
 

 
 
  
 

  

About the STUC 

  

The STUC is Scotland’s trade union centre.  Its purpose is to co-ordinate, develop and 

articulate the views and policies of the trade union movement in Scotland; reflecting 

the aspirations of trade unionists as workers and citizens.            

The STUC represents over 560,000 working people and their families throughout 

Scotland. It speaks for trade union members in and out of work, in the community 

and in the workplace.  Our affiliated organisations have interests in all sectors of the 

economy and our representative structures are constructed to take account of the 

specific views of women members, young members, Black members, LGBT+ 

members, and members with a disability, as well as retired and unemployed 

workers. 



 

 

 

 

 
 



 

This consultation is managed and led by the Scottish Apprenticeship Advisory Board 

(SAAB).  This consultation proposes a set of principles which will form the basis of our policy 

recommendations to Scottish Government on employer requirements for an over-arching 

definition of apprenticeships in Scotland.  This will apply across the apprenticeship family 

(Foundation, Modern and Graduate Level Apprenticeships).  

We believe that a definition is needed to:    

• Provide clarity on what apprenticeships are and what differentiates them from other 
qualifications and methods of training and learning  

• To ensure that Scottish apprenticeships are recognised as robust, industry-led and 
quality assured work-based learning programmes which provide transferable skills across 
the UK and internationally  
 

Some of the proposed principles are already established in our system, while others could 

potentially bring significant change. We are seeking contributions from a wide range of 

stakeholders to help shape these principles, and to offer views on how any necessary 

change might be achieved. We would encourage stakeholders to be aspirational in their 

responses.       

For further details on our consultation read our supporting information.  

http://www.skillsdevelopmentscotland.co.uk/media/43946/saab-policy-document.pdf


 
 
 
Respondent Information 
 
 
What is your name? 
 
 
 

Sarah Collins 

 
 
 
Are you responding as an individual or an organisation? 
 
 

o Individual 

o Organisation 
 
 
If you selected organisation, what is the name of your organisation? 
 

 

Scottish Trades Union Congress 

 

 
 

 

 

 

 

 

 

 

 



 
If you selected organisation, please choose the option below that best describes your 
organisation: 
 
 

Employer  

 Large business (Over 250 staff)  

 Medium business (50 to 250 staff)  

 Small business (10 to 49 staff)  

 Micro business (up to 9 staff)  

  

Business representative organisation  

Independent Training Provider  

College  

University  

Professional body  

Awarding Organisation  

Third Sector or social enterprise  

Equality Group  

Local government  

Other Public Body  

Trade union or staff association X 

Individual  

Other (please describe)  

 
 
 
Skills Development Scotland would like your permission to publish your consultation 
response. 
Please indicate your publishing preference: 
 
 

o Publish response with name 

o Publish response only (without name) 

o Do not publish response 

  



 

Info for organisations: 
 
 
The option ‘Publish response only (without name)’ refers only to your name, not your 
organisation’s name. If this option is selected, the organisation name will still be published. If 
you choose the option ‘Do not publish response’, your organisation name may still be listed 
as having responded to the consultation in, for example, the analysis report. 
 
 
Info for individuals: 
 
Any information you provide will be held in accordance with the Data Protection Act (1998). 
 
If you are you content for Skills Development Scotland to contact you again in relation to this 
consultation exercise, please enter your email address in the space below: 
 
 
 
____________________________________________________________________ 

  

 

 

 



 
 
The following six principles have been discussed and agreed by SAAB and will underpin our 
recommendations on the definition of apprenticeships in Scotland. 
 
1. Apprenticeships and Employment 
 
All post-school apprentices are employed 
 
Employer demand and employment status are fundamental to the success of an 
apprenticeship and are what clearly differentiates it from a ‘training programme’. The 
apprentice must be employed in a genuine job and not solely for the purpose of delivering an 
apprenticeship. 
 
•  An apprentice must be an employee from the first day of their apprenticeship 
• An apprentice must be paid at least a wage consistent with the law for the time they 

are in work and in off-the-job training 
•  The job role must provide the opportunity for the apprentice to gain and develop the 

knowledge, skills and behaviours needed to achieve their apprenticeship 
 
This applies to all apprenticeships with the exception of Foundation Apprenticeships, which 
are delivered in the senior phase of school. They require significant work experience over a 
sustained period to satisfy the competence requirements for the award. 
 
2. Apprenticeships and Occupational Pathways 
 
Each apprenticeship is a programme of work-based learning designed to develop 
competence in a defined occupation and apprenticeship pathway. 
 
