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Welcome
In recent years Apprenticeships have gained in importance, with the current government 
seeing them as a key component in its strategy to up-skill the UK workforce. In the  
2010-11 academic year, over 457, 000 people started Apprenticeships - an increase of  
over 63% against the previous year1.

Apprenticeships supported by a job have the benefit of giving the apprentice skills and hands-
on experience, while at the same time offering them a wage. Also, learning and development 
does not have to stop following completion of an Apprenticeship. Further opportunities are 
available to undertake higher qualifications right up to degree and Masters level. 

Some sectors struggle to attract and recruit atypical apprentices into their programmes. For 
example, in engineering there are lower numbers of female and black, Asian and minority 
ethnic (BAME) applicants than in the more traditional sectors for these groups, such as 
caring or medicine.  The UKRC - WISE, with funding from the National Apprenticeship Service 
under the ‘Diversity in Apprenticeships’ pilot programme, have developed this guide to 
help organisations increase their intake of women and BAME apprentices through practical 
interventions. The guide is based on work in the energy sector, but the principles can equally 
be applied to other sectors.

Working with the UKRC - WISE, and applying the suggestions outlined here, E.ON has 
been successful in increasing its recruitment of apprentices from non-traditional groups. 
I highly recommend this guide as a practical source of ideas and information to help your 
organisation do the same.

Maria Antoniou
HR Director, E.ON UK

The model of working with employers which the UKRC designed for the NAS Diversity in 
Apprenticeship pilot project has been shown to create real value for participating employers 
in sharing and learning from good practice to address common concerns in recruiting and 
retaining women and black, Asian and minority ethnic apprentices.

The UKRC took on the leadership of WISE during 2011. This model and experience is now part 
of the resources and offer to other STEM employers and organisations, available through the 
‘classroom to boardroom’ services for WISE, being promoted by the UKRC in 2012.

Jane Butcher
Interim Director, UKRC - WISE
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Who is this guide for?

This guide is aimed at all organisations involved in the attraction, recruitment and retention 
of apprentices in the science, engineering, technology and the built environment sectors 
(SET), including:

•	 employers	

•	 managing	agencies	for	Apprenticeships	

•	 further	education	and	training	providers	

•	 sector	skills	councils	

•	 national	skills	academies

•	 schools

•	 careers	advisers

•	 clients	of	SET	activity,	such	as	housing	developers	for	new	build	and	refurbishment

How will it help you?

This good practice guide sets out the reasons why employers in SET sectors are increasingly 
interested in offering Apprenticeship training, and in looking for ways to widen the pool 
traditionally used for apprentice recruitment.

It outlines the practical steps your organisation can take to succeed in attracting, recruiting 
and retaining female and BAME apprentices.

“The traditional recruitment pool is diminishing at the same time as work-based 
learning routes are facing increasing competition from alternative post-16 year old 
provision. Employers wishing to attract quality applicants in sufficient numbers to 
meet their skills requirements have to look beyond their traditional sources.”

Rod Kenyon, ‘The business benefits of apprenticeships:  
the English employers’ perspective’2

Why take on an apprentice?

According to the National Apprenticeship Service (NAS), Apprenticeships bring considerable 
value to organisations, employers, individuals and the economy. Businesses across the  
country are increasingly realising the enormous benefits that Apprenticeships create, not  
only in terms of developing a highly skilled workforce but also by boosting productivity  
and staff retention.   
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“I am a great believer in running effective, long term Apprenticeship schemes 
which have benefits not only for us but businesses across the country. As we know 
from working with the NAS, Apprenticeships increase company productivity and 
competitiveness and reduce staff turnover. Over the next three years we are investing 
£1m in our schemes with 20 per cent of our engineer workforce coming from 
Apprenticeships by 2013.”

Richard Harpin, Chief Executive, HomeServe Plc3

More information and research on why Apprenticeships are good for business can be found 
at http://www.apprenticeships.org.uk/employers/the-benefits.aspx. To find out more 
about taking on an apprentice in your company and the amount of funding you could receive 
contact the National Apprenticeship Service or your Sector Skills Council.

Why encourage more under-represented groups into SET Apprenticeships?

It is widely recognised that many industries within the SET sectors face recruitment 
challenges both now and in the foreseeable future. Whether this is due to a high demand for 
technicians, skills shortages, an aging workforce or other demographics, it makes sense to 
widen the pool that has traditionally been used for recruitment in these sectors.

