employment by 16-18 year olds
in England, Statistical First Release (SFR 22,/2008), DCSF, 2008.
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73 Although government reforms have been intended to
establish coherent provision across the 14-19 age range,
in practice there is still a discontinuity at the age of 16

for many young people. In particular, the opportunities
and the range of options to make progress on vocational
programmes from the age of 14 through to 19 are
insufficiently clear. Initiatives for curriculum development,
other than those associated with the new Diplomas, remain
split into the traditional key stages of 14-16 and 16-19,
rather than being planned for the whole 14-19 age range.
Collaboration to develop a wide range of provision is
generally weaker post-16 than at Key Stage 4. Competition
amongst institutions is still a significant feature post-16.

Equal access to a full range of relevant post-16
programmes is not yet guaranteed for all young people.
While 14-19 opportunities are increasing, they are not
always available for all young people in an area. Sufficient
and appropriate provision of apprenticeships, courses at
entry level and level 1 post-16 (see Glossary, p.135)

and opportunities for work-based learning for young
people with learning difficulties and/or disabilities are

of particular concern.”

) The engagement of looked after children in education,
employment or training remains low. Evidence from the
Children’s Rights Director indicates that the support from
care providers varies too much. The Children’s Rights
Director’s report on young people’s views on leaving care
notes that, in applying for work, many young people had

a clear sense that they could be discriminated against for
having been in care.”!

) Concerns continue about the impartiality of
information, advice and guidance provided in 11-18 schools
covering the full range of post-16 provision available

locally. Monitoring systems in partnerships, to ensure

that all learners are receiving their education or training
entitlement, are insufficiently robust. Most areas have
introduced an online prospectus describing the curriculum,
but not all young people are aware of this.

EZ) The Entry to Employment programme is intended to
support young people who have left school but who have
not yet been successful in making the transition to further
training or employment. Amongst this group are young
people who have significant barriers to overcome. Increasing
numbers of Entry to Employment learners are achieving a
wider variety of qualifications at level 1 and some at level 2.
The use of work tasters and placements has increased, and
liaison with external support agencies is particularly effective.
In the better providers, links with employers result in well
planned opportunities for learners to experience the world
of work. But in too many providers, few learners have the
opportunity to spend time with an employer. The number

of learners working towards but not achieving adult literacy
and numeracy at level 1 is high. Although there has been a
small improvement in progression rates, the overall profile
for positive progress is still poor. Fewer than half of leavers
progress into work-based learning or further education.

5] Even though the rise to 18 in the compulsory
participation age will be staged, meeting the demands
implicit in this will require much work to be done to
improve the standards of current programmes to re-engage
young people and to devise new and imaginative pathways
for them.

Some partnerships or individual schools are taking
innovative approaches to providing more vocational centres,
as in the following example.

7% For an explanation of levels of qualifications see the Glossary, p.135.

1 Young people’s views on leaving care: a Children’s Rights Director’s report,
Commission for Social Care Inspection, 2006; this report is available from
www.ofsted.gov.uk.
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Case study: Examples of partnerships extending
opportunities for vocational programmes

A school for 11-16-year-old pupils has recently
leased workshop premises in the centre of town.
These premises are being restored and renovated by
the school and its partners. The workshop houses
facilities for courses in construction, beauty therapy,
and travel and tourism. Imaginative budgeting and
fund-raising enable the school to pay for the upkeep
of the premises. Spare capacity on courses is offered
to other schools in the area. The new facility is
clearly motivating pupils very well and the school

is well poised to support the proposed diploma

in construction from September 2008. An added
advantage is that the premises are perceived as
neutral territory for pupils requiring re-engagement.
Its town centre location provides a good base for
monitoring work experience as it is close to many
beauty and tourism employers locally. Excellent links
have already been forged with business neighbours
such as a furniture restoration business in an adjacent
unit. This has led to a business partnership and the
acquisition of specialist tools. Further links are being
negotiated with the proprietor of a gym nearby.

The local authority is supporting the project with
expertise on health and safety matters, for example,
and has provided around £10,000 of funding.

