




The Impact of the Upcoming Wage Increase for Apprenticeships on Recruitment and Retention in the construction sector

Nathan Chapman
2307154

Research Project Design
ACBA 5024

March 2025


Abstract
This research proposal aims to explore the impact of the upcoming wage increase for apprenticeships, effective from April 2025, on the recruitment and retention of apprentices in the UK. With apprenticeships playing a crucial role in developing the workforce across various industries, this study will investigate whether a rise in wages will attract more individuals to pursue apprenticeships and address existing skills gaps. The research will also assess how employers perceive the wage increase and whether it will influence the quality and availability of apprenticeship opportunities. Using a mixed-methods approach, data will be collected through surveys of apprentices and employers, as well as interviews with key industry stakeholders. The findings from this study could offer valuable insights into the effectiveness of wage policy in promoting apprenticeships, guiding both policymakers and employers in fostering a more sustainable and skilled workforce. 
Introduction

Background of the Study:
Apprenticeships have long been a vital pathway for individuals to gain practical skills and hands-on experience while earning an income. However, in recent years, there has been growing concern about the declining number of young people pursuing apprenticeships in various sectors, particularly in industries with significant skills shortages. To address this, the UK government has announced an increase in apprentice wages, set to take effect in April 2025. Specifically, the minimum hourly wage for apprentices aged 16 to 18, as well as those in their first year of an apprenticeship, will rise from £6.40 to £7.55 per hour. For apprentices aged 19-20 in their second year and beyond, wages will increase from £8.60 to £10.00 per hour, while those aged 21 and over will see an increase from £11.44 to £12.21 per hour. This wage increase aims to make apprenticeships more attractive by providing higher financial incentives to potential apprentices while ensuring fair compensation as they gain experience.
Baroness Stroud (2024) 'Letter from Baroness Stroud with LPC recommendations for 2025'. Available at: https://www.gov.uk/government/publications/minimum-wage-rates-for-2025 (Accessed: 4 April 2025)
The role of wages in influencing career choices, including apprenticeships, is well-documented in economic and labour studies. However, the specific impact of wage increases on apprenticeship uptake and retention has not been thoroughly explored. This research seeks to investigate how the planned wage increase will affect the decision-making of both prospective apprentices and employers, as well as its potential to alleviate skills shortages in critical industries.

Research Question
Main Research Question:
How will the increase in apprentice wages, effective in April 2025, impact apprenticeship recruitment, retention, and training quality in the construction sector in the UK?
Sub-questions:
· Will the wage increase make apprenticeships more attractive to young people, particularly those from lower socio-economic backgrounds, and how can colleges support this transition?
· How will employers react to the increased wages? 
· Can the wage increase, combined with college training and government incentives, help address the current skills shortage in key sectors such as construction?
· Are colleges adequately preparing apprentices for the workforce, and do employers believe they are receiving apprentices with the necessary skills?
Aims / Objectives of the Study:
This study aims to:
1. Assess the impact of the wage increase on apprenticeship recruitment by examining employer attitudes, college enrolment trends, and accessibility for young people.
2. Investigate how employers are adjusting their apprenticeship programs in response to increased wages and whether they are receiving sufficient government support.
3. Evaluate the role of colleges in preparing apprentices and whether they are adapting their training to meet employer expectations and industry needs.
4. Examine apprenticeship retention rates to determine if higher wages encourage long-term career commitment and whether mentorship and education quality play a role.
5. Explore whether the wage increase, alongside college training and government policies, can help close skills gaps in industries facing shortages, particularly construction.