“Skills shortages, an ageing workforce profile and a decline in the overall number of 
school leavers are all key drivers behind the need to create a more diverse workforce 
within our sector. It also makes sound business sense to have a workforce that reflects 
its customer base - including women and ethnic minorities.”

Kevin Dowd, Network Operations Manager, The National Skills Academy  
for Environmental Technologies 

“I know I’m good at science and maths but I’ve never really thought of going into 
engineering because I wouldn’t want to end up being the only female.”

“I’ve heard that Apprenticeships are just for people who have no career ambitions, 
I want to do a job for a while and then become a manager, you can’t do that if you 
start by being an apprentice.”

“I once went on a school visit to an engineering company. Never again, they made us 
listen to long talks which I didn’t understand.”

“I’ve heard you have to go for an interview with two middle aged men, but they don’t 
like it if you wear make-up or any jewellery.”

Typical comments from young people
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What stops under-represented groups from choosing SET Apprenticeships?

There are many factors that can deter under-represented groups from applying for SET 
Apprenticeships. These include:

•		 peer	and	parental	pressure	and	self-stereotyping

•	 lack	of	knowledge	and/or	an	unclear	message	about	what	is	involved	in	working	 
 in the SET sectors

•	 a	belief	that	applications	from	atypical	apprentices	are	unwelcome

This guide focuses on the practical things employers, training providers and other 
organisations involved in Apprenticeships, can do to make a difference.

About this guide

The Government is committed to increasing the number of Apprenticeship opportunities 
for everyone. Apprenticeships should be open and accessible to all. A great deal of work 
has already been done to improve access to Apprenticeships. However, there are still issues 
surrounding unequal participation and the success rates across different groups. In particular, 
black,	Asian	and	minority	ethnic	(BAME)	apprentices	and	those	with	disabilities	and/or	
learning difficulties are under-represented. There is also considerable gender segregation in 
certain vocational sectors.

To tackle these issues, the National Apprenticeship Service (NAS) worked in partnership with 
the Skills Funding Agency to fund 16 pilots across the country that test new ways to engage 
more individuals from under-represented groups. The pilots were designed to mainstream key 
learning and good practice in the longer term.

The UKRC was successful in its bid to deliver one of these pilots. 

The UKRC ‘Diversity in Apprenticeships’ pilot project ran from December 2010 to November 
2011.  Due to previous links with large organisations within the energy sector, and the 
industry being one which will be affected by the changing demographic of an aging 
workforce, the UKRC chose this area to pilot an innovative and sustainable model to support 
an increase in the number of female and BAME apprentices.

The aims of the project were to increase the numbers of female and BAME apprentices 
by communicating positive messages to potential candidates and their parents about 
Apprenticeships, and by understanding and removing any barriers to them successfully taking 
up and completing an Apprenticeship.  

This good practice guide outlines the project aims, outcomes and lessons learned to  
help others develop a similar model to improve the recruitment and retention of  
atypical apprentices.

Since 2011 when the UKRC took on the leadership of WISE, we are now known as the  
UKRC - WISE.

The UKRC - WISE would like to thank the following businesses for their efforts during the 
project and for their permission in using their experiences in this guide: British Gas; Drax 
Power Station; E.ON; Lomax Training Ltd; National Grid.

Thanks also to the following organisations for their advice and support: Cogent SSC; The 
National Skills Academy for Environmental Technologies; The National Skills Academy for 
Nuclear; The National Skills Academy for Power; SummitSkills. 
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Help from the UKRC - WISE in  
recruitment, progression and  
culture change
WISE works to ensure that the UK has a skilled, committed and talented workforce in science, 
engineering and technology.  We work with girls, women, employers, educators, parents and 
others, offering classroom to boardroom information and services to inspire girls and support 
women in their SET studies and careers.

The UKRC - WISE also provides tailored Organisational Development Services and advice to 
organisations working in science, engineering and technology sectors (SET), including the 
built environment.