The quality of vocational provision in the
best performing colleges

Key messages

D3

Success starts with recruiting learners carefully to the
course that is most appropriate for them. More needs
to be done to encourage young women to apply to
some types of course.

Close links with industry benefit courses by ensuring
that curricula are relevant and give access to strong
workplace experience.

College learning environments benefit from high quality
resources that give learners access to industry-standard
equipment and current working practices.

Teachers with personal knowledge of the vocational
area are essential in developing students’ competence
and professional skills, and identifying requirements
for additional support.

Teachers” imaginative and varied learning activities
skilfully mix practical and knowledge-based work to
engage and motivate learners.

www.ofsted.gov.uk/publications/annualreport0708
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EE) Many young people enrol at the age of 16 on college
programmes to develop the skills required for employment
or progression to further study in particular vocational
areas. Surveys of good practice have been published in

five of these areas this year: agriculture, horticulture and
animal care (see xii, p.120); business, administration and
law (see ix, p.120); construction, planning and the built
environment (see xi, p.120); engineering and manufacturing
technologies (see x, p.120); and science (see xiii, p.120).

EE The best colleges all had strong links with industry

and related classroom learning closely to the demands

of the workplace. Teachers’ first-hand knowledge of the
vocational area and their ability to use examples to illustrate
current working practices were particularly effective. A wide
variety of learning activities and stimulating enrichment
opportunities challenged and engaged learners, developing
their understanding of and interest in the subject and its
practical application. Teachers had developed imaginative
ways of checking individual learners” progress. Tutors’ skilful
questioning was an important feature of good teaching and
learning. It helped to engage learners” attention, improved
their motivation and developed a productive rapport in the
group sessions.

53 Learners produced work of a professional standard
and developed the wider skills valued by employers.
Participation in skills competitions was a strong
motivational factor, particularly in construction.

53 Well established links with industry ensured many
learners became familiar with current working practice
through visits and work placements. Collaboration

with employers and business also helped colleges gain
sponsorships or donations of products, tools and equipment.
Resources were good or outstanding and, at many colleges,
learners studied in industry-standard working environments.

Most colleges went further to tailor their provision

to meet the needs of employers by providing training on
company premises, broadening the curriculum to offer
additional vocational qualifications relevant to learners’
future employability, or providing courses in specialist areas.
Many learners in land-based provision were involved in
commercial enterprises on campus.

53] Careful consideration was given to ensure learners were
recruited to courses at an appropriate level. In the best

practice, learners completed course-specific aptitude tests
before being offered a place and the monitoring of their
progress on programmes was thorough. Where learners had
identified the need for additional support, this was dealt with
promptly and involved staff who, in the best examples, also
had a good understanding of the vocational programme.

EE) The departments were well managed with an established
culture of critical self-evaluation and continuous improvement.
In some areas, such as construction, subject coaches were used
effectively to support staff relatively new to teaching.

EZ) Despite these high levels of performance, there were
still some areas for improvement. There was scope for better
use of information learning technology, particularly to
enliven theory classes and support independent learning.
Technical updating and industrial secondment were given
insufficient attention. The proportion of females recruited
to the engineering centres was very low. There was not
enough monitoring of learners’ destinations to ensure they
took up employment or progressed to further study at a
level appropriate to the skills they had acquired.

Case study: Working with local employers to
develop learners’ understanding of business
Students studying GCE A level applied business
completed a range of assignments which involved
visits to and research with small- and medium-sized
enterprises locally. They had to identify a company
and negotiate with its managers to agree a suitable
research project. They showed a good understanding
of business resources by analysing the ways in which
their chosen organisation’s resources might be
deployed more effectively. One student had worked
with a local restaurant, recording and analysing the
fluctuations in demand. The data were used to devise
a more efficient arrangement for employing staff,
based on well presented analysis. Students developed
their relationships with their chosen organisations and
used them to complete further assignments. Critical
to the success of this arrangement was the teacher’s
thorough briefing of the students, who could explain
how most organisations, however small, could benefit
from an objective analysis of their current practices.
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Promoting the skills development of
adults in work

Key messages

£ Excellent work-based learning providers structure
courses and support to enable learners on apprenticeship
programmes to develop their professional skills well
beyond the confines of a particular qualification and to
experience professional responsibility while still learning.