Literature review
Broad Overview: Apprenticeship Wage Trends in the Welsh Construction Industry
General Wage Trends and Employer Behaviour in Wales
In recent years, the Welsh construction sector has experienced a steady increase in apprentice wages, in line with UK-wide trends. The new wage increases would highlight that construction apprentices now start on wages of around £20,000, compared to historical wages closer to £10,000. This rise aims to improve recruitment and retention amid growing skills shortages.
While this increase may make apprenticeships more appealing, it also raises concerns about employers’ ability to sustain apprenticeship programs. The Federation of Master Builders (FMB) Wales 2023 report notes that some construction firms are re-evaluating the number of apprentices they can afford to take on, particularly smaller businesses that already operate on tight budgets.
Federation of Master Builders (FMB) (2024) 'FMB Annual Report 2023-2024'. Available at: https://www.fmb.org.uk/resource/fmb-annual-report-2023-2024.html(created (created 24th September 2024) (Accessed: 4 April 2025).​


Recruitment and Retention in Welsh Construction Apprenticeships
Impact of Wage Increases on Recruitment
Reports found that the majority young people considering an apprenticeship viewed wages as a key factor. This suggests that higher pay may make apprenticeships a more attractive alternative to university, particularly as living costs rise. 
However, awareness of apprenticeships remains a challenge. Research indicates that many school leavers are still encouraged to pursue academic routes, with apprenticeships often seen as a secondary option. This lack of awareness limits the impact of wage increases, as many young people do not fully understand the financial and career benefits of apprenticeships. 
Another key issue is the role of colleges. Some employers argue that apprenticeship training programs are not fully aligned with industry needs, leading to skills mismatches despite higher wages. The National Training Federation for Wales (NTFW) has called for closer collaboration between colleges and employers to ensure training meets the demands of modern construction work.
National Training Federation for Wales (NTFW) (n.d.) 'Apprenticeships'. Available at: https://www.ntfw.org/apprenticeships-wales-2/ (Accessed: 4 April 2025)
https://careerswales.gov.wales/sites/default/files/images/apprenticeships-in-wales-april-23.pdf

Retention and the Role of Mentorship
Higher wages may help reduce apprentice dropout rates, but they do not guarantee long-term retention. Many reports found that apprentices leave due to a lack of career progression and mentorship, rather than financial reasons.
Employers highlight that some companies fail to provide proper training, using apprentices for cheap labour rather than investing in their development. This leads to dissatisfaction and high dropout rates, suggesting that raising wages alone is not enough. Instead, structured mentorship, clearer career progression, and stronger employer support are needed to ensure apprentices remain in the construction industry long-term.
Billy Camden https://feweek.co.uk/new-dfe-employer-and-apprentice-surveys-reveal-reasons-behind-huge-drop-out-rate  30th May, 2022

Kelly McAdam, David Perrin, Journal of Work-Applied Management, ISSN: 2205-2062
 https://www.emerald.com/insight/content/doi/10.1108/jwam-08-2024-0102/full/html Open Access. Article publication date: 4 February 2025

Financial Challenges and Government Support in Wales
Employer Struggles with Rising Costs
While wage increases benefit apprentices, many construction firms face financial challenges in sustaining apprenticeship programs. The FMB Wales 2023 report found that some businesses have reduced their apprenticeship intake or delayed hiring due to higher wage costs. This is particularly concerning for smaller firms, which rely on apprenticeships to address labour shortages but struggle to absorb rising costs.
These financial pressures have led to reduced workloads and enquiries. In the fourth quarter of 2023, 47% of FMB members reported a decrease in enquiries, and workloads were down by 42% compared to the previous quarter. This decline is concerning for smaller firms that heavily rely on apprenticeships to address labour shortages but struggle to absorb rising costs.
Federation of Master Builders (FMB) (2024) ‘Financial struggles projected by almost half of construction firms, warns FMB Cymru’. Available at: https://www.fmb.org.uk/resource/financial-struggles-projected-by-almost-half-of-construction-firms-warns-fmb-cymru (created 2nd may 2024) (Accessed: 4 April 2025). 
Federation of Master Builders (FMB) (2024) ‘Builders in Wales report indicative workload decline of 42% in three months, says FMB Cymru’. Available at: https://www.fmb.org.uk/resource/builders-in-wales-report-indicative-workload-decline-of-42-in-three-months-says-fmb-cymru (created 8th February 2024) (Accessed: 4 April 2025).
Government and College Involvement
The Welsh Government actively supports apprenticeships through various funding mechanisms, including grants administered by the Construction Industry Training Board (CITB). Employers can receive grants of £2,500 per year for apprentices attending approved programs, payable every 13 weeks. However, accessing these funds can be complex, leading some employers to encounter difficulties in claiming grants, which may affect their ability to maintain apprenticeship numbers.​
Construction Industry Training Board (CITB) (n.d.) 'Wales Apprenticeship Grants'. Available at: https://www.citb.co.uk/levy-grants-and-funding/grants-and-funding/apprenticeship-grants/wales-apprenticeship-grants (Accessed: 4 April 2025).​

