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1. Executive summary  
 

This report presents Cebr’s analysis of the net benefits of apprentices to organisations in the UK – 
that is, the £ value benefits that organisations can expect to realise after any training or wage costs 
are deducted. The report also examines recent trends in apprenticeship numbers and survey 
research into the benefits that businesses have realised from hiring apprentices.  

 

The key findings of the research are: 

• Apprentices delivered about £1.8 billion of net benefits to organisations in the UK in 
2012/13. For most apprenticeship frameworks – particularly services frameworks - the value 
of the economic output produced by apprentices exceeded wage and training costs. 
 

• The average apprentice gave UK organisations a net benefit of £1,845 in 2012/13. For 
organisations in England the average net benefit was £2,088. This is the net financial gain 
that an organisation could expect to realise on average, after wage and training costs have 
been deducted.  
 

• Existing survey research supports these findings, showing that businesses report 
tangible economic benefits from hiring apprentices. Nearly three quarters (72%) of 
businesses surveyed for the Department for Business, Innovation and Skills (BIS) stated that 
apprentices had improved product and service quality, while 68% said that apprentices had 
improved productivity. Hiring apprentices has also often brought additional benefits, such as 
improved staff morale, staff retention and organisational reputation. 
 

• Organisations in the North West saw the greatest aggregate net benefit in 2012/13, at 
£279 million. The South East of England saw the second highest net benefit, at £253 million. 
The estimated regional net benefits are tabled below. 

 

 

Organisational net benefits from 
apprentices in 2012/13 - 
£ millions 

Average net benefit per 
apprentice in 2012/13 -£ 

North East of England £125 £2,048 

North West of England £279 £1,941 

Yorkshire and The Humber £205 £1,972 

East Midlands £155 £1,922 

West Midlands £229 £2,207 

East of England £159 £2,009 

London £202 £2,621 

South East of England £253 £2,162 

South West of England £186 £2,013 

England £1,793 £2,088 

Wales £9 £210 

Scotland -£62 -£1,715 

Northern Ireland £13 £1,123 

UK total £1,753 £1,845 

 
Source: Cebr analysis 

  



  

5 

 

• The net benefits of apprenticeships vary for different types of framework – Team 
Leadership and Management is estimated to yield the greatest organisational net benefit per 
apprentice, followed by Business Administration and Hospitality and Catering.  
 

• Despite the research in this report demonstrating the economic gains that can arise 
from hiring an apprentice, many organisations appear unaware of the Government’s 
apprenticeship offer – particularly smaller organisations. According to a Department for 
Business, Innovation and Skills (BIS) survey of employers whose employees had finished an 
Apprenticeship programme between August 2011 and March 2012, about two fifths (39%) of 
organisations with 100 or more employees knew little or nothing about the Government’s 
apprenticeship offer, a figure that rose to just under three fifths (58%) for businesses with  
1-24 employees. This suggests that many employers are unlikely to be aware of the full 
benefits of apprenticeships, the subsidies that are available and training assistance on offer.  

 

The research in this report shows that hiring apprentices can lead to clear economic benefits to 
organisations across the UK, with the value of the economic output produced by an apprentice often 
exceeding wage and training costs. Notably, these benefits occur while the apprentice is undertaking 
the apprenticeship. Once the apprentice is fully qualified, additional productivity gains are realised, 
benefitting both the apprentice and the organisation. For the UK as a whole, we estimate that the 
organisational net benefits generated by apprentices in training totalled about £1.8 billion in 2012/13. 

  

Our estimates of the organisational benefits of apprenticeships are supported by survey findings, 
which show that businesses believe that apprenticeships lead to tangible economic benefits to their 
firms, in terms of improved productivity, product and service quality and company reputation. 
Furthermore, the BIS Apprenticeships Evaluation report (August 2013) showed that three-quarters 
(75%) of employers whose apprentices had completed their training said that some or all of the former 
apprentices were still working for them. This suggests that most organisations benefit from retaining 
apprentices once they have qualified. 