£ The close involvement of employers and workplace
supervisors in monitoring and assessing progress is
central to learners’ motivation.

£ Programme-led apprenticeships have improved the
prospects and pace of learning for some groups of
learners, and have been valued by employers, but

insufficient promotion of them has led to falling numbers.

2 Train to Gain has strengthened general work skills for
many employees, and has enabled some who would
not otherwise have done so to achieve a qualification.
Further work is required to broaden the range of
participating employers, to promote qualifications at
a higher level, and to tackle problems of literacy and
numeracy where these are identified.

Developing skills in the workplace

5} The best providers of work-based learning routinely
take learners on apprenticeship programmes well beyond the
specification of the qualification, providing them with a wide
range of highly professional employment skills. For many,
trust in and respect for their learners are cornerstones of
their approach. For example, engineering apprentices with

a national gas company were given significant responsibility
for carrying out complex tasks at work under the supervision
of qualified engineers. Rigorous on- and off-the-job training
helped them quickly to develop skills in fault diagnosis and
installation. A large hairdressing employer encouraged its
apprentices to adopt a highly professional and confident
approach to client consultation, technical services and
product promotion. Clients came to trust learners’ skills and
judgements. In the best apprenticeship provision, learners
progress sequentially to higher level qualifications and to
positions of responsibility at work.

Programme-led apprenticeships offer an alternative to
the more traditional, employer-led apprenticeship route.
They provide an important opportunity for young people
who have found it difficult to gain employment or for
those who require an initial period of planned training
before employment. A recent survey found that learners
on programme-led apprenticeships were better prepared
and were more likely to achieve the full apprenticeship
framework in a shorter time period (see xxx, p.120).
Employers found that the initial period of planned training
enabled apprentices to settle more quickly into their work
roles. Work placements gave a valuable opportunity for
young people to start an apprenticeship where there were
insufficient employers offering apprenticeships or where
they needed work experience before being employed.
Page 41 in the ‘Quality and standards” section of this
report gives further information on inspection findings

on apprenticeship programmes.
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Institutional inspections of Train to Gain and findings
from surveys showed that most employees” general work
skills, motivation to learn, self-confidence and

self-esteem had all improved as a result of the programme
(see xxxi, p.120). For many, Train to Gain offered their first
opportunity to gain a qualification and they took great
pride in their success. Providers generally offered highly
flexible training and assessment arrangements to meet
employers’ needs and to minimise disruption at work.

@ In the main, more training was carried out under Train
to Gain than under the previous scheme, the Employer
Training Pilot. However, few employees gained new
technical or vocational skills on Train to Gain-funded
training at level 2. Most were being accredited for the
vocational skills they already had. While this increases the
proportion of the workforce with a level 2 qualification,

it does not necessarily increase the nation’s skills base
unless learners also have the opportunity to progress to
level 3. Employees did not routinely receive guidance on
career development or information about further study.

Although few employers involved in Train to Gain

had systems for measuring the impact of training on their
employees, almost all could identify benefits from training,
such as improved work performance or reduced staff
turnover. A few believed it had made them more successful
in competitive environments. For example, they found that
they were more successful in competitive tenders because
their workforce was qualified.

Slow progress towards
completion of apprenticeships

is a symptom of many
learners’ lack of commitment
to acquiring full qualifications.

Barriers to progress

3 skills development can be hindered by a range

of factors. Slow progress towards completion of
apprenticeships is a symptom of many learners” lack of
commitment to acquiring full qualifications. It raises the
question of whether the sector is offering programmes and
qualification outcomes that all learners value sufficiently
to complete. Some workplace supervisors are insufficiently
well informed about how they can contribute to training
and learners” written work is frequently not at the same
standard as their practical work.

Learners on programme-led apprenticeships who spend
too long on a work placement without the prospect of
securing employment lose motivation and are more likely
to leave the programme. Recruitment to programme-led
apprenticeships has declined over the last two years.

The programme had not been widely promoted and its

full potential is not sufficiently well understood.