Our clients include:

•		 corporates	and	other	large	organisations	

•		 professional	institutions	and	learned	societies

•		 research	councils	and	institutions		

•		 small	to	medium-sized	enterprises	

•		 employer	member organisations	(such	as	Sector	Skills	Councils	and	trade	associations)	

•		 education	providers	in	further	and	higher	education

•		 careers	advice	agencies	

•		 apprenticeship	and	work	experience	organisations	

•		 trade	unions	

•		 enterprise	agencies	and	incubators	

Our consultants work with business and organisations to help: 

•	 develop	messages	about	how	gender	equality	benefits	your	organisation

•	 assess	your	policy,	practice	and	culture	for	good	practice	and	areas	of	development

•	 develop	effective	policy,	practice	and	culture	for	gender	inclusion	and	wider	diversity

•	 implement	sustainable	culture	change,	with	practical	help	in	mentoring,	training,	 
staff networks or tailored consultancy

•	 raise	your	profile	as	an	employer	of	choice	and	advertise	vacancies

•	 benchmark	your	performance	against	best	practice

This guide is part of a series of publications produced by UKRC - WISE that identify and 
describe good practice for recruitment and progression of women in SET. They can be 
downloaded at www.theukrc.org/resources   

Contact us at info@theukrc.org, or look at our website, for more information on 
Apprenticeships at http://www.theukrc.org/apprenticeships

Find out more about the National Apprenticeship Service at www.apprenticeships.org.uk



Apprenticeship: an ideal journey 
What follows is a fictional and idealised account of the first steps in a journey towards 
Apprenticeship. However, all of the positive action initiatives highlighted below in green have 
been used successfully by employers to attract, recruit and retain apprentices. 

Shazia,	16,	hears	a	local	radio	advert	for	a	major	energy	company	–	they	are	having	an	open day 
where	females	can	find	out	what	it's	like	to	be	an	engineer	next	week!	Shazia	has	always	been	
interested in the environment and knows that developing alternative forms of energy is really 
important. It sounds fun, and it will be female only, so she decides to register.

On	the	day	Shazia	has	a	great	afternoon,	finding	out	from	other	females	who	work	in	
engineering just what it's like, and has the chance to have a go at some practical activities. She 
meets with an apprentice called Beth, who had done an Engineering Girls Day when she was at 
school	–	she	had	really	enjoyed	it	and	it	changed	her	mind	about	the	career	she	wanted.	Prior	to	
that she thought engineering was just for boys, and that it was always dirty! Beth really wants 
to	be	a	designer	but	Shazia	thinks	that	power	generation	looks	more	fun.	The	tour	of	the	site	is	
brilliant and she can ask some questions of the female engineering manager taking them round. 
She is told about the recruitment process - she has the GCSE's required - so she decides to talk 
to her parents about it in more detail.

Her parents are quite traditional, so she isn't sure what they are going to say. At the open day 
she picked up a leaflet for parents with lots of useful information in it, and the company said 
that her parents can ring them if they want more information. 

After	Shazia	has	completed	some	online	tests,	she	is	invited	for	an	assessment	day,	where	she	is	
observed taking part in practical tests and an interview. She is pleased, as the practical tests use 
the same type of tools that they used in the open day, so she feels a bit more confident. There is 
a male and a female interviewing her, and she is nervous but finds it ok.

Not	long	after,	Shazia	finds	out	that	she	has	got	an	Apprenticeship!	Now	she	is	really	nervous,	
but feels better knowing that there will be a networking day beforehand where she can go and 
meet up with all the other new apprentices. 
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August comes round quickly. Her first day is great though; everybody makes her feel really 
welcome. She soon gets into the swing of things, going to work on site every day, or block 
release at one of the assessment centres. She also has to go to college. She is the only female 
on the course, but the lecturers treat her exactly the same as the lads. Some of the lads tease 
her, but she has been told about an online network of female apprentices, so she vents some 
frustration on there. It is great as everybody is dealing with similar issues, so she can find out 
about how they deal with certain situations, and it is great to be able to have a girlie chat and 
a laugh. There is always her mentor at work who she sees once a month, so if the teasing does 
become a problem she knows that she can do something about it.

After	a	short	while,	Shazia	is	invited	to	a	networking	event	near	to	where	she	lives.	It	is	
fantastic, she gets to meet some of the other female apprentices she has been chatting 
with, there are some really inspiring role model speakers, as well as a chance to chat and ask 
questions. It makes her even more determined to complete her studies and become a successful 
engineer. She happily volunteers to help out and become a role model at next year’s open day, 
for the new intake of apprentices. She also suggests that she can be a buddy for a new female 
apprentice, to help her settle in. After all, she knows more than most just how nerve racking 
those first few steps can be.

