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Definition of Apprenticeship  

 

  
1. The core features of what constitutes an apprenticeship in Ireland are set out in Figure 1 on page 8. 

What, if any, changes should be made to these features?  

 

 

Legislation   

 
  

2. The legislation relevant to apprenticeship in Ireland is set out in Figure 2 on page 10. What, if any, 

changes should be made to the provisions relevant to apprenticeship?  

 

 

Governance Structures   

 
3. What are your views on the operation of the current governance and management structures for 

apprenticeship described in Figure 3 on page 11?  

 

N/A 

Post 2016 Apprenticeships such as the OEM Apprenticeship is somewhat at a disadvantage in terms of 
attracting Employers on board. Any costs that are incurred by employers for the duration of the apprenticeship 
are a deterrent for recruiting employers and also for employers in recruiting apprentices.  Employers need 
additional incentives and supports to encourage them to join apprenticeship programmes especially post 2016 
apprenticeship programmes. 
 
 

• Process is complicated, cumbersome, time consuming and costly in the initial set-up and continuous 
ongoing running of the programme.  Whilst there was a sum of money allocated in the initial stages to 
assist with the set-up of the OEM Apprenticeship these costs are significantly greater than the funding 
made available (estimated to be 10 times greater).  Lack of available resources and guidance in the 
initial set-up of the OEM Apprenticeship Programmes which spanned over 2 years.   

• A considerable amount of time and effort from a number of companies for the initial set-up. Input from 
Industry is critical in the initial set-up and in the continuous running of an Apprenticeship and therefore 
a review of this process and costings available needs attention.  

• Post-2016 apprenticeship costings for the off-the-job phase is a major deterrent in the recruitment of 
companies for the programme.  
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4. How has the Apprenticeship Council functioned as a structure and what, if any, changes should be 

made to its operation or terms of reference?  

 

 

 

 

 

 

5. Reflecting the partnership between multiple stakeholders in delivering apprenticeship, what 

governance and management structures are appropriate for a single governance model?  

 

 

 

6. How should the current roles of the Apprenticeship Council, SOLAS and the HEA be performed 

under this model?  

 

 

7. What role can be played by sectoral or regional structures and bodies in the governance and 

management of apprenticeships? 

 

Development and Delivery of Apprenticeships  

 
  

A lot of companies are unaware of apprenticeship council, the operations of the Apprenticeship Council, and the 
terms of reference. 
The Apprenticeship Council should be seen as a support function to the CSG and approachable when their 
support and advise if sought. The CSG or other Stakeholders should not avoid approaching them for support. 

The CSG should report directly to the HEA and QQI 
 

One Governing body 

Local QA report directly to HEA  
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8. What are your views on the opportunities for structured and transparent dialogue among 

stakeholders in the development and implementation of apprenticeships? Are there any ways in 

which engagement between stakeholders can be further enhanced? 

 

 

 

 

 

9. What are your views on the operation of the 10-step process to develop new apprenticeship 

described in?  

Figure 5 on page 15. What works well and what, if any, changes do you think should be made to this 

process?   

 

 

 

 

10. A number of initiatives have been taken to streamline the processes associated with apprenticeship 

e.g. online registration of employers and apprentices. What has been the impact of these changes 

for stakeholders? Can other improvements be made?  

 

 

11. How do processes for the development / review of craft and consortia-led apprenticeship curricula 

and learner assessment align with education provider institutional practices? 

 

 

Process is very time-consuming and a lot of meetings to get it over the line and approved. 
Consortia need advice, training and support both financial and personnel to assist and guide through the process 
to reduce the time from initial concept to approval and commencement of the Apprenticeship. 

Reduce the number of steps / layers of bureaucracy.  
The decision process is drawn out and creates a level of frustration and becomes disheartening for the 
Companies involved that are dedicating their time to the post 2016 apprenticeship to ensure its success. 
Companies on the CSG and involved in the set- up of a Consortia/ Apprenticeship are trying to run their 
Companies successfully in addition to assisting with the Consortia.  
 

Companies find the online registration complicated time-consuming and frustrating. 