To develop competence, an apprentice must be employed in a clearly defined occupation or 
job. Whilst generic or cross-sectoral skills - such as entrepreneurialism and business 
improvement – can enhance an apprenticeship and support development of a wider skill set, 
they do not develop occupation-specific competence. 
 
3.   Availability and Investment 
 
Apprenticeships are available across a wide range of sectors where there is demonstrable 
industry demand. 
 
Apprenticeships can support the development of skills and competency across a wide range 
of sectors, including niche industries where employee numbers may be low, but are 
essential to retain specialist or traditional skills. There needs to be a strong business case 
for investing in developing frameworks.  
 
 
1 This applies to all apprenticeships with the exception of Foundation Apprenticeships, which are 
delivered in the senior phase of school. They require significant work experience over a sustained 
period to satisfy the competence requirements for the award. 

 



 

4. Equality of Opportunity 
 
Apprenticeships support equality of opportunity and are designed to ensure there are 
no unnecessary barriers to learning or assessment. 
 
We firmly support the values of inclusion and diversity. We are committed to equality of 
opportunity within apprenticeships, and to ensuring that all individuals achieve their full 
potential, regardless of their personal characteristics, beliefs or experiences. 
 
Each apprenticeship framework submitted for approval must provide information on the 
sector’s employment demographics, actual or perceived barriers to access and measures to 
improve participation from under-represented groups. SAAB will work with partners to 
develop advice on approval criteria which identify any impact on different groups and provide 
options to mitigate against potential barriers. 
 
5. Documentation 
 
Apprenticeship Framework documentation is clear, accessible and in an easy to 
understand format. 
 
Apprenticeship frameworks in Scotland are currently set out in long documents and include 
information such as registration, recruitment and selection and health and safety. SAAB will 
advise on how framework documentation can be reviewed to simplify the information for 
employers and stakeholders. 
 
6. Relationship to Occupational and Professional Standards 
 
Apprenticeship frameworks are based on occupational and integrate professional 
standards where necessary. They are designed to develop the apprentice’s technical 
and wider skills. 
 
Occupational and Professional Standards are critical because they define the skills, 
knowledge and understanding needed by an individual within a given industry to perform 
competently at a specified level. 
 
They allow recognition and transfer of skills and competence across sectors and borders. 
Apprenticeships and their associated qualifications must reflect occupational, and where 
relevant, professional standards to maximise the value of the apprenticeship to employers 
and individuals. 
 
Please provide any comments on these principles you wish to make: 
 
1. Employment Status 
The STUC notes that apprentices, employers, providers and trade unions must fully 
understand the employment relationship between the employer and apprentice.  
Employee status, along with added protection for apprentices which flows from the 
Apprenticeship Agreement, is the preferred legal basis for apprenticeships. A Fair Work 



approach to this important question of Security would include provision of information to 
workers on the legal options, arrangements for Effective Voice and a dialogue with industry 
and government.  
The uncertainty over the legal status of apprentices, the absence of a dialogue with workers 
or their representatives and the resultant risk to the stability training opportunities all speak 
to an absence of Fair Work.  
The STUC is still disappointed that Foundation Apprenticeships do not have employed 
status. In other jurisdictions, for example Switzerland, on which this approach was modelled, 
the young people were employed and paid. The STUC continues to believe that young 
people’s labour should be valued and therefore see no reason for foundation 
apprenticeships to be carved out of employment status.  The STUC is further concerned that 
this approach simply ignores the minimum wage requirements that exist.  
 
2. Occupational Pathways 
We agree with the description of this underpinning principle. Although the Fair Work 
dimensions are interlinked and cannot be cherry picked, the development of occupation-
specific Opportunities lies at the heart of Fair Work. It would be relatively easy to record this 
underpinning principle in a way that expressly links occupational pathways to enhanced 
security, opportunity, fulfilment and respect. A core element of the apprenticeship program 
should be to provide apprentices with high quality and transferable skills, which do not solely 
align too closely to any single employer’s needs. This needs to be core to any system 
design.  
 
3. Availability and Investment  
This underpinning principle seems somewhat self-evident and we agree that the Scottish 
Government should only fund skills that the labour market needs where a demonstrable 
socio-economic return on this investment is measurable. 
 