 

At the same time, however, research suggests that knowledge of the Government’s apprenticeship 
offer could be improved, particularly among smaller organisations. For many smaller firms, it is likely 
that a lack of awareness of the full benefits of apprenticeships could lead to some refraining from 
taking on apprentices - a pity given the economic gains outlined in this report.  
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2. Introduction 
 

This report presents Cebr’s analysis of the economic benefits of apprentices to employers. Existing 
research shows that qualified apprentices in general see significant gains to their productivity and in 
turn their earnings potential1. What this new piece of research shows is that, even while an apprentice 
is undertaking an apprenticeship and not yet fully qualified, many employers will see economic 
benefits over and above wage and training costs. Many businesses are also entitled to subsidies if 
they hire apprentices, further offsetting costs such as wages. Consequently, even before the full 
productivity gains of a completed apprenticeship are realised, many businesses across the UK can 
expect to reap benefits from hiring an apprentice. In this report, Cebr has estimated the average 
annual employer gain for different types of apprenticeship in the UK and its regions.  

 

Despite the research in this report demonstrating the economic gains that can arise from hiring an 
apprentice, many organisations appear unaware of the Government’s full apprenticeship offer – 
particularly smaller organisations. According to a Department for Business, Innovation and Skills (BIS) 
survey of employers whose employees had finished an Apprenticeship programme between August 
2011 and March 2012, about two fifths (39%) of organisations with 100 or more employees knew little 
or nothing about the Government’s apprenticeship offer, a figure that rose to just under three fifths 
(58%) for businesses with 1-24 employees. This is illustrated in Figure 1 below: 

 

Figure 1: Knowledge of the Government’s apprenticeship offer by organisation size 

 

 

Source: Department for Business, Innovation and Skills Apprenticeships Evaluation, August 2013. 
Data relates to England.  

 

Overall, this suggests that many employers are unlikely to be aware of the full benefits of 
apprenticeships, the subsidies that are available and training assistance on offer. Because of the 
apparent lack of knowledge about the Government’s apprenticeship offer, it is likely that some 
organisations may have misperceptions about the costs of hiring an apprentice and the net benefits 
that they can expect to see – something which this report aims to provide additional clarity on. 

 

The structure of this report is as follows: 

• Section 3 of this report provides an overview of recent trends in apprenticeship participation 
in the UK. 

• Section 4 of the report examines the net benefits that businesses can expect to realise from 
hiring an apprentice – examining the value of the work produced by apprentices, wage costs, 
training costs and employer subsidies.  

• Section 5 of the report examines the net benefits of apprentices on a regional basis in the UK. 

• Section 6 of the report draws conclusions from the preceding analysis. 
  

 

1 See, for example, Cebr (2013), “Productivity Matters: The Impact of Apprenticeships on the UK Economy” 
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3. Trends in apprentice numbers  
 

The number of apprentices in the UK has increased rapidly in recent years. 

 

Take-up of apprenticeship schemes has grown sharply over the past five years, as shown by 

Department for Business, Innovation and Skills data illustrated in Figure 2 below. In 2012/13 there 

were over half a million apprenticeship starts in England alone, over double the number seen in 

2007/08. 

Figure 2: Number of apprenticeship starts in England 

 

Source: Department for Business, Innovation and Skills. 

The number of apprenticeship starts is spread across the regions, as shown in Figure 3 below. There 

were 84,180 starts in the North West of England – the highest of the English regions. The lowest 

number of starts was in the North East, at 35,870. Interestingly, despite the capital’s economic 

dominance, London had the second lowest number of apprenticeship starts of the English regions, at 

45,070.  

 

Figure 3: Number of Apprenticeship starts by region in 2012/13 

 

Source: Department for Business, Innovation and Skills 
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By sector subject area, the most popular subject for apprenticeship starts in 2012/13 was Business, 

Administration and Law, with 160,410 starts in England. The next most popular subject areas were 

Health, Public Services & Care (123,370 starts) and Retail & Commercial Enterprise (101,240 starts). 

Despite a common perception that apprenticeships relate to manual work, the majority of 

apprenticeship starts are in the services sector, which accounts for about three quarters of UK 

economic output.  

 

Figure 4: Number of Apprenticeship Starts by sector subject area, England, 2012/13 

 

Source: Department for Business, Innovation and Skills  
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4. Understanding the net benefits of hiring an apprentice 
 

This section of the report examines the organisational benefits of hiring an apprentice, drawing on a 
wide range of official data sources.  

 

Put simply, the gain to an employer of hiring an apprentice can be summarised as follows: 

 

Employer gain = apprentice output + apprentice subsidies – apprentice wages – apprentice training costs 

 

That is, the benefit to an employer from hiring an apprentice is the value of the economic output 
produced by an apprentice, plus any subsidies received, less wage and training costs.  