A 2023 review by the Learning and Work Institute, commissioned by the Welsh Government, examined the skills system in Wales, focusing on vocational education and training. This review highlighted the necessity for enhanced collaboration between colleges, training providers, and employers to ensure that apprentices are adequately prepared for the workforce. Employers have reported that apprentices often lack practical skills upon completing their training, necessitating additional in-house training. Strengthening partnerships among educational institutions and industry stakeholders is essential to align training programs with employer needs, thereby improving apprenticeship quality and outcomes. 
Learning and Work Institute (2024) 'Review of the Skills System in Wales'. Available at: https://www.learningandwork.wales/resources/research-and-reports/review-of-the-skills-system-in-wales/ (created 3rd January 2024) (Accessed: 4 April 2025).​
In summary, while financial incentives and grants are available to support apprenticeships in Wales, challenges persist in accessing these funds and ensuring that training programs effectively equip apprentices with practical skills. Addressing these issues requires improved collaboration between government bodies, educational institutions, and employers.

Long-Term Implications for the Welsh Construction Industry
Will Wage Increases Help Address Skills Shortages?
​Addressing the long-term skills shortages in the Welsh construction industry necessitates a multifaceted approach that goes beyond wage increases. While higher wages can attract more apprentices, they do not automatically resolve skills shortages without concurrent improvements in training quality and career development.​
Industry Outlook and Skills Demand
The Construction Skills Network (CSN) Wales 2023 report highlights a significant demand for construction workers, with an additional 9,100 workers needed by 2027 to meet projected industry growth. This underscores the necessity for effective training and development programs to equip apprentices with relevant skills. 
Construction Industry Training Board (CITB) (2023) 'Construction Skills Network Industry Outlook 2023-2027'. Available at: https://www.citb.co.uk/about-citb/construction-industry-research-reports/search-our-construction-industry-research-reports/construction-skills-network-industry-outlook-2023-2027/ (Accessed: 4 April 2025)

Evolving Training Programs
To align with modern construction techniques and digital advancements, apprenticeship programs must adapt. Incorporating emerging technologies such as drones and 3D printing into training curricula is essential. For example, Coleg y Cymoedd offers programs that include these technologies, preparing learners for contemporary industry demands.
Coleg y Cymoedd (n.d.) 'Construction Apprenticeship Programmes'. Available at: https://www.cymoedd.ac.uk/apprenticeships-2/construction-apprenticeship-programmes/ (Accessed: 4 April 2025)
Strategic Recommendations
To ensure that wage increases lead to sustainable improvements in addressing skills shortages, the following areas require focused attention:
1. Enhanced Employer-College Collaboration: Strengthening partnerships between employers and educational institutions ensures that training programs are closely aligned with industry needs, leading to a more competent workforce.​
2. Streamlined Government Support: Simplifying access to apprenticeship funding and providing clear guidance can encourage more employers to participate in apprenticeship schemes, thereby increasing the number of skilled workers entering the industry.​
3. Robust Mentorship and Career Development: Implementing structured mentorship programs and clear career progression pathways can improve apprentice retention rates, ensuring that trained individuals remain in the industry long-term.​
4. Integration of Modern Construction Technologies: Updating apprenticeship training to include modern construction methods and digital skills is crucial for preparing apprentices to meet the evolving demands of the industry.​
By addressing these areas, Wales can develop a construction workforce that is not only larger but also more skilled and adaptable, effectively meeting the challenges of a rapidly evolving industry.
 