4. Equality of Opportunity 
We strongly welcome the commitment to Equality of Opportunity because freedom from 
discrimination is core to Fair Work generally, and apprenticeships in particular. The principle 
as written is a sound articulation of equal opportunity but there is more to equality than 
access to opportunities. Equality requires freedom from discrimination as well as equal 
access to job chances. For example, harassment may be a barrier to opportunity if the 
apprentice leaves the “job”. But harassment does not become tolerable because the 
apprentice has the resilience to stay. There should be zero tolerance of discrimination of all 
types, not just those that threaten opportunity and qualification. That is the essence of the 
security, fulfilment and respect as described in the Fair Work framework. 
 
5. Documentation - Clarity and Transparency 
We welcome the principle of clarity and transparency however, this carries something of the 
zealous removal of red-tape as a burden on business. One person’s “red tape” is often 
another person’s vital safeguard against mistreatment. There is a risk for Apprenticeships 
that the quest for simplicity removes rules and requirements that ensure the quality and 
security of the learning experience. What matters is the outcome – opportunities to 
experience the fulfilment and respect derived from achievement, qualification and 
progression. If apprentices had access to an Effective Voice through trade unions then the 
need for detailed written articulation of required standards might be less? 
 
6. Occupation standards & Professional Standards 
This reads as a more detailed or specific articulation of the second principle of Occupational 
Pathways. In terms of Fair Work this is the state commitment to "Opportunity" and the 
essential link to Fair Work should be articulated. 



 
 

Defining an Apprenticeship: Principles for consultation 
 
The following eight key principles are proposed by SAAB. Explanatory comments have been 
included to highlight some current practice and key issues. 
 
When answering these questions, please take time to consider the potential impact for 
employees and individuals. The responses you provide will assist in further refining these 
principles. 
 
Principle 7: Framework Design Process 
 
The requirements of an Apprenticeship are set out in a framework document defined by 
industry which adapts to emerging and future needs. 
 
Apprenticeships are designed for industry, by industry. To be fit for purpose, the process for 
designing the apprenticeship framework’s requirements must ensure that industry input 
represents the needs of the whole sector: from large multi-national companies to SMEs and 
micro businesses. 
 
Framework design must also be informed by an understanding of the practicalities of 
delivery, therefore input is needed from other stakeholders such as Awarding Bodies and 
Training Providers as necessary. 
 
The processes that support the development of frameworks need to be sufficiently flexible to 
respond to changing industry needs. 
 
 
Q1 a) Do you agree with this principle? 
 

o Yes, with qualifications 

o No 
 
 
Please give a reason for this answer: 
 
 
Fair Work is central to a broad range of Scottish Government policies – Economic Strategy, 
Labour Market Strategy, Business Pledge etc. At the recent international conference on 
Inclusive growth there appeared to be a strong consensus that there was an inextricable link 
between inclusion and sustainable growth and that Fair Work was the principal method by 
which the economy would deliver both goals - inclusion and growth. 
Therefore, in order to be consistent with Government policy for Inclusive Growth, any 
recommendations from SAAB ought to reflect a Fair Work vision of the future development 
of apprenticeships in Scotland. We accept that apprenticeships should be designed by 
"industry for industry". We agree it is an important principle. However, the Fair Work 
Framework would say that employees and apprentices are industry as much as managers, 

 



employers and sector skills representatives. Co-design of modules and frameworks would 
enhance the quality of the training content, ensure an unbreakable bond between training 
standards and workforce practice, enhance the Effective Voice of the workforce to the 
benefit of the sector; and, thereby create the fulfilment and respect required by the Fair Work 
framework. Co-design of apprenticeship frameworks is a classic example of a "win-win" from 
a Fair Work perspective. 
 
We would also expect some recognition of the role of trade unions. Apprenticeship needs to 
change as industry and technological advancements are introduced. We would like to 
reiterate that trade unions have an important part to play in the development of sector 
specific apprenticeships. Wide consultation is necessary to provide a whole view of the 
relevance of the frameworks for sustained employment within the workplace and sector. 
Trade union input to this is also crucial as this provides a staff side level of understanding 
and can help support the apprentices throughout their programme and into sustained 
employment. 
 

 
 
 
 
 
 

Q1 b) How can we achieve more involvement from employers, particularly SMEs, in 
developing the requirements for apprenticeships in their particular industry? 
 

