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CALL FOR EVIDENCE: 

WORK PLACEMENTS IN TECHNICAL EDUCATION 
 

 From your perspective, please describe what an effective, high-quality 
placement consists of: (For example, who should be involved, how should it 
be structured, how long should it be, how should it be monitored and 
assessed, etc?) 

The most important aspect of any work placement is commitment – from the employer, 

from the provider and from the participant. Good practice would suggest that this can best 

be demonstrated (and is more likely to be followed) where there is a form of written 

agreement between the three that sets out what the placement seeks to achieve, what it 

will provide, and what is expected from each party. This puts a framework in place against 

which the placement and its effectiveness can be judged, and allows each to better assess 

the experience that results. 

Commitment can of course be demonstrated in a number of ways. This may be reflected in 

the planning of the work experience – the role that the participant will be offered – and its 

relevance to the participants’ aims and aspirations. It may be reflected in the participant 

committing to adhering to particular working hours, or though the provider ensuring that a 

full support service is in place for both the employer and the participant. However it should 

be remembered that ultimately for work experience to be beneficial, the participant will at 

some point be having to undertake a productive role for which the employer is not bound to 

pay them. It would be good practice therefore for employers to at least consider (but 

preferably provide) a contribution to their expenses, whether through travel or subsistence 

expenses, or some other factor. This would demonstrate a level of commitment by the 

employer and is also likely to build the loyalty of the participant and therefore a better 

likelihood for the placement to succeed. In any event, a learner should not be financially 

disadvantaged by a work placement, and some process should be in place for them to be 

able to claim back any out of pocket expenses incurred that exceed those they would have 

incurred had the placement not taken place. This will therefore remove – or at the very 

least mitigate – any financial barriers to the placement taking place and succeeding. 

Placements should also be voluntary on all sides. Mandated or compulsory placements 

often fail because by their very nature they do not involve the commitment of at least one 

party to them. Non-voluntary placements – perhaps because a participant has been “put” in 

a placement without their consultation or consent, or because an employer has had a 

participant “sent” to them without notice – will always struggle to build commitment 

because they are effectively starting from a lower base, and though it is not of course 

impossible for placements to work or to be beneficial in such circumstances it is certainly 

less likely. 

The potential siting of placements within the proposed technical and professional education 

(TPE) routeways is also worth discussing. If the work placement – which is intended to be 

of a 2/3 month duration – is embedded within a qualification (that is to say, a qualification 

cannot be completed without having done it) then the motivation of the employer to host 

will be rather different to a more “orthodox” work placement where there is an element of 

“work trial” about it. The placement will need to be set up to serve the interests of the 
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learner and the qualification, not the employer and their business, and therefore there will 

be considerable thought needed about how an employer will be encouraged to participate 

in the first place. Some have suggested that as qualifications will increasingly be designed 

by employers, so this would be incentive enough, but experience from providers suggests 

this is far from being safe to assume. 

If however the placement takes place after the qualification, and that it is the combination 

of the qualification and the subsequent placement that serves to earn a TPE “routeway 

certificate” (or similar accreditation), then this raises other issues. It means that the 

placement is more likely to be nearer the “orthodox” model, which is more beneficial to 

employers and thus an easier “sell” to put in place. It does however raise questions such 

as: 

1. Should a participant complete the qualification then get a job straight away, would 
the job count as “work placement” for the purposes of attaining a routeway 
certificate? 

2. Should a participant start the work placement, but leave it after a short time for a 
job, would they be able to claim the TPE certificate or not? 

 

If however there is no “routeway certificate” at all, then the work placement element 

becomes almost irrelevant in terms of the TPE routeway, (though it would still serve a 

purpose as a marker for the commitment of the participant in terms of their future job 

searching prospect). 

These points, alongside the fact that DfE are currently estimating that around 180,000 such 

work placements would need to be found every year, require considerable further thought 

and development before the TPE routeways can be properly established as part of the 

further education landscape. 

  

 What support and/or resources do you think FE providers will need to make 
the changes required? 

The scale of work placements required by TPE raises questions about the capacity and 

capability of the sector to provide this sort of supply. Experience and expertise may be 

gleaned by mapping over to similar roles and structures within the DWP/welfare-to-

work/employability sector. We would advise that (amongst others) the Institute of 

Employability Professionals be consulted to advise on this, and also how to engage a wider 

range of stakeholder organisations and practitioners in the arrangement and delivery of 

work placements. 