 

The employer gains will clearly vary across different apprenticeship frameworks, given that typical 
apprentice wages and training costs vary for different types of framework. For some frameworks, 
where a high level of training is required before an apprentice can become economically productive 
(such as engineering), the economic output of an apprentice may be relatively low during the initial 
period of the apprenticeship, though this clearly rises as the apprentice becomes more experienced. 

 

Cebr has estimated the average annual employer gain for different types of apprenticeship in the UK 
and its regions. To do this Cebr has: 

• Drawn on data in the Department for Business, Innovation and Skills (BIS) Apprenticeship 
Pay Survey to assess typical apprentice wages in the UK. 

• Drawn on guidelines on eligibility for apprenticeship subsidies.  

• Estimated apprenticeship training costs based on the time cost of an experienced member of 
staff training an apprentice, and also BIS survey information on off-the-job training.  

• Estimated the economic output of an apprentice based on typical employee output in different 
sectors of the economy. This typical output is adjusted for the fact that apprentices usually 
work different hours to experienced workers (some of which is spent training), and also for the 
fact that apprentices cannot undertake all the tasks of an experienced employee.  
 

4.1  Survey evidence 

 

Before delving into statistics and modelled estimates of apprentice wages, training, subsidies and 
economic output, it is worth examining survey evidence on the benefits that apprentices offer 
organisations. Do businesses perceive a net benefit from hiring apprentices?  

 

A BIS survey of businesses2 showed that the vast majority of businesses hiring apprentices – over 
four fifths (84%) - are either very satisfied or quite satisfied with apprenticeship programmes. A 
majority of businesses identified that apprenticeships helped improve product and service quality, 
productivity and ability to attract good staff, as shown in Figure 5 below. 

 

  

 

2 Department for Business, Innovation and Skills Apprenticeships Evaluation, August 2013.  
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Figure 5: Benefits achieved from hiring apprentices 

 

Source: Department for Business, Innovation and Skills. Data relate to England.  

 

Nearly three quarters (72%) of businesses surveyed for BIS stated that involvement in an 
apprenticeship programme had improved product and service quality, while 68% said that apprentices 
had improved productivity. As Figure 5 shows, hiring apprentices has also often brought additional 
benefits, such as improved staff morale, staff retention and organisational image. Overall, this 
suggests that in a majority of cases hiring apprentices leads to tangible economic benefits to 
employers.  

 

Further, a survey of consumers suggested that 81% of consumers favour using a company that takes 
on apprentices3. This suggests that apprenticeships can improve a company’s reputation and 
increase consumer demand for the goods and services offered by the organisation – a clear 
economic benefit.  

 

4.2  Apprentice wages 

 

An apprentice’s relatively low initial salary can significantly reduce an organisation’s financial risk. 
More than one apprentice can often be hired for the same (or lower) cost than a typical university 
graduate salary. This is despite the fact that these apprentices will often quickly make a positive 
economic contribution to an organisation. Using apprentices to carry out work may allow an 
organisation to offer more competitive pricing for the goods and services they offer, given the reduced 
wage pressures compared with other sorts of hires.  

 

Although the current minimum wage for an Apprentice4 is just £2.68 per hour, most organisations pay 
their apprentices more than this in recognition of the work the apprentice undertakes and also to 
ensure that their organisation can attract and retain high quality candidates.  

 

  

 

3 Source: Skills Funding Agency: http://skillsfundingagency.bis.gov.uk/employers/apprenticeships/  

4 Aged under 19 or in the first year of an apprenticeship. 
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Figure 6: National Minimum Wage rates (2013) 

 

*This rate is for apprentices under 19 or those in the first year of their apprenticeship. 

Source: Department for Work and Pensions 

Figure 7 below which shows average apprentice pay in England, Wales and Northern Ireland5 in 2012 
by framework. Across all frameworks, average pay stood at £6.21 per hour in 2012 in England. The 
lowest average pay for the frameworks graphed below was for Hairdressing (£3.51 per hour in 
England) and the highest average pay was for Team Leadership and Management (£9.11 per hour in 
England).  
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Figure 7: Mean gross hourly pay, by apprenticeship framework in England, Wales and 
Northern Ireland (2012) 

 

 

Source: Apprenticeship Pay Survey 2012. Department for Business, Innovation and Skills. Data on 
Scotland are unavailable in this survey. 
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4.3  Training costs  

 

In addition to wage costs, there are also some training costs associated with hiring an apprentice. 
More experienced members of staff need to spend some time training apprentices to learn new skills 
and be economically productive, and there is a cost associated with this staff time. Many apprentices 
also undertake off-the-job training.  