The survey of Train to Gain provision found that
almost all employees had an initial assessment of their
existing skills but this rarely led to training in literacy and
numeracy, even where these were identified as a need.
Employers were reluctant to broach these issues with
their staff and few providers had strategies, or sufficient
confidence, to promote literacy and numeracy training
with employers and employees.

£ Most providers and employers found that the eligibility
criteria for Train to Gain limited their ability to offer
training and accreditation to those who needed it. In part,
this has been alleviated by increased provision of level 3
qualifications, but this is not necessarily helpful to those
who already have a level 2 qualification gained some time
ago, or gained in an unrelated occupational area.

The survey found that very few of the employees on
Train to Gain provision had been recruited by brokers.
The brokerage service is not yet effective in engaging
particularly hard to reach employers, who would benefit
most from developing training for their employees.
Much of the recruitment to Train to Gain was the result
of promotional work by providers. There is clearly some
way to go before the system can be genuinely described
as ‘demand-led’.
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Supporting adults into employment

This section considers the development of work-related
skills in three contexts: New Deal and Workstep provision
funded by the Department for Work and Pensions; family
learning and projects funded by the Neighbourhood
Learning in Deprived Communities programme; and learning
and skills in prisons.

New Deal and Workstep provision

Key messages

24 In order to improve job outcomes in an economic
climate which has recently become far more challenging
and much less predictable, New Deal providers need
to provide tailored support to participants, to offer
them work experience and to work more closely with
employers to identify their requirements.

£ Many aspects of the Workstep programme for adults
with complex disabilities are strong, but where
participants have been identified as ready to move
into unsupported employment, providers need actively
to encourage them to do so.

New Deal participants generally improve their
employability and personal skills, often through gaining
job-related additional qualifications such as food hygiene
certificates, health and safety awards, lift truck and light
vehicle driving licences, and owner-manager qualifications.
In the best New Deal providers, participants receive
particularly effective personal and work-related support
and the identification of barriers to employment is

good. However, very few providers actively involve local
employers in delivering jobsearch activities or discussing
with employers what they expect from their employees.
Jobsearch activities for Workstep participants not

placed with employers are improving but, in some cases,
participants remain in the jobsearch phase for too long.

Under arrangements introduced this year, Jobcentre
Plus conducts an initial assessment of literacy and numeracy
skills and those identified as in need of further support

are directed to an appropriate local course before joining
the New Deal programme. However, not all providers take
account of the varying levels of participants” skills in literacy
and numeracy when planning and delivering jobsearch and
other workshop activities. In Workstep, identifying and
supporting participants” literacy and numeracy skills are
now given a far greater priority, with improvements in

initial screening and the use of diagnostic assessments.

The best providers link an individual’s literacy and numeracy
development very closely to specific employment skills and
the particular work role the participant will or might play
with an employer.

Too few New Deal providers offer work experience to
participants. By contrast, in Workstep, better partnership
working with employers is improving access to opportunities
in the local job market and work placements. Employers
often become directly involved in the programme, for
example conducting real or practice interviews with
participants, or telling participants what employers

expect of employees.
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Workstep employment officers offer effective support
by working alongside participants when they start a

new job or placement, or when changes are made to

job content. They identify and help employers source
adapted equipment such as voice software and Braille
switchboard equipment. However, too many Workstep
participants are set targets for development that they do
not fully understand, or which are not measurable. The best
providers work closely with host employers to agree and
monitor the milestones necessary to achieve progress,
either by using many short reviews or frequent informal
contacts with individual participants and supervisors.

Overall, rates of progression into jobs are too low.
There has been some improvement on last year’s figure of
20%, with most New Deal prime contractors now achieving
local targets of 35-40% progression into employment.
Programme centres often struggle to achieve this level

of outcome. In contrast, Employment Zones achieve
higher rates of job entry at around 50%, and good

rates of retention.

In Workstep, progression into unsupported employment
is still slow in too many cases. Providers are identifying
participants who are ready for unsupported employment
in a more systematic and structured way and customising
the support they need to enable this to happen. However,
participants are not completing the final stage into
unsupported employment, often because providers are
reluctant to put pressure on them to take the final step.
As not enough participants progress to open employment,
many providers have few vacancies on the programme for
new participants.