 
It is arguably difficult to encourage some small SMEs to consider their role/resources 
required to help develop apprenticeship framework for the benefit of the wider Scottish 
economy. Whilst many may focus on their own Individual sector their involvement could lead 
to a more flexible, fulfilled, adaptable, multi-skilled workforce helping eliminate future skills 
gaps and enhance employer productivity during challenging economic times. As 
representative bodies, Sector Skills Councils should have reach into employers across  
their sector(s). The process of consultation and involvement of SMEs needs to ensure that 
these employers find the process relevant and that they are being listened to.  

 
Principle 8: Qualifications and Pathways for Progression 

 
Apprenticeships offer internationally recognised, accredited technical and 
professional qualifications, at SCQF levels 5 to 12, with clear pathways for 
progression. 
 
In Scotland, mandatory vocational or degree qualification requirements are set at different 
levels for Foundation, Modern and Graduate Level Apprenticeships and these are accredited 
and recognised on the Scottish Credit and Qualifications Framework (SCQF)2. 
 
In some sectors, there is also a requirement to gain professional qualifications (for example, 
some financial services). 
 

 



Generic or cross-sectoral skills can also contribute to a successful, robust and future-proofed 
apprenticeship system. For example, Modern Apprenticeships at SCQF Level 5-7 include 
five Core Skills3 which are deemed most likely to be needed in a work environment while 
Technical and Professional Apprenticeships at SCQF Levels 8-11 include Career Skills 
units, to reflect work based requirements at a higher level. 
 
Careers Skills include units such as “Negotiate in a Business Environment” and “Promote 
equality of opportunity, diversity and inclusion in your organisation”. Other examples of 
generic or cross-sectoral skills could include project management, commercial awareness, 
analytical skills, and leadership. 

8 
 
2 The SCQF supports understanding of the range of qualifications in Scotland and how they compare 
to each other. 
http://scqf.org.uk/the-framework/ 2Communication, Numeracy, Information & Communication 
Technology (ICT), 
Problem Solving and Working with Others 
3 The five Core Skills are: Communication, Numeracy, Information & Communication Technology 
(ICT), Problem Solving and Working with Others 
 
 
 

Q2 a)   Do you agree that all apprenticeships should include an accredited  
qualification? 

 

o Yes 

o No 
 
 
Q2 b)   Where specific professional qualifications are a mandatory requirement to  

operate in a sector, should they also be a mandatory requirement of the 
apprenticeship? 
 

o Yes 

o No 
 
Please give a reason for your answers: 
 

We believe that having an accredited qualification gives apprenticeship a quality benchmark 
and provides the learner with a mark of recognition and achievement. It would also make 
sense to give professional/occupational qualifications as part of the apprenticeship so that 
once the apprenticeships complete individuals can go straight into practising their 
profession. Furthermore if we wish to promote a parity of esteem between the rigours of an 
MA and FE/HE provision then showing the MA frameworks encapsulate professional 
qualifications that were previously the domain of FE/HE full time environment would be a 
good signal to send. 
 

 



We favour accreditation and links to mandatory professional qualifications assuming that the 
competencies assessed by SCQF and the particular professional body are updated to reflect 
the requirements of a changing labour market. In that context we STRONGLY welcome the 
possible inclusion of equality, inclusion etc as core skills or career skills on a cross-sectoral 
basis.  
 
Accredited qualifications can demonstrate the minimum level of competence that the 
apprentice is capable of and can provide a good base from which to further develop 
accredited learning for personal and career development. The mandatory professional 
qualifications should be covered in the apprenticeship to allow the apprentice to move into 
sustained employment on successful completion of the programme. For example, a maritime 
apprentice is an employee once they have gained their basic training qualifications to work 
at sea, in all capacities, as mandated in the Standards in Training, Certification and 
Watchkeeping (STCW) Convention 1978. 
 
 
 
 

Q3 a)   Should apprenticeship frameworks include additional units to support the  
development of generic or cross-sectoral skills? 
 

o Yes 

o No   
 
 
Q3 b)   If yes, what skills are necessary to apprentices to support their future career  

development? 
 

The following skills would be useful across sectors: 

 Communication Skills 

 ICT Skills 

 Core Skills as in basic maths and English  

 Understanding Equality and Diversity within the workplace; 

 Working with others 

 Awareness of sources of additional support / workplace adaptions available if 
required, including trade unions 
 

 
 

 
 

 
 

 
 

Q4 a)  Are Core Skills still relevant for Modern Apprenticeships at SCQF Level 5-7? 
 

o Yes 
o No 

 



 
 
Q4 b) If yes, should all Core Skills be separately assessed? 
 

o Yes 
o No 

 
 
Please give a reason for your answers: 

 
 

Having a recognised level of core skills supports individuals undertaking and achieving an 
apprenticeship. Separately assessing/testing core skills will help the assessor/provider in 
knowing what support to give individuals from the offset. It would also give added value to 
the apprenticeship by providing individuals with transferable skills and qualifications that can 
be taken to other employers and sectors.   
 
