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We have managed to get funding through the na-
tional apprenticeship scheme, which comes via the 
CIBT. We also have an in house training plan, so any 
training that gets done we keep a record and claim 
for. So we have two separate ways of funding here, 
but they are both recoverable via the CIBT.

Apprenticeships are a very attractive alternative 
to the academic route and I don’t know why this 
message isn’t being heard in schools. There is a 
massive skills shortage in the construction industry, 
which will likely be squeezed even further, so 
apprentices couldn’t pick anything better as far 
as I’m concerned. It doesn’t feel like that gets 
publicised enough.

AstraZeneca

Company Profile
A global pharmaceutical company with a major UK 
presence. Its purpose is to push the boundaries of 
science to deliver life-changing medicines. It employ 
6,700 employees across seven sites in the UK and 
supports around 35,000 other jobs.

Case Study
AstraZeneca IT believe in investing in new skills 
and bringing fresh talent into our organisation. 
Employing apprentices opens the door to millennial 
thinking at a number of organisational levels. Our 
apprentices provide us with the opportunity to 
understand the perspective of a new generation 
which has enabled us to listen, learn and at times 
modify our delivery from a traditional approach.

Our apprentices have been phenomenally 
successful, they have invigorated  our teams, 
brought a fresh new perspective, raised our 
productivity and been instrumental in creating 
an engaging and vibrant team environment. Our 
apprentices bring genuine enthusiasm to their 
teams which is infectious and a degree of curiosity 
which allows them to question our practice and 
offer new ways of thinking. Our apprentices have 
made a huge impact across the organisation, so 
the main challenge that we have is matching the 
demand with supply which is testament to their 
hard work and reputation across the business.

Manchester & Cheshire 
Construction Co. Ltd. 
David Lowe - Managing Director

Company Profile
Founded in 1971, Manchester and Cheshire 
Construction carries out construction projects 
throughout the north west of England. Specialising 
in complex projects, we have extensive experience 
in a wide range of sectors, notably education, 
social housing, industrial, commercial and civil 
engineering. Projects range from structural 
alterations and adaptations to full internal and 
external refurbishments. The Manchester & 
Cheshire Construction Co. Ltd currently employs 70 
staff members. 

http://www.mcconstruction.co.uk/news/chamber-
business-awards-2017.html

Case Study
Our apprentices learn all the values of our company 
right from the word go, building in that longevity 
and loyalty. We teach them what we want and as 
the company grows it’ll help us to fill the massive 
skills shortage, hopefully with a force we can 
continue to add to over the next 5 to 10 years.   

You have to ensure that the mentors or the people 
that are managing them have sufficient time to 
give the apprentice time, to both teach them and 
to mentor them appropriately – do appraisals at 
regular intervals. When you are a company of our 
size and things are very busy it does happen that 
you don’t have that time and people can end up 
being thrown in at the deep end - sometimes it 
is unfortunately sink or swim. We find that some 
people are surprised by the amount of responsibility 
we give apprentices, but they get a lot from 
interacting with clients etc.

I think if you’ve got the right work ethic you’ll do 
ok. I’m a big believer in the person rather than the 
skills set, as you can teach anybody to do anything. 
If they’ve got the right values and they really enjoy 
what they do and you are able to motivate them, 
that’s the key to success. 



MC2

Company Profile
MC2 is an integrated marketing agency in 
Manchester that provides strategy and consultancy, 
media relations, digital, design, video, content 
generation, public affairs, and events services. It 
supports Manchester Metropolitan University in 
widening participation in higher education and is 
a founding donor of the MMU First Generation 
Programme.

Case Study
It’s really important that we invest in intelligent 
young people that will grow and drive our business 
with new ideas further down the line as PR is a fast-
moving industry, where developing and retaining 
talent is essential to success. By investing in them 
and nurturing their development, we expect that 
they will become the creative minds that influence 
decisions in the boardroom. 

Mapping out that career journey for our apprentices 
shows them that we will support them, right up to 
director level.