The best providers work
closely with host employers

to agree and monitor the
milestones necessary to
achieve progress.

Family learning and extended services
in schools and children’s centres

Key messages
“ Family learning produces real benefits for parents and
children from disadvantaged groups, and should be
promoted more strongly. Opportunities to work with

parents pays dividends in terms of children’s learning.

Providers funded through the Neighbourhood Learning
in Deprived Communities programme should work

with employers to identify skills needs in their area,
matching these with progression routes and monitoring
actual progression to further training or employment.

The provision of family learning, partly funded through
adult and community learning and often available as part
of extended services in schools and children’s centres,

can be effective in supporting adults into employment.
Evidence from inspections and from a recent Ofsted survey
of extended services in schools and children’s centres
found that children and adults in the settings visited

had heightened aspirations and developed more positive
attitudes to learning (see vii, p.120). The self-assurance
gained from attending sessions helped parents to feel

more confident about approaching staff to talk about their
children and also to take further accredited courses to
prepare for employment. Some parents progressed from
participating in activities at the school or children’s centre
their children attended to becoming volunteers in the
settings or with community groups. They developed skills in
preparation for wider work opportunities and some moved
on to further vocational training or paid employment.

Many settings provided good opportunities, particularly
for women, to develop the necessary confidence and skills
either to take up employment for the first time or to return
to work. Some settings ran very successful sessions just for
fathers in order to overcome concerns or embarrassment
about joining female-dominated groups. However, there
remained a need for more active recruitment from
under-represented groups. Jobcentre Plus, working from
the children’s centres, played a key role in helping to raise
parents” aspirations before they decided on a career path,
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while local colleges provided a range of opportunities for
progression. Support for parents was less well developed in
the schools in the survey than in the children’s centres, which
saw work with parents as integral to their work with children.

Neighbourhood Learning in Deprived Communities
(NLDQ), introduced in 2002, is a strand of the Learning
and Skills Council’s funding for providers of adult and
community learning. The fund is designed to support the
development and delivery of learning opportunities for
people living in targeted neighbourhoods, and to build

the capacity of voluntary and community organisations

to undertake this work. Recently revised guidance has
required a stronger focus on employability as a main
outcome. A survey of this work found that much of the
provision was successful in preparing individual learners for
further training, employment, or both, but definitions of
skills for jobs differed widely amongst providers and there
was little sense of the overall impact of such work (see xxxii,
p.120). The provision of suitable progression routes and
evidence of actual progression to further training and/or
employment beyond the NLDC provider itself remained a
challenge for many providers.

50 Much NLDC work promoted pre-vocational and
vocational skills well. Taken in its broadest sense,
involvement in and commitment to a project helped learners
to develop the “softer skills, such as self-confidence,
interpersonal skills and reliability that are essential for
successful and sustained engagement in work. Some
providers worked in a more targeted way with employers

or used employment-related data to identify the need

for specific skills in their local area. For example, work

with new employers moving into one area had led to the
development of pre-recruitment courses to help prepare
potential employees to apply for jobs and cope successfully
with interviews. Many of the course participants had been
successful in gaining jobs.

EZ2 The following case study from an NLDC-funded
project illustrates pre-employment outcomes; the value
of information, advice and guidance; and entry to paid or
unpaid employment.

Case study: Alternatives (Lighthouse Project)
Alternatives (Lighthouse Project) is a voluntary sector
training provider in Knowsley that specialises in work
with ex-offenders and people recovering from alcohol
and substance misuse. They provide learning activities
in skills for life, hospitality and catering, furniture
making, information technology, hair and beauty, and
metalwork. One particularly successful aspect of their
work is the Alleygates Project, which teaches welding
and fabrication skills in the production of security
gates for the ends of alleys. The use of these gates
has reduced the incidence of break-ins from the back
of buildings significantly. In hospitality, participants
learn how to cook balanced meals economically using
fresh ingredients. In hair and beauty, participants
learn about personal presentation skills to help them
take a pride in their appearance that will benefit them
when they are ready to apply for work. Woodwork
participants make furniture of a very good standard
that they use to furnish their homes as their lives
become more settled.