There are also other short, real life case studies on our website 
http://www.theukrc.org/apprenticeships/why-be-an-apprentice/whats-it-really-like

8   Recruiting and retaining female and BAME apprentices in science, engineering and technology



10   Recruiting and retaining female and BAME apprentices in science, engineering and technology

Practical steps to recruiting atypical  
apprentices

“We’ll happily recruit them, but they just don’t apply!

Just because you don’t receive applications from female and BAME candidates does not mean 
that these groups are not interested in the Apprenticeships you have on offer. It means that 
they haven’t been engaged sufficiently to think that an Apprenticeship with your organisation 
is appealing or relevant to them. There are many things that can be done to increase the 
number of applications from minority groups. The following sections outline the changes 
organisations can make to attraction campaigns and recruitment practices to increase the 
numbers of atypical apprentices.

Establish your baseline

Gathering relevant data can help you to direct strategy, and is a useful benchmark to prove 
the success, or otherwise, of any positive action* initiatives you undertake.

Establish	how	many	female/BAME	apprentices	you	have	on	your	Apprenticeship	programme.	

Gather as much data as you can from the last five years on recruitment activities. Look at 
applications, progression through the test and interview stages as well as actual recruitment. 
Split data by gender and ethnic origin. Establish any trends in this data. For example, are 
there significant numbers of a particular group failing at the test stage? Are particular groups 
getting through all stages but just not being offered employment?

If	you	don’t	have	the	data	–	start	to	gather	it	from	now	on!	(see	the	UKRC	-	WISE		‘SETting	
the Foundations: Monitoring Gender Diversity in Science, Engineering & Technology Good 
Practice Guide’ for more advice: http://www.theukrc.org/files/useruploads/files/
organisations/good_practice_guide_-_setting_in_set.pdf

* Positive Action - The initiatives described in this guide, such as open days, networks and mentoring for under-
represented groups, are examples of positive action. Under current legislation, employers can take positive 
action by providing training and encouragement for disadvantaged or under-represented groups, to help 
improve the diversity of their workforce. Under the Equality Act 2010, in a provision that came into force in April 
2011, employers also have the option, when faced with candidates of equal merit, to legally choose a candidate 
from an under-represented group.

Positive discrimination, however, is illegal. This would include activities such as employing or promoting female 
or BAME candidates simply because they are under-represented, regardless of whether they have the relevant 
skills and experience.
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From this data you can establish:

•	 the	numbers	of	female/BAME	applicants

•	 the	percentages	that	are	being	employed	-	and	remain	employed	-	to	complete	 
 the programme

•	 the	numbers	that	leave	programme	early

•	 if	not	successful	at	test	or	interview,	at	what	point	they	are	dropping	out.	It	may	be	a 
 particular test that is disadvantaging certain groups

•	 Whether	or	not	employers	are	taking	on	this	category	in	significant	numbers	 
	 (this	data	is	useful	for	training	/	FE	providers)

Drive your strategy to address the issues you have uncovered. You may be surprised by the 
results of your data gathering. 

Review your recruitment literature

Are you using the same images year in year out? Are they attractive and interesting? Do they 
represent	both	genders	and	different	cultures?	Is	the	language	dated?	Be	honest	–	does	it	
need updating? If you have or know somebody with teenage children then take it home and 
ask	them	for	their	opinions	–	they	are	usually	the	best	critics!	

General tips:

Use ‘real’ images and not staged models. Young people will identify far more easily with 
someone who they can relate to (could that be me?!). This also applies to different ethnicities, 
abilities, age groups or sexual orientation.

Be	cautious	of	using	‘trendy’	language	–	it	dates	quickly	and	can	be	more	off	putting	to	 
young people.

Ensure that your website includes images and stories about women as well as men. Many 
girls will look no further into the site if not.
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Find your audience.

If you have difficulty attracting applications it could be that you are not advertising in the 
right	places.	Think	about	your	target	audience	–	where	are	they	likely	to	see	the	adverts?	

