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Executive Summary and Recommendations
UNISON welcomes the opportunity to respond to the Low Pay Commission’s (LPC) review of the appropriate rate(s) of the National Minimum Wage (NMW) for all apprentices in the UK.  We have long campaigned for all apprentices to be covered by the NMW and are pleased that the Government accepted the LPC’s recommendation in 2008 for full coverage. Currently apprentices under the age of 19 and older workers in their first year of apprenticeship are exempt from the minimum wage. 

Though the Learning Skills Council (LSC) sets a recommended rate of £95 per week (from August 1st 2009) for apprenticeships it supports financially in England, there was no way of apprentices complaining or enforcing this. Different arrangements and rates exist in Scotland, Wales and Northern Ireland.   This problem was eventually recognised by all concerned and even the LSC itself was keen to give up their role in setting minimum apprentice pay.
The timing is good as the government and devolved administrations in Scotland, Wales and Northern Ireland are looking for a big expansion in apprentice places, particularly in the public services. Also the number of adult apprenticeships is being significantly increased so that adult workers can retrain.
Information gathered from UNISON branches and members indicates wide variation of experience.  In some cases pay rates for apprentices remain largely below the youth minimum wage levels and significantly below nationally negotiated rates in the public services.  Many felt that the payment of apprentices did not accurately reflect the work they were expected to do. In most cases apprentices did a full-time job, carrying out the same tasks as their colleagues, but for significantly less money. 

While UNISON branches widely welcomed the government’s funding and encouragement for the expansion of public sector apprenticeship schemes, some were concerned that employers were using apprenticeships as a substitute for substantive posts. In one local authority, for example, managers were instructed to fill all vacancies with apprentices paid at the LSC rate of £95 a week. Another local council was considering the introduction of unpaid internships, and a third proposed using apprentice teaching assistants in their schools. This added to existing concerns that schools were devolving teaching duties down to ever lower paid levels of staff. 
On the other hand we found many examples of good practice, where apprentices were placed on recognised staff pay scales with a progression plan upwards as they achieve greater experience and competence. 

In general we find that such apprenticeship schemes have higher completion rates and we believe there is a direct link with pay levels. The national average completion is currently about 65% and there is room for improvement. Our research found that public sector schemes which paid nationally negotiated rates were able to achieve virtually 100% completion rates. Managers told us that their ability to offer nationally negotiated pay rates allowed them to attract and retain high quality candidates. They noted that apprentices paid the ‘rate for the job’ tended to feel part of the organisation from the outset. In contrast, those paid on lower rates often felt that they were just being used as cheap labour. 

Therefore the LPC should be ambitious and set a decent rate for the apprentice national minimum wage, one which increases completion rates and makes it more likely that the important apprentice experience is successful and not wasted unnecessarily.
UNISON recommends:

· That all apprentices in the UK be entitled to at least the full hourly national minimum wage rate for the hours they work, including on the job training.
· Whilst we oppose the existing age rate arrangements, for simplicity and fairness we believe that the apprentice rates should simply match the existing NMW age rates for 16/17 year olds, 18-21 (expected to be reduced to 20 in 2010) year olds and 22 years or older (expected to be reduced to 21 in 2010).
· That examples of best practice be publicised as widely as possible. 

UNISON SUBMISSION TO THE LOW PAY COMMISSION ON APPRENTICE RATES OF THE MINIMUM WAGE
Introduction
UNISON welcomes the opportunity to respond to the Low Pay Commission’s (LPC) review of new rate(s) of the National Minimum Wage (NMW) for all UK apprentices.  Currently apprentices under the age of 19 and older workers in their first year of apprenticeship are exempt from the minimum wage. The Government has asked the LPC to recommend a rate or rates after accepting their recommendation last year to end this exemption. This review is being carried out against the backdrop of the Government and devolved administrations plans to increase the number of apprentices to 500,000 across the UK, as well as the need to ensure that sufficient apprentice places are available to everyone who wants one when the education and training participation age is raised to 17 in 2013 in England.
As a UK union with 1.3 million members working across the public services, UNISON has a strong interest in the provision of apprenticeships to young workers. We currently have over 75,000 members below the age of 27 and the number of young members is rising rapidly. In addition, many of our members work with young people in schools, youth services, Connexions, leisure centres and through social and children’s services. Over 300,000 of our members work in the Education, Youth, and Children’s Services alone. Others have experience with apprenticeship programmes run by their employers. 
This submission makes the case for the LPC to set a decent rate for apprentices as an act of fairness to reward responsible jobs and work, to increase completion rates and to follow as closely as possible the hourly rates for the minimum wage that will be set for October 2010.