As mentioned in the previous response, it is possible that (depending on the siting of the 

placement in the TPE routeway) that the type of work placements envisaged may be 

fundamentally different to the experiential work placements and work trials that are 

currently utilised by Traineeships and other strands of provision. It is very likely that 

providers will need support in devising suitable communications and marketing strategies, 

and these must be common across the country in order to drive consistency across the 

qualifications being offered. This in itself may be difficult to achieve if TPE routeways are 

funded in different ways for different sectors, industries or ages, as a result of devolution 

http://www.myiep.uk/
http://www.myiep.uk/
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agreements, and support may also be required to enable providers to make sense of 

funding flows and thus ensure that arranging and managing placements is a viable 

proposition. 

 

 What do you think would encourage employers to provide work placements 
of 1-3 months? 

For larger employers in particular, notions of corporate social responsibility (CSR) may well 

come into play and can be drawn on to encourage the offering of placement opportunities. 

The possibility of building placements as an alternative recruitment strategy  will also be of 

interest to any employer - however as noted before, a TPE placement is primarily to enable 

a learner to complete their studies, and this must be considered first before the employer's 

interests. There is also the issue that if  TPE placements begin to be considered as first 

and foremost employer recruitment route ways, then not only will it devalue their entire 

concept but almost by definition it will restrict the numbers of placements that any employer 

can offer (because they will have turned the placements into paid employment). 

If TPE routeways are seen as primarily vehicles to complete qualifications, then this is also 

likely to act as a disincentive for employers to become involved. Considering the scale of 

the numbers of work placements involved (180,000+ per year) this could potentially be a 

serious impediment to supply. Employers will therefore need to be convinced that 

collectively they have a role to play in providing such placements in order to drive the 

overall supply of skilled labour, rather than specifically driving supply for their own 

vacancies. This will require a centralised and consistent communications strategy providers 

can both input to and draw upon, that builds awareness of the reforms, communicates their 

intent and planned advantages, and issues a call to action to which employers will respond. 

  

 What support do you think employers will need to provide work placements? 
If so, please describe the support that could usefully be offered to employers. 

Employers will require support from providers to manage placements, particularly if they 

are primarily intended to support learning rather than support the employer's business. The 

support required for such placements is likely to be more intensive and will be more 

learning-based compared to current models of work placements and work experience as 

currently delivered between providers and employers. This may involve support in 

undertaking disclosure and barring services (DBS) and other safeguarding-related issues, 

as well as other process-related issues such as timesheeting (where this is required). Such 

matters could form part of a generic employer welcome pack which would help to reinforce 

centralised communications and messages about the purpose and benefits of TPE 

placements.  

With this in mind, the £500 figure to arrange and manage such placements as mentioned in 

the Sainsbury Report does not appear to be modelled on actual costs of delivery nor of a 

consideration of the new nature of support that will be required. It is therefore vital that this 

is properly modelled and suitably funded, and that the funding flows to the correct part of 

the system (employer or provider). 
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 Please add any other comments you would like us to consider. 
AELP firmly believes in the overarching concept and value of work placements in 

enhancing employability opportunities. However, we are very concerned that the number of 

work placement opportunities required to fulfil the variety of strands of provision that will 

offer them is unrealistic and not based on any proper estimates of possible supply from 

employers. The increasing reliance on them as a staple of a wide range of work-based and 

work-related provision risks confusing employers as to the benefits of one type against 

another, and thus alienating them from the whole process. We fear that the sheer scale of 

placements now envisaged by the TPE reforms will exacerbate this problem even further. 

There is an urgent need for a full review of the issues of supply in meeting the potential 

required demand for work experience placements across all strands of provision - 

particularly in view of DWP benefit rules that limit placements to 240 hours duration before 

sanctions are imposed on unemployment benefits. 
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The Association of Employment and Learning Providers (AELP) 
 

The Association of Employment and Learning Providers (AELP) represents the interests 

of a range of organisations delivering vocational learning and employment and 

employability support. The majority of our 800+ member organisations are independent 

providers (from both the private and third sectors) holding contracts with the Skills 

Funding Agency (SFA) for Apprenticeship and non- Apprenticeship (Adult Education 

Budget) provision, with many also delivering programmes for the Department for 

Education (Education Funding Agency) and Department of Work and Pensions (DWP). 

Whilst AELP has England as its primary remit, many of our members are involved in the 

delivery of employment and skills programmes in the devolved nations and work with 

employers who operate throughout the United Kingdom. In addition to these we have a 

number of colleges in membership, as well as non-delivery organisations such as 

awarding organisations as Associate Members, which means that AELP offers a well-

rounded and comprehensive perspective and insight on matters relating to its remit. 
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