‘Passive’ candidates, that is those that simply have not considered or are aware of a career in 
SET, will not be looking in the engineering section of a careers brochure. You need to find out 
where they are looking and advertise there. Some suggestions are:

•	 magazines	and	other	publications	geared	to	women	and	BAME	communities

•	 websites,	in	particular	social	networking	sites	have	also	proved	successful	in	attracting	 
 a female audience

•	 radio	–	local	radio	isn’t	overly	expensive	to	advertise	on	and	reaches	a	large	audience

•	 your	own	website!	Make	sure	it	is	up	to	date	and	that	images	of	atypical	SET	employees 
 are visible. Make sure your recruitment pages positively encourage applications from  
 under-represented groups

•	 if	you	attend	traditional	recruitment	fairs	then	make	your	stand	look	enticing	to	a	female 
	 audience	as	well	as	male	–	freebies	are	an	obvious	choice.	British	Gas	have	their	own	lip 
 gloss which is very successful in attracting girls to their stand

•	 working	with	other	organisations	which	reach	girls,	for	example	the	UKRC	-	WISE,	and 
 others with members and networks of ambassadors and women in SET

“After reviewing our literature and planning recruitment activities we looked at where 
we were most likely to attract girls and women to apply for our Apprenticeships. We 
decided to advertise in Glamour magazine and to let women know of our upcoming 
Open Days on local radio stations. It was a success – we had more applications from 
women than ever before (72 female applicants in 2009 increasing to 110 in 2010 - a 
35% increase in 1 year!). We have since expanded our advertising to include websites 
and social networking sites. Our ‘Women Only Open Days’ were and continue to  
be oversubscribed”.

Sue Treharne, Diversity Manager, E.ON UK

Review your test and interview procedures

If your data analysis shows that a high proportion of atypical candidates are ‘dropping out’ at 
certain points then these need investigating. 

Have your tests reviewed by an expert in occupational testing to ensure that there is no bias 
in your tests. Train your staff in interview techniques, remembering to include understanding 
unconscious bias within that training.  The UKRC - WISE can help with targetted training for 
apprenticeship recruiters and managers. Consider the overall diversity of your interview panel 
and wherever possible include both male and female interviewers.

Hold female and BAME community open days

An open day for mixed genders is likely to attract a small percentage of females, if any at 
all. However, experience has proved that open days specifically for females are not only well 
attended but in a lot of cases oversubscribed. British Gas also hold highly successful open 
days for BAME communities.

As with your recruitment literature, it is important to advertise these events in places that will 
be seen or heard by target groups.
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The main objective of holding open days is to get the right calibre of people applying for your 
Apprenticeships. So there are some obvious ingredients that need to be included in your day, 
such as honest information about your organisation, the grades required of candidates, the 
types of Apprenticeship available and expected salaries. But if you really want people to apply 
you need to make it fun and relevant to them!

Other elements of a successful taster day include:

Practical activities

Many girls and women in particular do not have the practical experience required to pass 
tests traditionally used in assessment centres. By providing them with an opportunity to take 
part in practical activities and familiarise themselves with the tools of your trade, it helps to 
prepare potential applicants for that all important assessment day. Trying out activities also 
lets participants see for themselves whether this is the type of work they would enjoy.

Role models

If you have female or BAME engineers available then bring them along! They are the best 
advert for your organisation. Let them do a brief introduction about their job and give the 
audience	time	to	ask	questions.	You’d	be	surprised	what	gets	asked	–	many	questions	show	
the	misconceptions	about	the	industry	–	but	this	is	an	ideal	time	to	put	a	positive	message	
across!	(Be	fair	to	your	role	models	–	give	them	some	training	in	presentation	skills	if	needed	
and discuss with them the message you are hoping to get across).

Information on expected pay and prospects

Most young people are not aware just how competitive the pay levels are for SET 
Apprenticeships. In particular girls are unlikley to realise the difference between the pay 
levels for SET Apprenticeships and future pay prospects compared to those for more  
gender stereotypical female subjects and jobs.

Leaflet for parents

In addition, expectations of parents can be a strong contributory factor in young people 
deciding on a career. Give them some information to take home about your organisation, its 
diversity policy, what you have in place to support their child through their career, and the 
expected salary.  Put details of who they can contact in case they have any questions  
or concerns.

For further information on Apprenticeships, please contact:

 
Apprenticeships   

 
www.apprenticeships.org.uk

 
Energy companies we worked with:

 
British Gas

 
www.britishgasjobs.co.uk

 
www.centrica.com

 
National Grid

 
www.nationalgridcareers.com

 
Drax

 
www.draxpower.com

 
E.ON

 
www.eon-uk.com/careers/1265.aspx

 
Lomax Training Services Ltd

 
www.lomaxtraining.co.uk

Other organisations within the energy Apprenticeship sector:

 
The National Skills Academy for Environmental Technologies

 
www.nsaet.org.uk

 
The National Skills Academy for Power

 
www.power.nsacademy.co.uk

 
The National Skills Academy for Nuclear

 
www.nuclear.nsacademy.co.uk

 
Cogent SSC Ltd

 
www.cogent-ssc.com

Apprenticeships  

for girls

A guide for parents

Do you want your daughter to have 

an exciting and well paid career?...