Core skills levels should be related directly to the SCQF level of the framework to ensure 
that apprentices have these skills at the relevant level, that does not mean that the higher 
the SCQF level then the IT level should be set at that level but it should be set at a level 
commensurate with the demands of the role and provide a base for the apprentice to grow 
from. Core skills, as with the other learning within the framework should stretch the 
apprentice.  
 
 
  



 
 
Principle 9: Framework Content and Assessment 
Each Apprenticeship framework describes the required content and method of 
learning and the associated assessment methodologies 
 
In Scotland, competence is assessed throughout the apprenticeship and although some 
sectors consolidate learning through an end test or skills test (e.g. construction), there is no 
requirement for consolidation across all apprenticeships. 
 
In other countries, there is a more blended approach. A report undertaken by SEMTA4 in 
2017 reviewed the assessment approaches for apprenticeship systems judged 
internationally as being of high quality (Austria, Denmark, Germany, Switzerland and the 
Netherlands). All of the systems reviewed - apart from the Netherlands - require apprentices 
to pass written examinations as well as tests of their practical competence at the end of their 
training. 
 
An end test will not be necessary for all sectors, but consolidation of learning can be 
important to ensure that the apprentice has gained the necessary skills, competencies and 
behaviours for that sector. 
Consolidation of learning can be applied through a wide range of methods including 
appraisal, 360 degree feedback and reflective accounts. 
 
 
Q5 a) Should all apprenticeships in Scotland require consolidation of learning (such  

as end assessment, appraisal, review) as well as continuous assessment? 
 

o Yes 
o No 

 
 
Q5 b) If yes, what methods to consolidate learning would be most useful and   

appropriate? 
 

In place of tests we would favour the participation of apprentices and qualified employee 
colleagues in work based assessments of achievement for example continued assessor 
reviews, portfolio/evidence based assessment, professional discussions and an end point 
assessment. 

 
 
 
 
 
4 SEMTA (2017). The Role of Qualifications and End Point Assessment in Apprenticeships: An 
International Comparison. 
Available online at http://semta.org.uk/images/pdf/Role-of--Qualifications-and-End-Point-Assessment-
in-Apprenticeships-March2017.pdf    
 

 

 
 

http://semta.org.uk/images/pdf/Role-of--Qualifications-and-End-Point-Assessment-in-Apprenticeships-March2017.pdf
http://semta.org.uk/images/pdf/Role-of--Qualifications-and-End-Point-Assessment-in-Apprenticeships-March2017.pdf
http://semta.org.uk/images/pdf/Role-of--Qualifications-and-End-Point-Assessment-in-Apprenticeships-March2017.pdf


 
Principle 10: Common and Specific Elements 
 
Each apprenticeship is designed to develop transferable skills across the sector. 
 
There are over 80 apprenticeship frameworks across a wide range of sectors in Scotland, 
designed to be transferable within a sector, rather than company-specific. 
 
Apprenticeship policy and the current model in Scotland should mitigate against 
apprenticeships which are too job or task specific, but there may be an opportunity to look at 
developing a core and options model. This would include core elements - common to all 
apprenticeships at that level within the sector – and specific requirements which reflect 
differing occupational pathways across the sector. 
 
This could further support transferability of skills by combining common learning elements 
applicable to a range of jobs across the sector, with specific elements which focus on 
individual occupational pathways. 
 
 
Q6 a)  Is it desirable to introduce a ‘core and options’ approach to apprenticeships 

 across a sector? 
 

o Yes 

o No 
 
Q6 b) What challenges and opportunities might this approach present? 
 
Transferability promotes job and income Security. And the existence of core modules such 
as Fair Work, which we would argue should be included, or equality will ensure that 
measures designed to ensure that growth is inclusive are fostered through the same 
processes and frameworks by which learning, skills and innovation drive growth. Inclusive 
Growth requires that inclusion is embedded as an integral part of economic growth. This 
approach requires to be known, understood, accepted and applied in the workplace if 
Inclusive Growth is to become a reality. The cross-sectoral use of core elements is helpful 
and crucial in that regard. 
 