Where Does the Literature Fit in with This Research?
The literature provides a strong foundation for understanding the impact of wage increases on apprenticeship recruitment and retention in the Welsh construction sector. While higher wages help attract young people, they also create financial challenges for employers, particularly smaller firms, and highlight difficulties in accessing government support. Reports from CITB, FMB, and NTFW emphasize that wage increases alone are not enough—apprenticeship programs must better align with industry needs, focusing on mentorship, career development, and practical skill-building to ensure long-term retention. Government and colleges play a key role in improving funding access and adapting training programs, including integrating new construction technologies, to better prepare apprentices for the evolving industry.
Gaps in Current Research
1. Long-Term Industry Engagement
While there is research on immediate impacts of wage increases, there is a significant gap in understanding the long-term effects on apprentices’ careers. Longitudinal studies are needed to track apprentices over several years to determine whether higher wages lead to sustained engagement in the construction industry. Without this data, it’s unclear whether apprentices stay in the sector long-term or leave after completing their training.
2. Non-Financial Factors in Retention
The current body of research primarily focuses on financial incentives like wages but neglects other crucial retention factors, such as mentorship, job satisfaction, and career progression. Research suggests that higher wages alone do not guarantee retention; apprentices often leave due to dissatisfaction with career growth opportunities or lack of support from employers. More studies are needed to explore the role of mentorship programs, clear career progression pathways, and workplace culture in keeping apprentices in the industry beyond the training phase.
3. Employer Response to Wage Costs
A significant gap in research is the financial pressures placed on employers, especially smaller firms, due to rising apprenticeship wages. While wage increases are meant to attract more apprentices, many employers, particularly small and medium-sized enterprises (SMEs), struggle to absorb these additional costs. Some may reduce their apprenticeship intake, delay hiring, or even eliminate programs entirely. Research into how employers are balancing the benefits of higher wages with the financial strain they impose is lacking, especially for those companies that rely on apprentices to fill skills gaps but cannot afford the increased wage burden.
4. Government and College Support Challenges
Despite government and college involvement in supporting apprenticeships, there is insufficient research on the accessibility of funding and the alignment of training with industry needs. Employers often report difficulties in accessing apprenticeship grants, and many apprentices are not equipped with practical skills upon completing their training in colleges. Research into how the complexity of grant systems and the disconnect between training programs and industry needs affect apprenticeship success would provide a more comprehensive understanding of how government support can be better tailored to improve apprenticeship outcomes.
By addressing these gaps, future research could better inform strategies to improve apprenticeship programs, ensuring they lead to higher recruitment, better retention, and ultimately a stronger workforce in the Welsh construction industry.
Research and Preparation
Before conducting the interviews, thorough research was conducted on the impact of wage increases on apprenticeships in the construction industry. This included reviewing existing literature, industry reports, and government policies related to apprenticeship schemes and wage adjustments. Additionally, interview questions were carefully designed to elicit detailed and meaningful responses from both employers and potential apprentices.
Selection of Interviewees
To obtain diverse perspectives on the topic, two distinct groups of interviewees were selected:
· Employer Perspective: An operations manager at V&C SW, Richard Mansfield, was chosen due to his experience in managing apprenticeship programs and his insights into the financial and strategic impact of wage increases on his company.
· Potential Apprentice Perspective: A 20-year-old job seeker was interviewed to understand how wage increases influence the decision to pursue a construction apprenticeship and the perceived benefits and challenges of entering the industry.
Interview Format and Setting
The interviews were conducted in a semi-structured format, allowing for flexibility in follow-up questions based on responses. This approach ensured that key topics were covered while also enabling the interviewees to share additional insights.
· Employer Interview: Conducted in person at the V&C SW office in South Wales, allowing for an in-depth discussion in a professional setting.
· Potential Apprentice Interview: Conducted in a casual setting to encourage open and honest responses about career aspirations and perceptions of apprenticeships.
Data Collection Process
· Recording Methods: Responses were documented through written notes and audio recordings (with the interviewees’ consent) to ensure accuracy.
· Questionnaire Structure: The interview questions focused on key themes such as:
· General views on apprenticeships
· Impact of wage increases
· Financial implications for employers
· Recruitment and retention challenges
· Training quality and skill development
· Government policies and support mechanisms
Ethical Considerations
To ensure ethical compliance, the following measures were taken:
· Informed Consent: All participants were informed of the purpose of the interview, how their data would be used, and their right to withdraw at any time.
· Confidentiality: Personal details were anonymized unless explicit permission was given to disclose names and company affiliations.
· Neutrality and Objectivity: Questions were framed to avoid leading responses, ensuring an unbiased collection of opinions.
Data Analysis Approach
[bookmark: _GoBack]After data collection, the interview responses were transcribed and analysed using thematic analysis. The key themes identified were categorized under employer and potential apprentice perspectives to highlight areas of agreement and divergence.
· Employer Analysis: Focused on cost implications, strategic decisions, and training challenges.
· Apprentice Analysis: Examined wage perception, career motivation, and perceived barriers to entry