From October 2009 the adult hourly rate of the National Minimum Wage will be £5.80, the hourly rate for the Youth Development Rate (18-21 years old) will be £4.83 and the hourly rate for 16–17 year olds will be £3.57. It is expected that in 2010 the Government will regulate to include 21 year olds in the adult rate as recommended by LPC. The LPC has yet to make their recommendations for 2010.

Low Pay Commission remit

The questions the LPC has posed are:

What is an appropriate rate for an apprentice minimum wage?

At what level(s) of apprenticeship should the apprentice wage apply?  

Should the apprentice minimum wage vary by age, and if so, how?

Over what time period should the apprentice wage apply?  Should the wage vary over the duration of training (e.g. be staged between years)? 
Should the apprentice wage apply on a weekly or hourly basis?

How should time spent training (either ‘on-the-job’ or ‘off-the-job’) rather than working be treated?

UNISON policy response
For ease of understanding, simplicity and enforcement we believe that the apprentice rate should be identical to the existing age rates.

We believe that this should not vary by apprenticeship NVQ level or course duration.

We therefore believe that it should be hourly not weekly.

We believe that all time spent training on the job should be included for NMW purposes.

Though it can be argued that time spent at a local FE college, or other recognised training provider, should be paid release in exactly the same way as a worker is released for training by an employer, we believe there could be flexibility for off the job training.  
The key principle for us is that the worker gets the rate for the job, on the job, and this is justified in our experience, as apprentices have been taking on increasingly advanced and responsible roles. When we say rate for the job, we mean that the apprentice is placed on recognised pay scales at a point commensurate with their duties and that the apprentice advances up these scales at each recognised competency milestone. This would go some way to narrowing the gender pay gap that has persisted in apprenticeships. Young men have traditionally taken up the longer, better paid, craft-based positions, while women fill the shorter, lower paid apprenticeships in administration, social care and childcare. This is a gap that has been well documented by the Women and Work Commission.

Furthermore, this becomes more important as the number of adult apprenticeships expands and relying on low pay and young workers living at home with the parents or guardians becomes even more unacceptable and unfeasible. Unions are interested in adult apprenticeships as offering workers an alternative to compulsory redundancies if fighting job cuts and an opportunity to retrain in new skills.
As part of our recognition of the ‘apprentice bargain’, that the investment in time and money for the training by the worker, employer and government should pay off in terms of higher productivity and wages at later date, we accept that time spent away from the workplace at recognised training provider could be treated differently in the regulations.

In the same way, programme-led apprentices who are students based at College and not employees should receive pay and the NMW if they do actual work with employers.  Financial support for these students needs to be reviewed as many drop out or do not find permanent positions to complete their apprenticeships at the end of the course.  Means tested Educational Maintenance Allowances are considered successful, not withstanding the expensive failures of using the private contractor Liberata in recent years to deliver payments, but obviously not all students are eligible and nor are they large sums of money.
UNISON’S experience of apprenticeships
As has been mentioned previously there is an expansion of apprenticeships proceeding across the public services with various government announcements and initiatives. This include direct employment initiatives as well as stipulating apprentices places in government contracts for services or the construction of new buildings and facilities.

In response we have issued a negotiating guide to Branches and have a £10 per annum rate for apprentices to join the union.

There are national talks in the NHS about how Annex U of the Agenda for Change national pay agreement applies to new apprenticeships.

Furthermore, as part of Budget 2009 measures to combat youth unemployment and the recession the new multi-billion Future Jobs Fund programme will create thousands of apprentice places, particularly in social care, for 18-24 year olds unemployed for more than 6 months.
Apprenticeships in the public sector
There are a number of exemplary apprenticeship schemes run by public authorities which demonstrate that it is possible to provide high quality training to large numbers of young and adult trainees, while paying rates well above the minimum wage. These schemes are characterised by their innovative approaches to outreach and career development and their ability to use apprenticeships to meet wider social and economic goals.
For example Gateshead Council has recently expanded its traditional craft apprenticeship scheme and added thirty new places in business and administration.  There are plans to add four horticultural apprenticeships this year. Craft apprentices are paid at the nationally negotiated JIC rates. Pay of other apprentices starts on spinal point 4 of the local government scale (£11,995), rising to points 7-13 (£12,629 - £15,291) when they achieve NVQ 3. When they complete the apprenticeship they have a guaranteed job. 