Investing in apprenticeships has given us the 
opportunity to bring in creative and enthusiastic 
individuals to add to and learn from our experienced 
team. As well as bringing new ideas to the table, 
it means we can train and embed them into our 
culture and way of working so they can be the ones 
to take the business forward in the future.

Apprenticeships are quickly becoming as 
important to our recruitment process as our 
graduate programme. As the awareness of Degree 
Apprenticeships increases, we expect to see 
more and more high quality applicants joining 
the business and we’re looking forward to them 
becoming an integral part of MC2’s culture.

Thales Group

Company Profile
Thales Group is a French multinational company 
that designs and builds electrical systems and 
provides services for the aerospace, defence, 
transportation and security markets. In the UK, 
Thales Group employs a 6,500 strong team of 
experts across the country.

Case Study
It is critical for the growth of our ideas and 
business success that we have a continuous 
pipeline of emerging talent who are passionate 
about technology and engineering and who can 
bring us enthusiasm, drive, resourcefulness and 
commitment.  Year on year Thales increase the 
number and range of apprenticeship, intern and 
graduate opportunities available within our business 
as we recognise the contribution these programmes 
not only make to the individuals but also to the 
wider business as we develop our leaders and 
technical experts for the future.

Hiring apprentices, interns and graduates also 
has a positive impact on our overall employee 
engagement as we place a strong emphasis in the 
business for all generations to knowledge share.  
Undoubtedly the costs of hiring an apprentice are 
attractive to employers, however at Thales we see 
the real benefits as the return on investment that 
our emerging talent population gives us so early on, 
making them a real asset to the business and future 
of Thales.

From day one, our apprentices receive a competitive 
salary and plenty of support, with a mentor and 
training plan to help guide them through their 
chosen career path.  We work on giving our 
apprentices a greater awareness of their strengths 
and abilities, honing not only their technical abilities 
but also their soft skills, such as building their 
confidence in leading a team and discovering how 
they can best contribute to one. 



You can see that by our increase in numbers – in the 
first year we took four, then five and now we are 
looking for 10 for this year’s intake. It’s a brilliant 
way of bringing people up through the business 
and by the time they are fee earners they know 
the Horwich Farrelly way, they know how all of our 
support team work, how the file is put together 
and it just makes it so much easier for them. They 
just get that solid understanding of how everything 
begins and you wouldn’t have got that unless you 
came in as an apprentice. 

I couldn’t be prouder of them, all of them, even the 
new ones who are doing so well. Our four originals 
as I call them are all fee earning and they are all 
successful and I feel very proud of them. They’ve 
been brilliant.

Slater & Gordon

Company Profile
Slater and Gordon Lawyers is one of the UK’s largest 
and well-known law firms with offices in a number 
of locations throughout England, Scotland and 
Wales.

Case Study
It’s allowed us to shape our workforce, to introduce 
younger people into the business who can perform 
tasks within the legal work services that we offer. 
It’s also enabled us to invite people into the law that 
might not have otherwise considered a career in the 
law so it has helped us in terms of diversity, and to 
support a new route for talent into the business.

The apprenticeship programme is an important part 
of the structure of our business and all the roles 
in a law firm are very important from apprentices 
and paralegals right the way through to principal 
lawyers. 

We see this as a very clear career path, where 
people can develop a very valued role at the 
business into the future, as an alternative route 
in addition to trainee solicitors coming into the 
business and other people joining us.

And the learning does not stop after the completion 
of their apprenticeship.  With the ever-changing 
nature of our business we continue to help our 
employees reach their full potential, whether that is 
through further education or on the job learning we 
want to grow our employee’s skill-set to the fullest.

Philip Flynn, Thales Group UK – 
Talking about apprentice Jessica Wong
For an engineer with so little formal training we’re 
all very impressed with her work ethic, productivity 
and ability to solve problems. She works unassisted 
and is capable of leading small work packages and 
seeking help when required as well as working to 
a deadline and managing the expectations of the 
stakeholders. 