The UKRC

Tel: +44 (0) 1274 436485 

Email: info@theukrc.org

www.theukrc.org

Open Days

To find out more about what energy sector Apprenticeships 

are, look out for regular open days at energy company sites 

and training centres across the country.  These events usually 

include a site visit so that she can see what the working 

environment is like, have opportunities to talk to existing 

apprentices and to ask them any burning questions, plus a 

chance to do practical exercises such as electrical wiring.

Details of open days can be found on company websites,  

in local papers, on local radio and at schools.

Good for our Business

Good for our Business

POWER

NUCLEAR

“No two weeks are the same as there is such a variety of equipment to 
work on in a substation, and with more than one substation in my area 
I could be in a different location every week. The hands-on nature of my 
job means I’m out and about putting the skills and theory I have learnt 
into practice. My apprenticeship provides me with the knowledge I need 
to maintain important equipment needed to keep the lights on!”
Kirsty Rossington,  
National Grid electrical substation apprentice.

The energy sector has lots  to offer
There are plenty of Apprenticeship opportunities for girls in the 
energy sector.  This leaflet will give you and your daughter an  
insight into the exciting careers that Apprenticeships in the  
energy sector can offer.
A career in the energy sector is far better paid in comparison with 
some of the careers girls often choose. Apprentices earn while they 
learn with pay increases every year as their skills and knowledge 
develop.  Why end up with debt when apprentices can learn and  
get paid? Average salaries at the end of an energy sector Apprenticeship can be in the region of £24,000 plus per annum!  Once apprentices have completed their training period (between 

two and five years), their development doesn’t stop. Opportunities 
are available in most organisations to develop skills and progress to 
higher levels.  An Apprenticeship can also be a stepping stone into 
Higher Education to complete a Masters degree or PhD. With a career in the energy sector every day is different. Energy sector 

engineers are needed worldwide. You can work almost anywhere, 
especially if you are employed by a global energy company.

Engineering in the energy sector...
...saves the planet
“As an E.ON Apprentice, you could get involved with some seriously 
big projects - projects that will change the way we supply energy 
to people’s homes forever. What’s more, you’ll be taking home a 
proper wage while you do it. 
The work our apprentices do will matter to millions of people, 
that’s why we invest so much time and effort in making sure our 
apprentices gain all the right qualifications to build an exciting 
career in the energy industry.” 
Sue Treharne, Diversity Manager, E.ON UK
...offers a huge choice of careers

“The British Gas Apprenticeship has given me so much experience. Not only have I met a variety of new people but I have also built strong relationships with customers.  British  Gas gave me the confidence to do this! 
The experiences gained and topics covered whilst training is helping me to develop my skills further to become a qualified British  

Gas Technical Engineer. This Apprenticeship has given  me a new career path that I never knew about!”Shaunaugh Brown, British Gas technical installation  engineer apprentice

...is a professional career equal to beinga lawyer or a doctor
“The best things about my job are the prospects it has given me.  
For me, it was the ideal way to get into the career I have always 
wanted, which is engineering.  The training given by National Grid 
is excellent and the opportunities within this job make it easy to  
see that I will be with the company for a long time.” Harriet Stone, National Grid electrical substation apprentice

How parents can help

Have a family 
day out to a 
science museum or industrial site.

Ask your daughter to help you with DIY work around the house.

Buy your 
daughter a 
toolkit for her 
birthday.

Get her involved in hands – on  work such as assembling her tricycle, 
repairing a puncture on a bicycle or 
replacing a wheel on a car.

Show interest in her achievements in 
science and maths at school.

Suggest she does a work experience placement with 
an engineering 
company.

See if her school offers a Mentoring Programme. A mentor could be an older student already on an engineering course who would offer 
guidance.

Help your daughter keep her options open: encourage her to continue her studies in maths and the sciences. 

Remember, with 
your support, 
your daughter 
can be whoever 
she wants to be! 

Toys! Give your 
girls construction toys such as Lego and K’Nex. Have 

fun building things together.