Interview with employer of apprentices
I was giving the opportunity to interview and question the operations managers Richard Mansfield at a business based in South Wales that employs some of the most dry lining apprentices in the UK, V&C SW. This is what he had to say about the current state of apprentices and the recent wage increases. 
1. General Views on Apprenticeships:
· What motivated your company to offer apprenticeship programs in the construction industry?
“Our company offers apprenticeships because we need general labour, want labour continuity, and see it as important for the future of the business. Some of our contracts managers started with us as young apprentices and worked their way through the business and we like to see that. “

· In your opinion, what are the key benefits of hiring apprentices for your business?
“Hiring apprentices brings in new blood, helps tackle the changing demographics of the workforce, allows us to access grants during and after apprenticeship completion, and gives us the ability to pay lower wages, which helps reduce costs.”
2. Impact of Wage Increases:
· How have the recent wage increases for apprentices affected your decision to offer apprenticeships?
“We are now more reluctant and cautious about offering apprenticeships due to the increased wages and with the number of apprentices we employ we will see a big increase in costs”

· Do you believe that the wage increases have made apprenticeships more attractive to potential recruits? Why or why not?
“Yes, the wage increases make apprenticeships seem like a more viable career path. It’s particularly attractive to older individuals with commitments, if said individual was over 21 they would be on close to £500 a week in 2025 compared to around £350 a week in 2020, allowing them to change career and still take care of commitments. “

· Have the wage increases influenced your apprenticeship recruitment strategy or hiring practices in any way?
“We are more cautious and are offering fewer apprenticeship opportunities as a result of the wage increases.”
3. Financial Impact:
· How have the increased wages impacted your company’s budget for apprenticeship programs? Have you faced any challenges in managing these increased costs?
“Yes, we’ve had to tighten costs in other areas, and we haven’t replaced recent leavers.”

· Are you concerned that the higher wage may lead to financial pressures, especially for smaller construction firms? How do you manage this challenge?
“Yes, we manage this by recruiting only what we need and tightening costs in other areas.”
4. Recruitment Challenges:
· What challenges have you faced when recruiting apprentices, especially with the rise in wage?
“One of the challenges we face is the length of the course as in Wales they have changed the course to 3 years instead of 2. We have also found that some candidates do not have the necessary qualifications in math and English, especially our older apprentice applications that cannot find their maths and English GCSE certificates and therefore will not be allowed to attend college unless they redo their GCSE exams or participate in a maths and English basic skills exam. “
5. Retention of Apprentices:
· Have you noticed any changes in apprenticeship retention rates since the wage increase? Are apprentices more likely to stay with your company longer due to higher wages?
“Retention hasn’t been an issue while they are apprentices, but since most apprentices are young, they tend to change their minds about careers or find different opportunities. For example recently we had an apprentice who started with us at 18 and had been with us for a number years but got the opportunity to start an aircraft engineer apprenticeship and decided to take it. “

· Beyond wages, what other factors do you believe are crucial for apprentice retention? (e.g., career progression, mentorship, working environment)
“Mentorship and proper training are crucial. We’ve gained some apprentices from competitors because they weren’t training or mentoring properly, using apprentices only as cheap labour for things like loading plasterboards or tiles. Therefore the apprentice was not learning the skills to have a career in construction and came to us to develop those skills.”
 