She’s also organising, with another apprentice, 
monthly graduate ‘lunch and learn’ sessions which 
requires finding and organising technical speakers 
within the business, room bookings, technical 
subjects and attendees.

Horwich Farrelly

Company Profile
Horwich Farrelly, founded in 1969, is one of the 
leading providers of legal and handling services to 
the UK general insurance claims sector.

Case Study
Every challenge we’ve given the apprentices, 
they’ve achieved it and want to know what’s next 
and that has brought such enthusiasm into the 
workplace and really livened things up. It’s been 
brilliant to bring them in at the beginning and to just 
watch them and see them grow. That has obviously 
been very beneficial to us as they’ve now got case 
load and are fully fledged fee earners.

It’s all about contextual learning, which is so 
important. They learn at university, they’ve been 
taught the theory and the academic side of it, but 
then come back into the workplace, while it’s still 
fresh and apply that in their everyday job is so 
important. It really embeds what they have been 
taught and makes it much easier to apply that into 
practice. It’s such a fantastic combination.



Cole Security Services Ltd 

Employer: Francis Cole, Managing Director
Apprentice: Shermiah Cole, Support officer

Company Profile
Established in 2006, Cole Security Services Ltd 
provides a range of security services across the 
North West. 

Benefits of having an apprenticeship
One advantage is that we can tailor apprenticeships 
to fit our organisation and the specific job role we 
are looking to fill. This makes them a flexible way 
to strengthen our workforce, whilst meeting the 
demanding needs of our business. 

It has increased the productivity of our organisation 
through exchanging ideas with more experienced 
staff and offering feedback. Moreover, as they are 
fully employed, they are tasked with responsibilities 
which has a direct boost to the staff productivity 
and performance.

Developing our talent management strategies to 
allow our apprentice the opportunity to grow and 
develop within the company will build a strong 
employment relationship which will encourage 
them to remain with the company leading to a more 
motivated and satisfied workforce.

Myths
Apprentices tend to have a genuine interest in the 
work they are doing, the company they are doing 
it for, and enjoy learning how the business as a 
whole fits together. As they are undertaking an 
element of academic work as well as the job itself 
and must do well in this in order to complete their 
apprenticeship, there is a reasonable vested interest 
for them to work hard.

We have found them to be very committed to 
improving themselves and their skills, and keen 
to learn more and to become more involved. As 
their skills and confidence progress, they have 
generally become valued members of our team and 
contributed well to the business as a whole, both 
through attitude and the practicalities.

The national minimum wage in the UK is £7.20 
for those over the age of 25, £6.70 for those aged 
between 21 and 24 and £5.30 for those aged 18 to 
20; whereas the national apprentice wage currently 
stands at £3.30. Combine this with the government 
grants companies can receive and straight away you 
can see the value of employing an apprentice.

Real life examples 
In our experience, Apprentices are not least talented 
- in fact, she has implemented new processes into 
the company which has improved efficiency in the 
company. She has brought valuable new digital and 
technology skills.

Hiring an apprentice has helped our company 
immensely, allowing key experienced staff to 
focus on high-level stuff and brought fundamental 
Administrative, Data entering, reception duties and 
other support. Our Apprentice is now responsible 
for key aspects of our recruitment process.    

E.R. Williams 
(Painting Contractors) Ltd
Ruth Walton, Director

Company Profile
E.R. Williams provides painting and decorating 
services, with experience spanning across social 
housing, schools, universities, industrial, office, 
retail and hospitality contracts. 

Benefits
Apprenticeships demonstrates a commitment to the 
future of the business and provides continuity of 
our skills base.

The core values of the business are instilled in the 
apprentice from the start and they are moulded and 
nurtured into our ways of working and apprentices 
develop a loyalty to the company.

Apprenticeships are cost effective - CITB 
training grants contribute to the funding of the 
apprenticeship.



Original fears and how they have been combatted
Our challenge has been to adapt our training 
policies to engage with young people as their 
expectations have evolved over the years. 