For example, this could create opportunity within the rail sector. Core and options could give 
scope to an apprenticeship framework for train drivers across passenger train driver and 
freight train driver.If these pathways are brought in, then they should be subjected to the 
same or strongly similar consultation processes as the main framework in which they sit. 
This would help ensure the relevance of the pathways to the sector. 
 
 
Principle 11: Supporting the Apprentice in the workplace 
Each apprentice is supported in the workplace by a trained mentor and in their 
learning and assessment by a qualified trainer/ educator/ assessor. 
 

 



Mentoring is an important part of high quality apprenticeships. Mentoring can ease the 
transition into (or within) the workplace by helping young people to understand: their role in 
the workplace; how to contribute to the success of the business; and how to develop their 
own career pathway. 
 
A recent study15 noted the benefits of mentoring to businesses, including improved 
communication between the apprentice and the employer and improved quality and 
relevance of the training. 
 
Mentoring can be undertaken by a range of people such as: a dedicated mentor; a work 
colleague or peer support; or a training provider or assessor, depending on the size of the 
business. Currently, while promoted as good practice, there is no requirement for 
apprentices to be allocated a trained mentor. 
 
 
Q7 a)  Do you agree with introducing a requirement for a trained mentor to support 

apprentices? 

o Yes, with qualifications 

o No 
 
Please give a reason for your answer: 
 
Fair Work in an apprenticeship context is underpinned by security and effective voice - as 
are all forms of Fair Work. It is a Scottish Government policy and an empirical fact that the 
most prevalent and effective source of Security and Effective Voice are trade unions. We 
acknowledge the perception that the supporting role of trade unions might, on occasion, be 
limited to income security and job security. However, there are countless examples of high 
performing organisations where workplace reps and Union Learning Reps are intrinsically 
linked to skill development and active in the mentoring and development of workers as 
learners. For example, work-based learning at Rolls Royce has the capacity to take adult 
learners on a journey from every day "return-to-learn" to degree level qualifications. 
Mentoring and development Union Reps including ULRs are central to the success of 
learners at Rolls Royce and other similar companies. Highlighting that this could have a 
positive impact on employee retention and productivity would surely appeal to many SME. 
 
5 “The role of mentoring in supporting Apprenticeships”. Andy Hirst, Christina Short and Sini Rinne, 
Cambridge Policy Consultants, Research paper 20 April 2014. Accessed at: 
https://www.unionlearn.org.uk/publications/research-paper-20-role-mentoring-
supportingapprenticeships  

 
 
Principle 12: Type of Learning and Duration 
 
Apprenticeship learning is work-based and delivered to fit the requirements of the 
apprenticeship framework, the needs of the business and the individual’s pace of 
learning. 
 
 
Off-the-job training 
 

https://www.unionlearn.org.uk/publications/research-paper-20-role-mentoring-supporting#apprenticeships
https://www.unionlearn.org.uk/publications/research-paper-20-role-mentoring-supporting#apprenticeships


The key focus of apprenticeships is on work-based learning to develop competency, skills 
and knowledge, with the content of learning defined by employers to meet the skills needs of 
the sector. 
 
Countries such as Germany and Switzerland, and more recently England, also mandate off-
the-job learning in addition to work-based learning. Off-the-job learning is defined as learning 
which is completed outside of the normal day to-day working environment and leads towards 
the achievement of an apprenticeship. It is much wider than learning delivered in a training 
centre or college and can encompass activity such as simulation exercises, shadowing and 
industry visits. It must, however, be directly relevant to the apprenticeship and add value. 
 
In Scotland, off the job learning is mandatory only for those apprenticeships where industry 
specifically requires it (e.g. engineering). Some sectors specify formal off-the-job learning to 
deliver underpinning knowledge; others do not require taught learning but may deliver 
additional training outside the workplace or out with the apprentices’ normal working duties. 
For some apprenticeships, there will be no off the job learning and all learning will be 
delivered on the job. 
 
 
Q8 a)  Should each apprenticeship in Scotland require mandatory off the job 

learning? 

o Yes 

o No 
 
 
Q8 b)  What would be the advantages and disadvantages of introducing mandatory 

off-the-job training for all Scottish apprenticeships? 
 

Off-the-job learning provides the apprentices with a wider understanding of their role 
and adds value to their apprenticeship. It can help the apprentice develop and 
understand their career path. The advantage would be that individuals can learn from 
peers from other organisations, help secure the completion of additional framework 
units such as core skills, give them time to understand the reasoning and 
methodology behind job that they are training to do. 
 