IDEAS

...then encourage her to become an apprentice in the energy sector
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Work in partnership

If you are a small organisation or training provider then working in partnership can create a 
much bigger impact, and lighten the load on resources. Use your local colleges, universities, 
Sector Skills Councils and National Apprenticeship Service and create an event to let under-
represented groups know what it is like to work in your sector.

Prepare your staff

In order for any positive action event to be successful you need to engage your staff. Tell 
them what you are planning and why. This is particularly important for any staff involved 
in the recruitment and selection process. It is important that staff are allowed to air any 
concerns, ask questions or raise potential issues in an environment where they are free to 
openly express themselves. The UKRC - WISE ‘Understanding Unconscious Bias Training’ is a 
three hour workshop that helps participants recognise ways in which personal opinions have 
the potential to influence professional judgement when making recruitment decisions. For 
more information contact the UKRC - WISE at info@theukrc.org 

Keep candidates informed

Research has shown that if candidates are not kept sufficiently engaged in the recruitment 
process then they are likely to look at alternative employers or careers. 

Keep them informed of where they are in the process. Text messages have been successfully 
used by training providers and employers to keep in touch with candidates.
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Retain and progress your apprentices
The following section looks at good practice initiatives that can help to retain and progress a 
typical apprentices, and to make the Apprenticeship a positive experience.

Provide networking opportunities. 

A networking event can be held soon after or just before the apprenticeships start for  
atypical apprentices.

Example: activities for a women’s networking day may include: 
•	 A	focus	group	for	female	apprentices	on	their	hopes	/	fears	/	issues	/	needs. 
•	 Female	role	model	speakers 
•	 Q&A	about	the	work 
•	 Tips	and	exercises	on	networking	and	keeping	in	touch	with	each	other

These recommendations are easily transferable to other under-represented groups.

These	events	can	be	annual	–	invite	your	existing	apprentices	along	with	the	newer	ones.	
As well as the new apprentices learning from the older ones, you may find that the support 
needs of the older apprentices change as they progress through their training.

Create or signpost to an online network

Young women in particular may benefit from an online tool, such as huddle.net, where female 
apprentices can communicate with each other confidentially during their Apprenticeship.  If 
you have lone females then consider talking to other local companies, training providers and 
colleges about linking female apprentices together.

Look for forums and networks in your sector that can support a diverse membership and 
make the information available to all new apprentices.

Establish effective mentoring support

Mentoring schemes

Many organisations offer new apprentices a mentor when they start their training. A mentor 
is someone who can support, encourage and be there for the learner, or mentee. 

Usually the mentor is not their line manager or supervisor, but someone who can be objective 
and be there to ask questions of, or to use as a sounding board for ideas or issues.

It is essential that mentors are trained to understand their role to offer the right level 
of support.  It is also useful for the mentee to have some understanding of the benefits, 
processes and skills required of them to gain the most from a mentoring relationship.  The 
UKRC - WISE has a very useful online mentee training module and downloadable manual 
available	for	all	apprentices	to	find	out	more	and	to	prepare	themselves	for	the	experience	–	
see www.theukrc.org/apprentice-mentor/

The UKRC - WISE can also provide resources and training for mentors and help to set up a 
mentoring scheme within the organisation, supporting the internal coordinator to enable this 
to be sustainable.
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Pal mentor schemes

‘Pal’ is a pastoral support scheme for new female apprentices to ensure retention in the first 
few weeks of an Apprenticeship.  Pal mentors are given a short training session in how to 
support new female apprentices.  Other female apprentices or employees can all make good 
Pal mentors. The UKRC - WISE has developed guides for employers outlining how to set up the 
scheme, and another for PAL mentors giving guidance on how to support another woman.

Note: Pal mentors are different to the company or training provider mentors who give 
practical advice and support throughout an apprentice’s training. Pal mentors are ad hoc 
points of contact to help the new apprentice find their way in the first few weeks of  
an Apprenticeship. 

‘If you go to College to do your training, the boys take over all the time in the work-
shop, they grab all the equipment and don’t let you have a look in.’

Check your workplace culture
With the best will in the world if your organisation is not a nice place to work then all  
the above efforts will be in vain.  An inclusive workplace culture has a positive impact on all 
employees. However, a poor culture impacts more on minority groups than those in  
the majority.

The UKRC - WISE Culture Analysis Tool can help identify any weak areas of your workplace 
culture as well as identifying any areas of good practice that you can be proud of.