We offer work experience placements and a 4-week 
probationary period to prospective Apprentices 
to give them the opportunity to sample the 
working life of a painter and to decide if it is the 
career choice for them. It’s important that they 
are fully informed before we both commit to their 
apprenticeship.  

Myths
We received several grants and incentives from 
the CITB and Government bodies which cover a 
considerable proportion of the costs. 

Our training provider, Oldham College are always 
on hand to offer advice together with other sources 
such as the NFB and CITB.

The administration of an apprenticeship is simple 
to set up with the guidance of the training provider 
and thereafter the process is driven by the provider 
and is straightforward for us to manage. 

Apprenticeships are perfect for SMEs. They are 
value for money and can be managed easily on 
a small scale.  Apprentices gain the benefit of 
understanding a small business as a whole, rather 
than being confined to a specific department of a 
large company.

Our Apprentices are allocated an experienced 
Supervisor who mentors them throughout their 
development. The supervision and training required 
is built into their daily routine and not too onerous 
on their time.

Apprentices earn while they learn; they gain 
valuable work experience and life skills by working 
in many different environments with various age 
groups and they have a nationally recognised, 
transferrable qualification at the end of the 
apprenticeship. Our training provider works closely 
with us, so they are able to introduce many suitable 
applicants for us to select from.

Real-life examples 
When we recruit a new apprentice, we do not 
necessarily look at their academic qualifications. 
We need them to be hard-working and punctual, 
their attitude and willingness to learn are far more 
important to us.  

An apprentice that joined our company in 1999 is 
now one of our most valued Supervisors. He left 
school without attaining any qualifications, but he 
possessed the qualities we were looking for. He 
now has, through his own experiences, the skills to 
mentor current Apprentices. 

Our commitment to an apprenticeship programme 
demonstrates our investment in the future of the 
local community and thus our Corporate Social 
Responsibility as an employer. 

11.2% of young persons are NEET and the 
construction industry has a Skills Gap with 25% of 
the workforce being over 50 years old. Figures state 
that every £1 spent on an apprenticeship gives up to 
£5 to the local community. As employers we need to 
address these social concerns.

In conjunction with our Young Persons’ 
Apprenticeship Programme, we have also 
collaborated with our clients, Social Housing 
providers, to offer apprenticeships to Residents 
who have found themselves furthest away from the 
employment market, including ex-offenders and 
long term unemployed. 



GPL

Stephen Coen, Strategy, 
Governance & Compliance Manager

Company Profile
GPL specialise in a number of construction 
categories, employing a range of labour and 
craftsmen that assists the organisation in providing 
a high standard of workmanship within Rail, Civil, 
Utility and Building Industries.We are able to train 
our apprentices at the local college and create a 
skilled team of local people who are willing to learn 
– therefore, we benefit from having people who 
want to progress and learn and stay loyal to GPL. 

“When we embarked on developing an apprentice-
ship scheme, we wanted to ensure we gave a wide 
range of candidates an opportunity. 

We have been pleased with our apprentices’ per-
formance, which has now been reflected by the 
fact they are all going on to continue with full time 
employment in our sector. 

Tony Lloyd said: “GPL has embraced the opportunity 
to bring young local people into its business, invest-
ing in their skills, their careers and their futures. The 
success of this scheme can be held up as an excel-
lent example of how investing in apprentices can 
contribute to stronger communities and a vibrant 
economy.” (Tony Lloyd, MP)

Mr Dennett added: “It is vital that companies like 
GPL recognise the opportunities that bringing young 
people into a business can bring. As well as motivat-
ing the individuals, it has a positive effect on other 
employees and the culture of the organisation.

“GPL has created strong Corporate Social Values 
that are reflected in the enthusiasm of these young 
people, who are all moving their careers forward. 
This enthusiasm can only have a positive impact on 
our communities in Salford as other young people 
are encouraged to pursue the array of work place 
training opportunities available to them.

The European Commission support for the 
production of this publication does not constitute an 
endorsement of the contents which reflects the views 
only of the authors, and the Commission cannot be 
held responsi¬ble for any use which may be made of 
the information contained therein.