A key aspect of the project is the degree of structure
and support provided to reshape the lives of people
with previously chaotic lifestyles. The core of this

is a commitment to attendance and respect for
themselves and others. Participants sit down together
in a social environment to eat the freshly cooked,

well balanced meals produced in hospitality. Many
would not previously always have had the money or
inclination to eat properly. This structure provides
sound routines and self-discipline for people with life
experiences shaped by institutions or self-neglect.
One participant had been a heavy drug user for many
years. The high level of commitment and concentrated
activity required to attend the project and complete
qualifications had helped him to give up the habit.
The project had promoted a change in lifestyle to one
with a positive future and had helped the participant
restore good relationships in family life.

117
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Resettlement: learning and skills in prisons

Key messages

4 Prison managers are becoming more aware of the
benefits of good liaison with outside organisations
and employers as part of their planning for resettlement.

£ Some prisons are effective in identifying skills shortages
in areas where learners are due for release, and
learning and skills development focuses on increasing
employability skills to meet the needs of employers.

Often, the range of training and work activities
provided in a prison is extensive but not all activities
are available to all offenders. Too much workshop
activity contributes little to developing offenders’
employability skills.

In the better prisons, all
offenders new to the prison
have a one-to-one interview

with a trained adviser, and
learners and staff work
effectively together to
identify needs.

) Many training programmes help offenders to develop
generic employment skills such as team-working,
problem-solving, time-keeping and maintaining appropriate
standards of work. Learners develop good occupational
skills and they are able to complete a wide range of
different practical techniques to a good commercial
standard. For example, one prison runs a programme for
chefs in partnership with an international hotel chain to
help learners gain employment on release; training in
catering is provided, along with employability training
such as interview techniques. Learners on this course can
apply for jobs with the hotel chain.

The use of workshops to provide only unskilled
assembly and packing work persists. Some workshops help
prisoners to develop good commercial skills but offer no
qualifications. More prisons are applying for accreditation
for this work but too much workshop activity continues to
contribute little towards offenders gaining an appropriate
range of employability skills in preparation for their release.

I3 In the better prisons, all offenders new to the prison
have a one-to-one interview with a trained adviser, and
learners and staff work effectively together to identify
needs. But there are still examples where services providing
information, advice and guidance for resettlement and
support for employment are very weak. In some cases there
are no links with external support or jobsearch agencies.
Guidance is available only at induction, and offenders have
few opportunities to discuss and plan suitable learning and
resettlement strategies for their time in custody and beyond.

Generally, arrangements to support offenders’ literacy
and numeracy needs are at least satisfactory. Managers
have introduced effective measures to expand literacy

and numeracy support into all areas of prisons, including
work areas, workshops and the residential wings. This has
widened participation and engaged learners who otherwise
would not attend classes. Too many prisons are still failing
adequately to identify and meet offenders’ additional
support needs, such as dyslexia.
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Conclusion

Overall, the quality of provision in the learning and
skills sector is improving. Increasing numbers of young
people and adults are completing their programmes
successfully. However, a number of the impediments
to progress identified in the 2006/07 Annual Report
feature again this year. Given the importance of raising

the skills level of the nation and ensuring the workforce is
effectively supported in meeting the challenges of changing
economic circumstances and a more volatile labour market,

inspections will continue to report on the full range of
government-funded provision of education and training.

Particular attention will be paid to several issues central to

improving skills for working lives:

£ revisions to the 14-19 curriculum and its impact on
improving the participation of, and outcomes for,
young people

2% the further expansion of provision to support the

skills development of those moving into employment
and those currently employed, working more closely

with employers, particularly those with little recent
experience in training

£ ensuring learners in all settings receive appropriate

support to develop their skills in literacy and numeracy

£ the provision of high quality advice and guidance
so that young people and adults can make informed
choices about the most appropriate education and
training to support their personal and professional
development at all stages of their working lives.

Given the importance of
raising the skills level of

the nation and ensuring

the workforce is effectively
supported in meeting the
challenges of changing
economic circumstances and
a more volatile labour market,
inspections will continue to
report on the full range of
government-funded provision
of education and training.
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