· How do you support apprentices in their career development to ensure they stay in the industry long-term?
“We keep mentoring and building them up even after they’ve completed their apprenticeship, and we manage their expectations to ensure they stay in the industry long-term.”
6. Apprentice Skills and Training:
· Do you believe the increased wages reflect the value of the skills and training that apprentices provide to your company?
“It depends on the apprentice. When they first start, the increased wages will not reflect the value of their skills, but as they gain experience and training, it becomes more justified.”
7. Regional Wage Disparities:
· Are you able to offer competitive wages in lower-cost regions, or does this create challenges for recruitment?
“The wage is set, so we offer that regardless of the region.”
8. Employer Support and Challenges:
· What additional support do you think would help employers in the construction sector to continue offering apprenticeship programs, particularly in light of rising wage expectations?
“Employers are often confused about what constitutes training versus a livelihood. When apprentices are still learning, they don’t need a wage that covers commitments like a family or a mortgage, they are there to learn and develop skills and the old wages reflect that. “

· How do you feel about subsidizing apprenticeship wages or providing incentives to employers who take on apprentices?
“CITB provides subsidies, which is positive, but it needs to be revised since apprentice wages are rising quickly and the subsidies and grants get reviewed every 5 years which is too big a timescale to battle the increase in wages. “
9. Long-Term Industry Trends:
· How can apprenticeship programs evolve to meet the changing needs of the construction industry while ensuring that they remain attractive to young recruits?
“We need to ask if colleges are meeting the needs of employers. After completing a 2-year apprenticeship course in college, where does the apprentice go for the third year? The colleges collect their money from the government and send the apprentices out without the relevant skill set that a regular 3rd year apprentice would have however due to the wage increases they would be on an unjustified amount of money for the output of work they are completing. We had a tiling apprentice application from someone who had just completed a 2 year tiling qualification and when asked if he could tile a wall without supervision or help he said he doesn’t think he would be able to comfortably do it, however we would still have to pay him the same rate as an apprentice who has been working with us for 2 years and has the real skills to justify the wage. “
10. Employer Perspective on Program Expansion:
· Given the increased wages, would your company consider expanding its apprenticeship program to include more apprentices or offer different types of apprenticeships?
“No, we would not consider expanding our apprenticeship program.”