For more information visit http://www.theukrc.org/for-organisations/culture-analysis 
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Top tips from organisations:

“If you get the opportunity to be involved in an initiative like the NAS project then 
take it – even if you cannot see the immediate benefits, there is always something to 
be learned. Keep an open mind – even if you think that the project is heavily biased 
towards one section of the community. And don’t be afraid to ask the difficult ques-
tions. People do get nervous or embarrassed in a society where we all want to be 
politically correct. Organisations like the UKRC have probably already been asked the 
same question (and somebody round the table probably wants to) and already have 
the answer – and if not then it’s always good to make sure they are challenged!” 

Chas Hubbard, England Manager, Cogent

“Getting Senior Management commitment and buy in from the start is imperative. 
Also identify a Champion within the organisation that is prepared to stand up and 
speak at events and is kept up to date with new legislation. 

Carry your sector with you. Involve employers and providers in activities. For example
SummitSkills Girls’ Days for Apprenticeships were made successful by involving local
employers and other diversity organisations. It helps make initiatives more interesting
and relevant as well as spreading the resource issue.

Don’t be a one trick pony – don’t be too passionate or soap boxy as this switches peo-
ple off. Seek to understand the issues of the people you are trying to influence before 
giving opinions or offering solutions.

Diversity in the SET sector is a huge issue and it will not be solved overnight.  
Don’t be discouraged if your initiatives don’t have the immediate impact you were 
hoping for. Keep going and celebrate the successes you do have.”

Kevin Dowd, Network Operations Manager,  
The National Skills Academy for Environmental Technologies
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“It is essential that there is honesty and integrity at every level of the organisation. 
And you must actually do something – don’t just pay lip service to diversity – do 
something. If it doesn’t work then try something different – find out what does work. 
The business will benefit and it will be a better culture to work in.”

Sharon Goymer, Resourcing Manager, National Grid

“Being involved in the UKRC Diversity in Apprenticeships programme has been really 
useful for me and for British Gas. It’s helped me to actually benchmark against 
other organisations, which I wouldn’t have otherwise had the opportunity to do. It 
helps me to understand where we are as a business when it comes to diversity within 
our Apprenticeship scheme. I’ve also managed to share best practice with other 
organisations, which I found extremely useful. Sharing best practice is the best way to 
actually find new ways of attracting right candidates from under-represented groups.”

Samina Shad, Group Resourcing Diversity Manager, British Gas

“Simple solutions like a parents’ leaflet has gone down extremely well in some of 
our schools that we’ve shared it with. It allows the parents to understand what 
engineering in the power industry provides for their daughters and sons, in this case 
particularly targeting females.

One of the other things that was particularly helpful was the gender equality and 
unconscious bias training to help our supervisors and assessors appreciate the 
differences that females bring to the organisation and at assessment centre what 
 to look out for.”

Sue Treharne, Diversity Manager, E.ON UK
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Good for our Business

Other useful information
The EHRC website provides comprehensive guidance for employers on positive action:

http://www.equalityhumanrights.com/advice-and-guidance/guidance-for-employers/
recruitment/using-positive-action-to-recruit-a-wider-range-of-people/

Up-to-date information on the Equality Act 2010 can be found on the Government Home 
Office website: http://www.homeoffice.gov.uk/publications/equalities/equality-act-
publications/equality-act-guidance/positive-action-recruitment?view=Binary

National Apprenticeship Service http://www.apprenticeships.org.uk/

UKRC - WISE http://www.theukrc.org/

References:
1. Department for Business, Innovation and Skills, “Apprenticeships”,  
(http://www.bis.gov.uk/policies/further-education-skills/apprenticeships,	accessed	26/03/12).

2. Rod Kenyon (2005), “The business benefits of apprenticeships: the English employers' perspective", Education 
+ Training, Vol 47, Iss 4, pp366 - 373.

3. National Apprenticeship Service (2009-2012), “What Employers say…”, (http://www.apprenticeships.org.uk/
Employers/Employer-quotes.aspx?start=71&page=8&orgIndex=0&indIndex=0,	accessed	26/03/12).



The UKRC
Athlone Wing, The Old Building, Great Horton Road, Bradford BD7 1AY

Tel: +44 (0) 1274 436485 
Fax: +44 (0) 1274 436471
Email: info@theukrc.org

www.theukrc.org

Guide funded by  
National Apprenticeship Service  
http://www.apprenticeships.org.uk/Good for our Business