Gateshead Council has had a long established apprenticeship programme. What is new, however, is the process of working with other companies to encourage local employers to take on as many as 500 apprentices. The authority wants to create local jobs by encouraging local businesses to develop apprenticeship programs. The council’s programme is part of a 10 Point Plan to help the local economy cope with the recession. 
Other schemes in local government
In our previous submission to the Low Pay Commission, UNISON highlighted the good practice taking place at North Yorkshire County Council. 
 The NYCC scheme, Real Start, was established in 2006 with the aim of bringing significant numbers of young people into council employment and to support the council’s wider strategies on youth employment, skills development and social cohesion. Particular efforts are made to recruit vulnerable young people, such as those leaving care, young offenders, those from BME and travellers communities. 

The North Yorkshire scheme offers escalating pay rates, rising every three months from the LSC recommended rate (now £95 a week). Once an apprentice reaches the competence standard required for the job they move on to full pay. They are also entitled to support for travel if it costs them more than £10 a week. It is estimated that the majority of apprentices receive the full rate of pay for the job within the first six months of their apprenticeships. Apprentices also enjoy exactly the same holiday entitlement and sickness benefits as other Council employees and full employment status. 

REAL START APPRENTICESHIP SALARY SCALE (with effect from 01 August 2009):
Starting Salary: £95.00 per week

Progression at 3 Months: £115.00 per week

Progression at 6 Months: £141.00 per week

Progression at 9 Months: £205.00 per week

(£6,672 per annum, plus on-costs)
Full pay at appropriate NJC rates at on achieving competency
As we reported in our previous submission, Real Start has had an impressive record. Around 300 young people have been through the programme over the past four years, with a completion rate close to 100%. Graduates of the National Graduate Development Programme are now mentoring the current crop of apprentices.
Kate Race, the Young Persons Development Adviser, reports that the scheme is attracting high quality applicants, at least in part because of the pay levels it offers. A new £100 reward scheme has been added for successful achievement and progression during the course of the apprenticeship. Her team has worked to convince managers that apprentices are as good as or better than graduates, and many council managers now express a preference for apprentices when filling vacancies.

North Yorkshire County Council has spread its good practices to other employers, providing recruitment and screening services to other Councils in the North Yorkshire Recruitment Partnership. NYCC oversees the recruitment pool of qualified applicants and gives ongoing support to councils that might otherwise not be able to maintain an apprenticeship scheme on their own. 
NYCC has also instituted a two-week induction course for people needing basic employment skills. This is part of their wider strategy – highlighted in our first submission – to integrate apprenticeships with other policy goals around reducing worklessness and providing routes into employment for difficult to place young people. The council works in partnership with Connexions, responding to the needs of care leavers and other vulnerable groups. It also provides work experience for young people, a programme with an even wider potential impact on youth employment than the apprenticeship scheme itself.
Another shining example of good practice is the apprenticeship scheme developed by Lancashire County Council. Like North Yorkshire CC, Lancashire made a clear policy decision to use apprenticeship to meet both its human resources and social policy goals. 
For many years Lancashire had a small apprenticeship scheme offering only a handful of posts in business administration and engineering. In 2006 the council had six apprentices in business administration and ten doing craft apprenticeships. By August 2009 the number had soared to 288 apprentices spread across all council departments. They include teaching and care assistant positions, as well as the more traditional electrician and plumbing roles. There are apprentices in departments ranging from finance to outdoor education and procurement.
As a major employer in the region with 44,000 staff, the council recognised that it had a significant role in reducing unemployment and improving skills. It pledged to increase the number of apprentices, setting – and reaching – a target of 250 apprenticeship posts by March 2009.

Most apprentices are given two-year contracts. During this time they are paid a minimum of £11,995 a year (£6.22 an hour), the entry level local government salary. They are expected to finish their NVQ 2 in ten months and their NVQ 3 (if appropriate) in a further ten months. While the authority cannot guarantee apprentices permanent employment, UNISON has negotiated an agreement on a “prior consideration process”. This means that once the apprentice reaches 21 months into their 24-month training contract, if a post becomes available on the same grade, they will be given a prior consideration interview before it is advertised.