Curricula needs to be reviewed to align with Industries on a bi-annual basis 
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12. How can apprenticeship provision be integrated into the quality assurance, administrative and 

academic leadership arrangements of Further and Higher Education Institutions?  

 

13. What, if any, changes to the structure or delivery of the craft and consortia led programmes do you 

consider necessary?  

 

Funding of Apprenticeship  

 

 
14. How should the apprenticeship system be funded?  

 

Answer: N/A 

Answer: Need to be able to make changes to the programme during the first 3 years of the programme not wait 
for 3 years to bring change that is important to the recruiting companies and apprentices at this time 

Considerations to be given to tax incentive / reduction in PRSI / social welfare payments paid to the Employer to 
go towards the costs incurred by the employer during the course of the Apprenticeship.  

• Current estimated costs (post 2016 apprenticeships) incur a minimum cost of €8,000 per person to 
cover off-the-job travel and expenses per year (approx. €24,000 over the course of a three-year 
programme). Need an immediate review of this and suggestion to match the Pre-2016 Apprenticeship 
programmes whereby Solas take over all costs for off-the-job phases. 

• This is a big commitment for companies from the outset due to time and cost invested and the risk of 
losing the qualified Apprentice to another Employer or further Education after the 3 Year investment.  

• Female bursary should be made available to the post 2016 apprenticeship programmes. 
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15. What, if any, role should financial incentives play in encouraging participation in apprenticeship?  

 

 

16. What, if any, changes are required to the funding allocation mechanisms for apprenticeship?   

 

Currently there is no funding available for Employers or to the Apprentices. 
We would request an urgent review of this and some suggestions are outlined below; 
 
Considerations to be given to tax incentive / reduction in PRSI / social welfare payments directed towards the 
cost to the employer.  

• Current estimated costs (post 2016 apprenticeships) incur a minimum cost of €8,000 to cover off-the-
job travel and expenses per year (approx. €24,000 over the course of a three-year programme).  

• This is a risky investment for companies from the outset due to time and cost invested.  

• Female bursary should be made available to the post 2016 apprenticeship programmes. 

• Particularly in light of Brexit and Covid-19 financial support to employers is critical in order for them to 
continue to participate and to attract new employers to recruit apprentices. 

• Financial incentives to companies are crucial for the continuation of the OEM apprenticeship 
programme 

 
 

 

• Female bursary should be made available to the post 2016 apprenticeship programmes. 

• Particularly in light of Brexit and Covid-19 financial support to employers is critical in order for them to 
continue to participate and to attract new employers to recruit apprentices. 

• Financial incentives to companies is crucial for the continuation of the OEM apprenticeship programme 

• Additional Bursary/ payment given to Employers who have 2 or more Apprentices registered 

• Employer PRSI exemption applied (0% ER PRSI) or a significant reduced rate for the duration of the 
apprenticeship or the Apprentices to encourage more Employers to take apprentices on. 

• Tool & Equipment allowance for Apprentices 
 

 
Considerations to be given to tax incentive / reduction in PRSI / social welfare payments paid to the Employer to 
go towards the costs incurred by the employer during the course of the Apprenticeship.  

• Current estimated costs (post 2016 apprenticeships) incur a minimum cost of €8,000 per person to 
cover off-the-job travel and expenses per year (approx. €24,000 over the course of a three-year 
programme). Need an immediate review of this and suggestion to match the Pre-2016 Apprenticeship 
programmes whereby Solas take over all costs for off-the-job phases. 
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17. How should the impact and cost effectiveness of apprenticeship be evaluated?  

 

Supports for Employers  

 
  

18. Which cost elements of apprenticeship impact most on employers?  

 

19. How can the cost/benefit balance of participation in apprenticeship be improved for employers?  

 

• Return of investment for employers and the retention and upskilling of existing employees across the 
industry to ensure a skilled and hi-tech workforce, future proofing for a dynamic OEM industry. 

• Gauge the level of interest from Employers by uptake of new Employers and newly recruited 
Apprentices. 