 

Nearly half (47%) of apprentices in England surveyed in the 2012 BIS Apprenticeship Pay Survey 
said they received off-the job training and over two thirds (70%) received training on-the-job. 

 

The average number of hours spent by those training on-the-job in England was 11.6 hours per week. 
Those in technical/manual apprenticeships spent much more than the average amount of time 
training. Indeed, apprentices on these frameworks spent much of their working week training, as 
shown in Table 1 below: 

 

Table 1: Training mix for technical/manual apprentices in England (2012) 

Apprenticeship 
Framework 

Mean weekly time spent training and (% training) 

Off-the job 

hours (% training this way) 

On-the-job 

hours (% training this way) 

Engineering  7.2 (62) 19.5 (85) 

Construction 7.6 (54) 20.7 (84) 

Electrotechnical 6.2 (57) 23.0 (87) 

Source: Apprenticeship Pay Survey 2012. Department for Business, Innovation and Skills.  

 

Those participating in off-the-job training in England said they spent a mean of five hours per week 
doing this. In many cases, the cost of this training is fully or partly covered by Government. Employers 
can apply for funding to cover training costs for apprentice, which is paid directly to the organisation 
that provides and supports the apprenticeship - in most cases the learning provider. The amount 
usually depends on the employer’s sector and the age of the candidate: 

• Aged 16 to 18 - 100% of costs paid 

• Aged 19 to 24 - 50% of costs paid 

• 25 years and older - employers may only get a contribution 

 

Data in the August 2013 BIS Apprenticeships Evaluation suggests that relatively few employers pay 
fees to training providers: one in five (22%) employers with current apprentices had paid fees to their 
training providers for the cost of the apprenticeship; the figure was higher amongst employers who 
had provided frameworks in Engineering & Manufacturing Technologies (36%) and Construction, 
Planning & Built Environment (37%). 

 

Based on training times and typical worker wage costs in different occupations, Cebr estimates the 
following average annual training costs for different types of apprentice in the UK: 
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Figure 8: Average annual training cost for an apprentice in the UK, by framework (2012/13) 

 

 

Source: Cebr analysis 

 

Training costs are estimated to be highest for Electrotechnical, Construction and Engineering 
apprentices, reflecting the relatively high amount of time spent training on-the-job for these 
apprenticeships. Training costs are estimates to be lowest for Retail, Customer Service and 
Hospitality AND Catering apprentices, reflecting both less time spent training on the job and relatively 
low experienced worker wages in these sectors. 

 

4.4  Subsidies for organisations 

Businesses are often entitled to subsidies to assist with apprentice training and wage costs. One 
example of this in England is the “AGE 16 to 24” subsidy, which has already helped thousands of 
employers to grow their business by employing an apprentice. AGE 16 to 24 is available until 31 
December 2014, subject to eligibility and availability.  

 

The AGE 16 to 24 Grant for Employers aims to support businesses (who would not otherwise be in a 
position to do so) to recruit individuals aged 16 to 24 into employment though the Government’s 
apprenticeship programme. The National Apprenticeship Service provides AGE 16 to 24 to eligible 
employers, in respect of qualifying apprentices, with an individual value of £1,500. Employers can be 
paid ten grants in total during the lifetime of the initiative.  

 

AGE 16 to 24 targets employers with fewer than 1,000 employees, who are new to apprenticeships or 
have not enrolled a new recruit or existing employee onto an apprenticeship programme in the 
previous 12 months. As Figure 9 below shows, some 49,000 payments were made under the scheme 
over the time period February 2012 to July 2013. Just under two thirds of these payments (63%) were 
for apprentices under the age of 19.  
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Figure 9: Apprenticeship Grant for Employers Scheme (AGE 16 to 24) –payments made, by age 
of apprentice, February 2012 – July 2013 

 

 

Source: Department for Business, Innovation and Skills 

 

4.5  Economic output of an apprentice 

 

Organisations – both public and private sector – benefit from the economic output produced by 
apprentices. Clearly, apprentices are undergoing a training process through which they are being 
equipped with new skills, and as such they cannot be expected to be as productive as an experienced 
worker. However, apprentices are still economically productive and their ability to match the economic 
capacity of an experienced worker increases with the duration of an apprenticeship. 