With so many apprentices ‘on the books’, the council has changed the way the study element is provided. Assessors now visit the apprentices in the workplace rather than them being released for study at local colleges. The only exceptions are craft apprentices, who tend to be given longer contracts and complete their training away from the workplace.

Posts on scale 1 or 2 are made available to apprentices in response to requests from the Vacancy Panel or from departmental managers. Internally, departments are encouraged to consider apprentices for entry-level vacancies.  In addition, all staff under the age of 25 can convert their current position to an apprenticeship with no loss of pay. This allows young workers to access training, without being forced to leave secure employment, accumulate debts or accept lower salaries. 
Despite the understandable focus on youth employment, LCC’s scheme is actually open to all, with no age restrictions. Older workers wishing to take up a training opportunity are welcome to apply. The oldest apprentice is a 59 year old former engineer.
Two further programmes channel workers into apprenticeship posts. Future Horizons is Lancashire County Council's Pre-Apprenticeship scheme. On this scheme, young people 16-18 work with a training provider (North Lancashire Training Group) on a programme to improve their employability skills along with an eight week placement in Lancashire County Council to enhance their work experience.

The programme is especially aimed at NEETs and looked after young people. The experience gained on these placements has successfully allowed a number of young people to go on to apprenticeships, either with the council or with other local employers.
There is also a programme that provides temporary work placements to those on benefits. These 30-day placements allow long-term incapacity benefit claimants and single parents to gain experience in a workplace, while still being allowed to claim benefits. The scheme, known as WorkStart, was launched in March 2008 in partnership with Jobcentre Plus. The council is planning to expand the programme to include those on JSA, disability allowance and ex-offenders. 
So far there have been 71 placements, with 45 people moving into long-term employment. Others have been put into a ‘talent pool’ to give them a head-start when future jobs and placements arise. But it is also hoped the experience will also make them more attractive to other employers.

The revamp of the council’s apprenticeship programme has also been accompanied by changes to the way it is promoted. The council’s HR team has taken part in recruitment events in minority ethnic communities. This is intended to reduce the under-representation of ethnic minorities in the workplace.

Because the council expects an apprentice to function at quite a high level, they set a rigorous competency benchmark for those applying -- equivalent to those required for an agency worker filling a temporary vacancy. Successful candidates are held in a pool until a suitable vacancy arises. 

The Lancashire County Council Apprenticeship Scheme has had an almost perfect retention rate. Of the 288 apprentices recruited so far, two have left the programme to go on to further education and only one has dropped out of training entirely.  This compares extremely favourably to the 60% retention rate nation-wide. While it is still too early to tell about the long term employment prospects of those on the scheme, many are already on track to fill jobs at or above their current grade when they complete their apprenticeships. 

Lancashire’s apprenticeship and related programmes have also begun to reduce the authority’s heavy reliance on agency staff. Managers are being encouraged to use apprentices or those on work placements to fill entry-level vacancies, such as maternity leave cover, that would otherwise go to agency staff. Charlotte Iddon, Senior HR Skills and Employability Manager estimates that a six-week agency placement costs the council £1,800, while the same placement carried out by a WorkStart participant costs £200. Multiplied over a large local authority, this represents serious savings.
Other examples of local authority apprenticeship schemes include:
Kent County Council has pledged to create an additional 1,000 apprenticeships by 2010. Of these, 250 placements will be with the council.

The next phase for Kent’s scheme is to look at the local authority supply chain, where large numbers of subcontractors and suppliers may open up opportunities for a wider range of apprenticeships.

Coventry City Council is aiming to double its provision of apprenticeships within the next 12 months. The council currently employ 75 apprentices and hopes to raise this to 150.

The areas where new apprentice places are being created include social care, business administration and sports and leisure. In addition to this current trainees in customer services who are doing NVQ qualifications are now working towards apprenticeships with relevant training. It is intended as far as possible that these will be permanent posts.
LSC and minimum wage hourly rates compared to minimum public service rates (based on 37 hour week)
	LSC
	NMW
	Local Government NJC
	NHS
	Further Education

	£2.57
	£3.57
£4.83
£5.80
	£6.22
	£6.77
	£6.91


Apprenticeships in the NHS

New apprenticeship schemes are being established in the English NHS in response to the government’s announcement that NHS organisations will receive a total of £25 million to create 5,000 new NHS apprenticeships by March 2010.