Removing the Apprentice from the workplace to consider theory principles and their 
application back at the workplace without distraction although arguably this could 
also be best delivered in the workplace depending on the learner.  

 
The challenges would be that some employers might require persuading as they only 
wish to focus on learning that is employer specific. Whilst they may question the 
relevance and resource spend on what they perceive as not relevant competences 
this will lead to an overall moe agile, multi skilled, fulfilled ,adaptable workforce better 
placed to deal with the challenges that they may face in their specific Industry. 
Adaptable employees are happier in their workplace with a subsequent reduction in 
organisational staff turnover levels and their associated costs.  

 

 



 
Minimum Duration 
 
There are set durations for Foundation and Graduate Level Apprenticeships. 
 
Scottish Modern Apprenticeships have retained the original premise of ensuring flexibility to 
meet the needs of the employer and the apprentice, and thus only a few sectors mandate a 
minimum duration. There are some indicators of duration for Modern Apprenticeships: each 
framework does set out an estimated duration for the average learner and the number of 
SCQF Credit Points can also be used as a proxy to estimate learning hours. While these are 
a useful guide, they do not fully recognise how long it can take to consolidate learning, 
embed skills and develop competence in the workplace. 
 
Other countries (including Germany and Switzerland) have a minimum duration for 
apprenticeship. It is recognised, however, that the apprenticeship and education systems in 
these countries are very different from Scotland. 
 
A minimum duration may have benefits to both the apprentice and the employer, by giving 
the apprentice wider experience in the business and support to embed new skills. 
 
An apprenticeship should include achievement of the mandatory components, enable the 
embedding of skills and competence and support the transition from being an apprentice to 
becoming a skilled worker. 
 
Q9 a)  Would a minimum duration for all apprenticeships in Scotland add value to 

apprenticeships in Scotland? 

o Yes 

o No 
 
A minimum duration would ensure that the apprenticeship was of quality and is not just a 
cheap way of employing staff. The duration would need to be set by each sector as there 
would be differentials in the length of time it takes to train within certain occupations and 
professional would allow the discussion between the lndustry lead body and employers to 
take place and consider this. This would ensure a timely start to the actual apprenticeship on 
job related training. Extensions if required due to employer or employee difficulties that had a 
detrimental effect on completion timescales should be built into the system providing clearly 
defined flexibility. 

 
Q9 b)  Should a minimum duration for each individual apprenticeship framework be 

defined and set by the sector? 

o Yes 

o No 
 
 
Please give a reason your answers: 
 
This would have to be monitored carefully to ensure the apprenticeship remains fulfilling e.g. 
depending on the sector, six months may not be long enough and could limit either on the 
job or off the job training.  
 
 



 

 
Q9 c) If a minimum duration was introduced, how should duration be defined? For 

example, a set time period from the date of registration? 
 
The duration should start from the time the individuals begin their apprenticeship. 
 

 
Principle 13: Apprenticeship Agreement 
 
Employer and apprentice roles and responsibilities are clearly set out in an 
apprenticeship agreement. 
 
An apprenticeship agreement would be a standardised document, additional to the contract 
of employment, which sets out the relative roles and responsibilities of employers and 
employees during the completion of an apprenticeship. 
 
Employers have a fundamental role in supporting apprentices’ learning. Employer input and 
commitment is essential to ensure that the apprentice achieves competence in the role for 
mutual benefit. The role of the employer is to transfer skills, knowledge and experience to 
the apprentice and provide learning opportunities in the workplace and, if required, allow 
time away to undertake any off-the-job learning. 
 
The apprentice should understand the content of the apprenticeship, and the learning 
required to successfully become competent and achieve the apprenticeship. They should 
also be able, and willing, to commit to the requirements of the apprenticeship. This can 
include, for example, attending courses, keeping records, contributing to the review process, 
undertaking assessments and keeping their employer informed of progress. 
 