· Have you considered any alternatives (e.g., short-term internships or alternative training models) to traditional apprenticeships to address recruitment challenges?
“We have had multiple apprentices complete on site NVQ’s as supposed to traditional apprenticeships. “ 
11. Government Influence and Support:
· Do you believe that the government is doing enough to support apprenticeship schemes in construction? What more could be done to help employers manage the costs associated with higher wages?
“The government does very little, while CITB provides support. However, the government should help companies claim grants and bursaries more effectively. I also don’t believe the colleges do enough and they are mainly there for the monetary gain and should communicate with employers more. “
The general expected outcome for V&C SW, based on Richard Mansfield's insights, is that the company will face increasing challenges in maintaining its apprenticeship programs due to rising wages. As one of the biggest employers of dry lining apprentices in the UK, V&C SW plays a pivotal role in shaping the careers of many young professionals in this specialized trade. However, with recruitment becoming more selective and the financial pressure of increased wages, the company may be forced to limit the number of apprentices it hires, which could lead to a future skills gap in the construction sector. Additionally, while the company values mentorship and skill development, there remains a disconnect between wages and the skills apprentices offer early in their careers, which may affect overall satisfaction and productivity. If these challenges aren't addressed, V&C SW, and similar companies, could face difficulties in sustaining their apprenticeship programs and ensuring a skilled workforce for the future.
Interview 2
I also interviewed a 20 year old who is seeking a career opportunity, how he feels about the new wage increases and if he is more likely to work in the construction industry because of these changes. This is what he said:
Interview with a Non-Apprentice (Potential Apprentice/Career Seeker)
1. Awareness and Perceptions of Apprenticeships
• What is your general perception of apprenticeships in the construction industry? Do you think they provide good career opportunities?
“I think there’s a vast range of apprenticeship opportunities in the construction industry that have the potential to lead to well-paid jobs.”
• Before hearing about the wage increase, would you have considered an apprenticeship in construction? Why or why not?
“Prior to the announcement of the wage increase, I would not have considered an apprenticeship in construction, as the workload-to-pay ratio seemed heavily imbalanced. However, now it seems like a reliable and safe career path.”
2. Factors Influencing Career Choices
• What factors do you consider most important when choosing a career or training program (e.g., pay, job security, work-life balance, career progression)?
“The main factors I consider are progression in the job, salary, and holiday flexibility. I think the wage would heavily influence my decision regarding career progression.”
3. Long-Term Appeal of Apprenticeships
• Do you think apprenticeships in the construction sector offer long-term career prospects, or do you see them as a stepping stone to another career?
“I think there are a lot of opportunities to advance to higher positions within the construction industry, so staying in the industry long-term is definitely worth it.”
• What might make you want to stay in the industry long-term?
“Career progression opportunities and the hands-on experience that construction provides.”
4. Barriers to Pursuing Apprenticeships
• What do you think are the main barriers preventing young people from pursuing apprenticeships, even with higher wages (e.g., lack of awareness, perceived difficulty of the work, industry reputation)?
“I think the younger generation is sometimes reluctant to try out an apprenticeship because of the competition for positions. A lack of experience can make them feel like they are not fit for the role.”
5. Alternatives to Apprenticeships
• Would a higher wage alone be enough to sway your decision toward an apprenticeship in construction, or would other factors also need to be addressed?
“A higher wage would definitely have a strong influence on my decision to pursue an apprenticeship in construction. However, career progression opportunities also play a key role in my decision.”
The wage increase has significantly improved this 20-year-old career seeker’s perception of construction apprenticeships, making them a more attractive and viable option. Previously deterred by low pay, they now see potential for long-term career stability, progression, and skill development.
However, competition for apprenticeships and lack of experience remain key barriers for young applicants. While higher wages help attract interest, career growth opportunities and hands-on experience are crucial for retention. Without addressing these structural challenges—such as entry barriers, training quality, and mentorship—companies may struggle to sustain young talent despite wage increases. More comprehensive support is needed to make construction a lasting career choice.

Analysis of the Impact of the April 2025 Apprenticeship Wage Increase in Construction
The two interviews—one with an employer of apprentices and one with a 20-year-old career seeker—provide key insights into how the increase in apprentice wages will impact recruitment, retention, and training quality in the construction industry. This analysis directly links to the study’s research questions and objectives.
Will the Wage Increase Make Apprenticeships More Attractive to Young People?
Key Findings from the Career Seeker Interview:
· Before the wage increase, the career seeker was not considering an apprenticeship, as the workload-to-pay ratio seemed unfair.
· After the announcement, he now sees construction apprenticeships as a viable and stable career path.
· He values salary, career progression, and work-life balance when choosing a career.
Analysis:
The wage increase clearly makes apprenticeships more attractive to young people who previously dismissed them due to low pay. This suggests that more young people from lower socio-economic backgrounds may now consider construction careers. However, accessibility barriers—such as awareness, competition for positions, and perceptions of industry difficulty—could still limit recruitment.

How Will Employers React to the Increased Wages?
Key Findings from the Employer Interview:
· The employer acknowledged that the wage increase will make apprenticeships more attractive, but he fears rising costs will lead to fewer apprenticeship positions.
· His company is already cutting costs elsewhere and may become more selective when hiring apprentices.
· Some smaller firms may struggle to sustain apprenticeship programs, potentially leading to a decline in available training opportunities.
Analysis:
While the wage increase may attract more applicants, the financial strain on employers could limit the number of available apprenticeships. This could counteract the intended benefit of increasing recruitment if companies reduce apprenticeship opportunities to control costs.