Concerned about the rising age profile of its workforce and potential skills shortages, Lincolnshire Partnership NHS Foundation Trust launched an apprenticeship scheme in October 2008, offering twenty places in the first year. By opening up Apprenticeships to under-represented groups the Trust hoped to recruit younger workers and begin closing the skills gap.  
The Trust is making apprenticeships available in almost every area of employment within the Trust - from administration and accountancy to health and social care. 

According to the Lincolnshire’s diversity lead, Beverley Edwards, “the Trust is keen to ensure that apprentices receive fair pay, terms and conditions during their period of training and not just the statutory minimum, and we hope that the benefits of the NHS terms and conditions will attract the very best candidates. Therefore, apprentices will be appointed onto NHS terms and conditions of employment.”
In November 2009 Kings College Hospital NHS Trust will be launching a new apprenticeship programme which will take roughly 15 young people. Initially they will be placed in care assistant roles, with the aim of expanding the programme across all departments, such as medical equipment, administration and patient records. The Trust is working with Job Centre Plus on the recruitment process. Qualified candidates will be interviewed for vacancies and offered NVQ 2 level training. They will receive in-house assessment along with one day per week release to complete their technical certificate. Apprentices will be paid on the NHS rate and entitled to full Agenda for Change conditions of service.

Conclusion

To achieve the numbers of new apprentices envisioned by the government over the coming years there needs to needs to be a sea change in attitudes to apprentice pay and conditions. UNISON has consistently argued that apprenticeships should be treated as proper jobs. That would provide an adequate income for young workers, and increasingly older workers too, encourage those in most need to apply for and complete apprenticeships and ensure that there was a strong regulatory mechanism to police the pay rates of a vulnerable workforce. 
As family incomes are hit by the recession, young people in education and training will be under increasing pressure to help support their families. This will be especially true for apprentices, as we know that a major reason for not completing an apprenticeship is the need for better paying work. Not only will this disadvantage these young people, it will further jeopardise the government's plans for apprenticeships.

The success of the schemes we have investigated indicates that it is possible for employers to train large numbers of young people to a high standard with high completion rates while paying them at least the national minimum wage. If public authorities can accomplish that much in the light of tight public service budget restrictions, other employers could certainly follow suit.
The potential gains of paying higher rates to apprentices, both for employers and the wider economy, outweigh the risks that small employers could find apprenticeships unaffordable.  We face a serious rise in youth unemployment as a result of the recession. Good quality, well-paid apprenticeship schemes are proving an effective method of preventing the long-term scarring that has been the result of previous prolonged periods of unemployment.
The Low Pay Commission therefore should not be afraid of setting the apprentice rate of the NMW at a decent rate. In doing so they will be helping apprentices, employers and the country.

Recommendations:

· That all apprentices in the UK be entitled to at least the full hourly national minimum wage rate for the hours they work, including on the job training.

· Whilst we oppose the existing age rate arrangements, for simplicity and fairness we believe that the apprentice rates should simply match the existing NMW age rates for 16/17 year olds, 18-21 (expected to be reduced to 20 in 2010) year olds and 22 years or older (expected to be reduced to 21 in 2010).

· That examples of best practice be publicised as widely as possible. 

For more information

Please contact

Sampson Low or Deborah Littman

UNISON

1 Mabledon Place

London WC1H 9AJ

0845 355 0845

E-mail: bsg@unison.co.uk
For UNISON Young Members:

Gary Williams

National Young Member Officer

UNISON

1 Mabledon Place

London WC1H 9AJ

0845 355 0845

E-mail: young.members@unison.co.uk
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� The views of apprentices paid on LSC rates were explored more fully in Fair Pay or Cheap Labour: why apprentices should be paid the NMW, � HYPERLINK "http://www.unison.org.uk/acrobat/LPC8808.pdf" ��http://www.unison.org.uk/acrobat/LPC8808.pdf�





� For further information see For more information see: � HYPERLINK "http://www.realstart.co.uk/" ��http://www.realstart.co.uk/�





� For more information see: � HYPERLINK "http://www.realstart.co.uk/" ��http://www.realstart.co.uk/�
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