 
 
Q10 a) Would an apprenticeship agreement between employers and apprentices be a 

useful addition? 
 

o Yes 

o No 
  

 

 



 
 
 
Q10 b)  What roles and responsibilities should an apprenticeship agreement 

include? 
 

i) The employer should: 
 
 

 Yes No 

Sign a declaration confirming the apprenticeship X  

Confirm the content of the apprenticeship and identify 
learning opportunities 

X  

Understand what support they need to have in place to support 
the apprentice 

X  

Other (please list): 
 

The employer should provide access to the trade union 
Ensure the apprentices know what their rights are as an apprentice 

Know who their mentor is 
Understanding of career progression once apprenticeship is complete 
 

X  

 
 

ii) The apprentice should: 
 

 Yes No 

Sign a learning agreement which sets out their roles 
and responsibilities 

 

X  

Confirm the content of the apprenticeship and 
requirements to meet learning outcomes 

 

X  

Identify learning opportunities with the support of 
their mentor 

 

X  

Other (please list) 
 

X  

 
 
Q10 c) Do you think employers or apprentices require additional support to meet the 

responsibilities contained within the agreement? 
 

o Yes 

o No 
 



 
 
 
 
 
 
 
Q10 d)  If yes, what support might be required? 
 
It would be helpful for providers to support by giving employers detailed information on the 
content and delivery of the apprenticeship. Providers should work with the employer and 
trade unions before the individual starts to agree a detailed work schedule for the individual 
plus what support the employer needs to provide for the apprenticeship to be of quality and 
completed to given timescales. 
 
 
Principle 14: Quality Assurance 
 
Apprenticeships are underpinned by robust quality assurance processes from design 
to delivery 
 
 
A range of organisations are involved in the quality assurance of apprenticeships, from the 
development of underpinning standards, and approval of apprenticeship frameworks, to the 
delivery of training. Each organisation has – and will continue to have - a distinct role, but 
there may be opportunities to share best practice and adopt more collaborative working. 
End-to-end quality assurance is currently under review by a SAAB working group. We are 
keen to look at how to further enhance and improve quality assurance processes and are 
interested in your views on this. 
 
 
Q11 a) How can quality organisations work together to strengthen quality assurance 

in apprenticeships? 
 

The definition of “quality apprenticeship” should be made clearer. This definition should be 
consistent with penalties imposed for not providing a quality apprenticeships. Organisations 
responsible need to come together on quality to benchmark best practice. The RMT union 
want to see more Apprentice Ratings taken up by all employers, across the Scottish 
maritime industry. Where possible, this should be a contractual obligation between the 
Scottish Government and the operator. 
 
Sharing of good practice through formal structures such as SAAB groups can be helpful. 
Where bad practice exists and is highlighted, then this should be tackled.  
 
Apprentices should have access to a reporting mechanism with SDS, who are no longer a 
placing/referral organisation although they do finance apprenticeships, to report bad 
workplace and / or training provider practice. 
 
Q11 b) How can we embed equality into the principles of quality assurance to ensure 

that apprenticeships are fully accessible for all equality groups? 



 
 
Where necessary, positive action should be encouraged to tackle under-representation. Employers 

should report on what actions they are taking to tackle under-representation when in receipt of 

public funding, these actions should be measured for outcomes. 

As part of quality assurance employers and providers should have E&D policies before they can 

employ apprentices. Support for the employers on the recruitment of apprenticeship as in guidelines 

for how to word adverts, how to target hard to reach groups and how to consider adjustments so 

that employment is possible. 

Leading employers should be encouraged to promote specific apprenticeships for BME clients, Care 

leavers and disabled clients. We can provide them with advice, tips, signposting to specific agencies 

BME organisations, Who Cares Scotland etc. 

Due to the fact that Foundation apprenticeships are not currently employed, this means that there is 

a greater degree of flexibility on how equality provisions can be put into the system. The STUC 

therefore believes that there is a key opportunity to include stretching requirements up to, and 

including, hard quotas for the promotion of equality within this Framework. Notwithstanding our 

wider concerns the STUC believes that there is a moral imperative to do everything possible to 

ensure that Foundation apprenticeships begin to correct the longstanding equality issues within the 

apprenticeship system.   

 
Please use the space below to make any final comments. 
 

The Modern Apprenticeship Group provides an important level of governance in the 
approval of Modern Apprenticeship frameworks. Currently, there is no equivalent to 
MAG for the Foundation Level or Graduate Level apprenticeships – this should be 
addressed and an expanded MAG would be the most relevant and experienced 
vehicle. 
 
Apprenticehips should not be a revolving door for employers to continually train 
young people who then receive no employment opportunity. In some sectors, this 
becomes a form of cut-price labour where no intention exists to provide meaningful 
and long term employment. It is important that our apprenticeship system leads to 
good quality work and employers must live up to their Fair Work responsibilities in 
this respect. SDS is a government agency and therefore has Fair Work 
responsibilities. They should therefore consider employers’ record on this front when 
issuing funding for apprenticeships. 
 
 

 

 

 