 

Cebr has modelled the value of the economic output of an apprentice for different types of framework. 
To do this, we have used data in the ONS Annual Business Survey (ABS), which provides information 
on the link between economic output and employment costs in different sectors6. We have combined 
the information in the ABS with wage data in the ONS Annual Survey or Hours and Earnings as well 
as existing literature on the productive capacity of apprentices in terms of the extent to which they can 
replicate tasks undertaken by skilled workers7. Therefore, we have adjusted for the fact that, as an 
apprentice is on a learning curve, they are not as productive as a skilled worker. The value of the 
output produced by an apprentice will, on a per hour basis, be lower than that produced by a qualified 
worker.  

 

The calculations take account of the fact that apprentices work different hours to typical workers in 
each sector, and the fact that some of an apprentice’s time is devoted to training rather than 
economic activity. 

 

6 Note that our approach here is different to some of the existing literature, which often assumes that the salary of a skilled 

employer is exactly equal to the value of their economic output. This is a strong assumption, which does not hold true in most 

cases. For most industries, the value of the economic output produced by an employee is greater than the salary paid to the 

employee. As such, some of the existing literature probably underestimates the value of the economic output produced by 

apprentices.  

7 See, for example, McIntosh (2007), “A Cost-Benefit Analysis of Apprenticeships and Other Vocational Qualifications”, 

Hogarth and Hasluck (2003), “Net Costs of Modern Apprenticeship Training to Employers” and Hogarth and Hasluck (2008), 

“The Net Benefit to Employer Investment in Apprenticeship Training”. 
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Figure 10 presents Cebr’s estimates of the economic output produced by apprentices for different 
frameworks. 

 

Figure 10: Average annual value of the economic output produced by an apprentice in the UK, 
by framework, 2012/13  

 

Source: Cebr analysis  

 

It is notable that the link between apprentice framework and the economic output is not simply related 
to the wages of a skilled worker in each sector. For example, the economic output of a Customer 
Service apprentice is third highest among the frameworks shown in Figure 10, despite the fact that 
average wages for customer services occupations are relatively low compared with sectors such as 
engineering and construction.  

 

This reflects the fact that a Customer Service apprentice can replicate more of the tasks undertaken 
by a fully skilled worker than a Construction or Engineering apprentice. Although the construction and 
engineering sectors might produce a more valuable output (on a per worker basis) than customer 
services, apprentices in customer services can work much closer to the output of a fully-trained 
worker than is the case for apprentices in these sectors.  
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4.6  Estimated net gain from hiring an apprentice 

 

Figure 11 below presents Cebr’s estimates of the estimated annual net benefit to an organisation from 
hiring an apprentice – economic output plus subsidies less training and wage costs - by framework.  

 

Figure 11: Average annual organisational net benefit from hiring an apprentice in the UK, 
2012/13 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Cebr analysis  

 

For some frameworks such as Engineering, Electrotechnical, and Construction the average net gain 
to the employer is negative. This reflects the level of training required in these fields before an 
apprentice’s productive capacity approaches that of a skilled worker. Services sector apprenticeships 
had a positive net benefit to organisations, with the net benefit highest for Team Leadership AND 
Management apprentices followed by Business Administration apprentices.  

 

Overall, apprenticeships are estimated to have resulted in a positive net gain to employers, of on 
average £1,845 per apprentice for the UK as a whole in 2012/13. Summing up the estimated number 
of apprentices in 2012/13, this implies a total benefit of about £1.8 billion. As the next section of the 
report shows, benefits are felt across the UK regions, though there are notable variations.  
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5. Regional analysis  
 

Cebr has estimated the regional net benefits to organisations hiring apprentices across the UK, which 
reflect differences in apprentice framework mix, economic output and wage costs in different regions. 

 

The North West of England is estimated to have had the highest annual net benefit in 2012/13, at 
£279 million, followed by the South East (£253 million) and West Midlands (£229 million). The North 
West sees the highest benefit because the region had the largest number of participating apprentices 
in 2012/13 of all of the UK Government Office Regions.  