Can the Wage Increase Help Address the Construction Skills Shortage?
Key Findings:
· The career seeker believes that apprenticeships in construction offer good long-term career opportunities and that wage increases could encourage more young people to join the industry.
· The employer, however, raised concerns about the quality of training, stating that some apprentices complete their programs without developing essential skills.
· He cited an example where a two-year qualified tiling apprentice still could not confidently tile a wall, questioning the effectiveness of college training.
Analysis:
While higher wages may attract more apprentices, they do not guarantee that these apprentices will develop the skills needed to address labour shortages. If colleges fail to provide hands-on training, the industry may still struggle with a skills gap despite increased recruitment.

Are Colleges Adequately Preparing Apprentices for the Workforce?
Key Findings from the Employer Interview:
· The employer expressed frustration with college training programs, stating that many apprentices graduate without the necessary skills to work independently.
· He believes that colleges focus more on financial incentives than on ensuring apprentices develop practical industry skills.
Analysis:
This suggests a disconnect between college training and industry expectations. If apprentices lack practical skills after completing their programs, wage increases alone will not improve the workforce. Stronger collaboration between colleges and employers is needed to align training with real job requirements.

Will Higher Wages Improve Apprenticeship Retention?
Key Findings:
· The career seeker emphasized that career progression opportunities and hands-on experience are essential for staying in the industry long-term.
· The employer noted that many apprentices leave the industry after qualification for better opportunities elsewhere, indicating that wages alone are not enough to ensure retention.
Analysis:
Higher wages may encourage more people to start apprenticeships, but long-term retention depends on career growth opportunities. If apprentices do not see a clear pathway for advancement, they may leave for other industries. Employers must offer structured career development and mentorship to improve retention.

Conclusion: What Does This Mean for the Future of Apprenticeships?
Key Takeaways:
1. Wage Increases Will Attract More Apprentices… But Opportunities May Be Limited
· More young people—especially those from lower socio-economic backgrounds—may now consider construction apprenticeships.
· However, rising employer costs could lead to fewer available apprenticeship positions, limiting the actual increase in recruitment.
2. Employers May Become More Selective
· Companies like V&C SW are adjusting recruitment strategies to manage increased wage expenses.
· Smaller businesses may struggle, leading to a potential decline in overall apprenticeship opportunities.
3. The Wage Increase Alone Will Not Solve the Skills Shortage
· If apprentices graduate without essential skills, the construction industry may still face labour shortages despite attracting more applicants.
· Stronger employer-college partnerships are needed to ensure apprentices receive hands-on, industry-relevant training.
4. Retention Will Depend on Career Progression, Not Just Higher Wages
· Many apprentices leave the industry after qualification if they do not see long-term career growth.
· Employers must provide structured career pathways and mentorship to retain skilled workers.
5. Government and College Reforms Are Necessary for Long-Term Success
· Employers feel unsupported by the government, especially in terms of funding adjustments and subsidies.
· Colleges need to improve training quality so that apprentices graduate with job-ready skills.
Final Thought:
While the April 2025 wage increase is a step in the right direction, its true impact depends on how well employers, colleges, and government policies adapt to ensure:
Sufficient apprenticeship positions remain available.
Training quality improves so apprentices are job-ready.
Retention strategies are in place to keep apprentices in the industry long-term.
If these structural challenges are not addressed, the construction sector may continue to experience skill shortages, despite offering higher wages.

Timeline
	Activity
	Time

	Writing Report
	November 2024 – April 2025

	Research Question Proposal
	November 2024

	Literature review
	December 2024 - February 2025

	Ethical Approval process
	February 2025

	Data Collection (interviews) 
	March 2025

	Data Analysis and Interpretation
	March 2025

	Report Finalization 
	March 2025 – April 2025

	Deadline
	April 2025
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