• Advantages of Apprenticeships is less academic and more practical 

• Retention of employees by sending them to be upskilled on an Apprenticeship Programme and also the 
retention of qualified Apprentices 

• Qualified apprentices retained in Company adding value, bringing new ideas, technologies and methods 
back into the business to ensure a competitive and innovative ideas are researched and developed in 
OEM Sector 

• Skills shortages in OEM Sector addressed by upskilling OEM apprentices nationally. This OEM 
Apprenticeship Program demands a medium to long term focus, which has not been the case in many 
smaller, fast moving Companies in the past.  

 

• Employee wages 

• Travel & expenses  

• Temporary replacement of employee for off-the-job phases 

• Time factor in mentoring apprentice 

• Time factor and costs incurred in the recruitment of apprentices 

• Administrative costs 

• Tools and equipment 

 

• Qualified Apprentices are qualified and skilled to a level required in the OEM Industry and no further 
immediate requirements for training and ultimately able to walk into a skilled role within the Company  

• Continually reviewing the Apprenticeship Programme to ensure it meets the demands of the OEM 
Industry to ensure its future proofed, to ensure it doesn’t become outdated with fast paced 
technological advancements 

• New OEM Apprenticeship most up to date Engineering Apprenticeship to meet the demands of a 
dynamic OEM Industries Nationally 

• Promote the reality of a National Skills Shortage met by a National OEM Apprenticeship Programme 
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20. How can small enterprises be supported to participate in apprenticeship?  

 

 

21. What steps could be taken in relation to the structure or delivery of apprenticeships to reduce costs 

for small enterprises, for example, assistance with recruitment or administrative tasks or in 

company training?  

 

 

Increasing Participation  

 
  

• Funding and assistance towards advertising, recruitment and training.   

• Reduction or elimination of ER PRSI 

• Point of Contact to assist in step by step process of Employer and employee registration, Mentor 
training and on-the-job phase. 

 
 

An additional bursary/grant for smaller enterprises along with 

• tax incentive / reduction in PRSI / social welfare payments directed towards the cost to the employer.  

• Current estimated costs (post 2016 apprenticeships) incur a minimum cost of €8,000 to cover off-the-
job travel and expenses per year (approx. €24,000 over the course of a three-year programme).  

• This is a risky investment for companies from the outset due to time and cost invested.  

• Female bursary should be made available to the post 2016 apprenticeship programmes. 

• Particularly in light of Brexit and Covid-19 financial support to employers is critical in order for them to 
continue to participate and to attract new employers to recruit apprentices. 

• Financial incentives to companies are crucial for the continuation of the OEM apprenticeship 
programme 

• Allowance for Tools and Equipment provided  

• Funding and assistance towards advertising, recruitment and training 
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22. How well are the benefits of, and opportunities to apply for, an apprenticeship currently promoted 

to young people and adults?  

 

23. Are there any steps that could be taken in relation to programme design, delivery, progression 

pathways or other key features to improve the attractiveness of apprenticeships to young people 

and adults?  

 

• Not enough knowledge and guidance around apprenticeships in secondary level schools.   

• Too much emphasis put on higher education and not enough emphasis/focus on apprenticeship.  

• Not enough Marketing of the benefits of an Apprenticeship for both the Employer and Employee. 

• Working across a Consortium to develop a syllabus is difficult, and topics may be added to the syllabus 
which were not foreseen by others at a point of registration or commencing the apprenticeship 
however as the apprenticeship meets the medium to long term skills requirements of Companies, these 
topics may provide additional insights and benefits to the Group and National Training Programme to 
enhance their knowledge for the future (for projects, R&D, future needs of Employer and potential for 
furthering their education in a specialised area). An example of this is Robotics (may not be required in 
a Company now but could be a Business option or R&D project in the near future) as businesses can 
change due to the environmental, social or financial impacts globally. 

• More online promotion of Post 2016 apprenticeships (such as the OEM) needs to be implemented as 
young people are heavily influenced by online Marketing.  

• More needs to be done to ensure a simple, fast and effective online process online by using an App and 
to ensure application can be made using a smart phone. 