 

Figure 12: Organisational net benefits from apprentices, by region, £ millions. 2012/13 

 

 

Source: Cebr analysis 

 

On a per apprentice basis, net benefit per apprentice is highest in London, at £2,621 per annum, 
reflecting the relatively high level of economic activity in the capital – output per worker tends to be 
higher in London than in other regions, for most occupations. The West Midlands has the second 
highest benefit per apprentice, at £2,207, followed by the South East, at £2,162. The West Midlands 
has the second highest benefit per apprentice because, although typical output per worker is lower 
than in the South East, apprentice training costs are lower (because employee wages are lower).  
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Differences in the apprentice framework mix also drive variations in output per apprentice at a 
regional level. For example, a relatively high proportion of apprentices in Scotland are on frameworks 
such as Construction, Engineering and Electrotechnical, where there are relatively high training costs 
at the outset and there is a longer payoff period before net benefits are realised.  

 

Figure 13: Organisational net benefits per apprentice, by region, 2012/13 

 

 

Source: Cebr analysis 
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6. Conclusions 
The research in this report shows that hiring apprentices can provide clear economic benefits to 
organisations across the UK, with the value of the economic output produced by an apprentice often 
exceeding wage and training costs. Notably, these benefits occur while the apprentice is undertaking 
the apprenticeship. Once the apprentice is fully qualified, additional productivity gains are realised and 
the apprentice benefits from increased earnings potential. For the UK as a whole, we estimate that 
the organisational net benefits generated by current apprentices totalled about £1.8 billion in 2012/13. 

  

Our estimates of the organisational benefits of apprenticeships are supported by survey findings, 
which show that businesses believe that apprenticeships lead to tangible economic benefits to their 
firms, in terms of improved productivity, product & service quality and company reputation. 
Furthermore, the BIS Apprenticeships Evaluation report (August 2013) showed that three-quarters 
(75%) of employers whose apprentices had completed their training said that some or all of the former 
apprentices were still working for them8. This suggests that most organisations benefit from retaining 
apprentices once they have qualified.  

 

At the same time, however, research suggests that knowledge of the Government’s apprenticeship 
offer could be improved, particularly among smaller organisations. For many smaller firms, it is likely 
that a lack of awareness of the full benefits of apprenticeships could lead to some refraining from 
taking on apprentices. 

 

 

 

  

 

8 The main reasons cited for not retaining apprentices were ‘they had left for another/higher paid job’ (54%) and ‘left to do more 

training’ (19%).  
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Appendix I: Methodological summary  
 

To estimate the average organisational net benefit from hiring an apprentice in 2012/13, Cebr had to 
estimate: 

- Average apprentice wages in 2012/13 
- Average training costs in 2012/13 
- Economic output produced by an apprentice in 2012/13 

 

To estimate apprentice wages we have drawn on data in the 2011 and 2012 BIS Apprenticeship Pay 
Surveys. The wage rates have been uprated to give a 2012/13 figure. We have used data in the 2012 
BIS Apprenticeship Pay Survey on average contracted hours for apprentices. 

 

The largest component of training costs is time spent by the employer providing on-the-job training. 
We have calculated these implicit time costs by using data in the ONS Annual Survey of Hours and 
Earnings (ASHE) on the wage costs of employees in different sectors/occupations in the economy. 

 

Economic output for an apprentice has been estimated using both wage data in the ONS Annual 
Survey of Hours and Earnings and also data on economic output and employment costs provided in 
the ONS Annual Business Survey (ABS). The ABS has allowed us to estimate a relationship between 
economic output and employment costs in different sectors of the economy, which has allowed us to 
estimate the value of the economic output produced by an apprentice. Estimates have been adjusted 
to reflect the “productive capacity” of an apprentice – the extent to which an apprentice can replicate 
the tasks undertaken by a fully qualified worker. The productive capacity estimates have been based 
on existing research – in particular McIntosh (2007), “A Cost-Benefit Analysis of Apprenticeships and 
Other Vocational Qualifications” , Hogarth and Hasluck (2003), “Net Costs of Modern Apprenticeship 
Training to Employers” and Hogarth and Hasluck (2008), “The Net Benefit to Employer Investment in 
Apprenticeship Training”. 
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Appendix II: Data on apprentice numbers 
 

Profile data of Apprentices in training by region, 2012/13 

 

  Number of apprentices 2012/13 

North East 61,230 

North West 143,810 

Yorkshire and The Humber 103,820 

East Midlands 80,810 

West Midlands 103,730 

East of England 78,970 

London 77,110 

South East 116,960 

South West 92,280 

England Total 858,720 

Wales 44,530 

Scotland 35,906 

Northern Ireland 11,157 

UK Total 950,313 

 

Source: Department for Business, Innovation and Skills, Skills Development Scotland, the Welsh 
Government and the Department for Employment and Learning (Northern Ireland) 

 

 