• More communication and information should be fed to the Guidance Counsellors and secondary 
schools to ensure the options of apprenticeships are discussed at length to include the benefits, 
opportunities for fast tracking career and good PayScale’s for qualified apprentices which opens up 
many doors for the qualified apprentices 

• Attitudes need to change in terms of the benefits of an Apprenticeship. As quoted by Minister Harris in 
the Dáil earlier this month;  

“We need to drop the snobby attitude we have in this country that the only way one can progress in life is to go 
from the leaving certificate to the university. Whether it is an apprenticeship scheme, whether it is the post-
leaving certificate, PLC, courses, or whether it is using the further education and training infrastructure, there 
are many ways to get to where one needs to get and I do not know why we insist on narrowing the conversation 
so early in this country.” 
 
  

• National awareness campaign in schools to create a greater awareness of apprenticeship programmes 
and the career opportunities and paths on successful completion. 

• National information session with Irish Guidance Counsellors (IGC) on all apprenticeship programmes 
available. 

• National Media and Social Media campaign around apprenticeships especially the job security and 
progression paths that are available to graduates. 

• Lack of public knowledge around advantages and benefits of qualifications from an apprenticeship 
programme. 

• More in-house recruitment and internal advertising of Apprenticeship opportunities 

• Information on Apprenticeships made available and sent to Parents/ Guardians in advance of Leaving 
Cert and again around the LC results/ Offers. 
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24. What, are your views on the provision of specific financial and non­financial incentives to increase 

participation by under­represented groups?   

 

25. How can the range of further and higher education programmes which can help people prepare for 

an apprenticeship be expanded and/or made more visible?  

26. What approach to target setting should be taken in the new Action Plan, in relation to participation 

generally and for under­represented groups?  

 

27. Which, if any, of the Generation Apprenticeship initiatives are you familiar with and how effective 

do you consider them to be?  

 

28. How should the promotion of apprenticeship be further developed under the new Action Plan? 

 

Mandatory for Transition year students to spend a period e.g. 6 weeks on an Apprenticeship programme of 
their choice and an interview with a graduate apprentice in that discipline 
LCA – Leaving Cert Applied students have a block release for work placement as opposed to one day per week 

• Female bursary should be made available to the post 2016 apprenticeship programmes. 

• National awareness campaign in schools to create a greater awareness of apprenticeship programmes 
and the career opportunities and paths on successful completion. 

• National information session with Irish Guidance Counsellors (IGC) on all apprenticeship programmes 
available. 

• Need to ensure there is support given to Consortia to enable new Employers to come on board the 
Consortia and to register as an Employer. This in turn will ensure there is sufficient numbers of 
Apprentices coming on board the apprenticeship to ensure it continues to run in the medium to long 
term basis. 

 

N/A 

• National information session with Irish Guidance Counsellors (IGC) on all apprenticeship programmes 
available. 

• More guidance for Career Guidance teachers on the Apprenticeship and the benefits of it 
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29. What role can the public sector play to expand the availability of apprenticeship, through its roles as 

employer and substantial purchaser?  

 

 

 

Submission of Responses  

  
Responses to this Consultation Paper are requested to be submitted by email to 

apprenticeshipactionplan@education.gov.ie by Friday 18 September 2020.  
  

Any queries in relation to this consultation process can also be submitted to this email 

address.  
 

• Post 2016 national awareness campaign in schools to create a greater awareness of apprenticeship 
programmes and the career opportunities and paths on successful completion. 

• More National coverage of the options available, the post 2016 apprenticeships and online 
advertisements targeting young leaving cert students and parents. 

• Change the perception of Apprenticeships to demonstrate the added benefits of apprenticeship to 
show its flexibility for industry to train personnel in new technologies that were not within the old 
apprenticeship scheme or elsewhere. Emphasise it’s an Industry led apprenticeship, no costs involved 
and on the job training and mentoring, excellent promotional opportunities for fast tracking a career 
within the OEM industry. 

• More funding for smaller employer. 

• Funding available to entice employer to recruit more than one apprentice 

• Reduction or elimination of ER PRSI 

• More funding available to employers from the National Training Initiative (1% of wages paid to NTI) 
 
 


