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Appendix 1: Swansea Bay Apprentice Academy 
 
The purpose of the Swansea Bay Apprentice Academy is two-fold: recruiting 
apprentices to new posts and offering existing staff upskilling opportunities through 
the apprenticeship frameworks that are available.  Since 2017, Neath Port Talbot 
Group of Colleges has supported the growth of the Academy by funding a band 5 
post and an apprentice within the team.   
 
Apprenticeship Levy 
The introduction of the Apprenticeship Levy (0.05% of payroll) in April 2017 was 
the prompt to the creation of the Apprentice Academy. Welsh Government (WG) 
administers the Apprenticeship Levy differently than England by transferring the 
monies collected through the levy to approved training providers to fund the 
qualification cost of the apprenticeship frameworks that staff complete.  Swansea 
Bay University Health Board (SBUHB) currently pays the Apprenticeship Levy of 
an average of £2.4m per annum.  This is monitored against the cost of the 
frameworks that the training providers deliver for staff quarterly to ensure return 
on investment.  The illustration below indicates the amount paid per year. 
 

 
 
 
 
Recruitment of apprentices  
 
The apprentice rate of pay is decided by each NHS Wales organisation in line with 
their policies and discussions with trade union representatives.  This variation can 
make it difficult to compare the recruitment and retention rates across NHS Wales. 
This, along with differing workforce planning and recruitment needs, results in 
organisations offering varying apprentice opportunities.  
 
In SBUHB, the initial pay rate was lower than other organisations. Initially 
apprenticeship recruitment was ambitious, introduced to offset recovery and 
sustainability plans and the organisation agreed to pay the nationally agreed 
hourly apprentice rate. This resulted in apprenticeships being considered as part 
of the vacancy control process as opposed to band 2 / 3 A4C posts.  The large 
number of apprentices recruited initially were supported by the dedicated 
Apprentice Academy and their ability to work with departments on the recruitment 
process and provide pastoral care to new apprentices in post.  
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In June 2022, the organisation became a ‘living wage employer’ and the 
apprentice rate of pay was increased to the national living wage of £9.50 per hour. 
This will increase to £10.42 per hour in April 2023.  (National Minimum Wage and 
National Living Wage rates - GOV.UK (www.gov.uk)).  Whilst there may be other 
deciding factors linked to a reduction in apprentice intake, a higher wage may have 
had an impact on the decision of some departments to recruit an apprentice.  
 

 
 

Key points from graph:  

• Fewer apprentices were retained when the Apprentice Academy was first 
established as they were not linked to vacancies 

• Increase in retention in 2021 / 2022 where apprenticeships are linked to 
substantive posts 

 
We have changed our recruitment methods for apprenticeships in line with workforce 
planning. Apprenticeships are now linked to current vacancies within the Service 
Group / department staffing establishment at band 2 and band 3 levels. On successful 
completion of the programme, apprentices slot into current vacancies and this has 
resulted in a rise in retention.  This represents a cost saving for the department for the 
term of the apprenticeship, and experienced and trained staff able to work immediately 
and progress onto higher-level qualifications as part of a career development pathway.   
 
The example below shows the cost saving for Theatre Support Worker apprentices 
who are recruited on a 24-month fixed term contract and completing a level 3 in 
Perioperative Care before moving into band 3 roles.  
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Theatre Support 
Worker Apprentices  

Year 1 - NLW  Year 2 -   NLW  Year 3 - A4C Band 3  

Hourly Rate  £9.50 £10.40 £11.85 

Annual salary  £18,525.00 £20,280.00 £23,107.50 

On costs (28.68%) £984.00 £1,139.00 £1,959.00 

Total Apprentice 
Anticipated Cost (pa)  

£19,509.00 £21,419.00 £25,066.50 

Cost Saving per year  £5,557.50 £3,647.50   

Total Cost Saving per 
apprentice over 2 
years  

£9,205.00 
  

  

 
The national living wage and current apprentice rate is increasing to £10.42 per hour 
from April 2023, this is only just below the current entry point on the A4C band 2 
scale, which is £10.62.  It is unclear how this will affect the band 2 scale if the Welsh 
Government and NHS Wales organisations are to consider being ‘living wage 
employers’). A potential cost saving would be for eligible posts that are currently band 
2 to be changed to apprenticeships paid at the national living wage and moving into 
band 3 posts on completion as in the Theatre example above.  
 
Frameworks  
 
Current recruitment is positive and we are working with departments to meet their 
needs and offer apprenticeships into a number of teams; we have 33 apprentices 
recruited into posts completing a wide variety of frameworks including:  
 

• AAT (Accountancy) L2 

• Business Admin L2 + L3 

• Clinical Health Care Support L2 + L3 

• Data Analytics L4 

• Digital Application Support L3 

• ICT L2 + L3 

• Pathology L3 

• Perioperative Care L3 

• Social Media and Marketing L3 
 
The Data Analytics level 4 programme came about because the Transformation 
Team were struggling to recruit qualified data analysts in the competitive labour 
market. The Apprentice Academy, training provider and the department worked 
together to develop a job description that met the needs of the role and fitted in with 
the qualification requirements.  This example of role redesign could work in other 
areas with recruitment issues in specific roles. Please refer to Kevin’s story as an 
example (page 8).  

The Apprentice Academy team are closely involved in working with Health Education 
Improvement Wales (HEIW) work-based learning team who have the remit of 
authorising and issuing the clinical based apprenticeship frameworks within Wales. 
Part of this work is to develop and review apprenticeship qualifications to meet the 
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organisational and recruitment needs.  These offer alternative routes into the 
organisation in newly designed roles at different levels and allow staff to upskill and 
to recruit into new posts in the following areas:  

• Allied Health Professionals – Physiotherapy, Occupational Therapy, Speech 
and Language Therapy, Dietetics, Podiatry   

• Facilities and Support Services  

• Health Care Science – Pathology; Clinical Imaging;  

• Health Informatics 

• Maternity and Paediatrics  

• Perioperative Care  
 
Future Workforce 

The Welsh Government’s Chief Nursing Officer’s 2022-24 priorities include 
“supporting new workforce models of care, for example consideration of policy 
direction for band 4 registered roles in support of ‘team around the patient” (Chief 
Nursing Officer for Wales: priorities 2022 to 2024 | GOV.WALES).  This includes the 
role of the Higher Level Health Care Support Worker and Nurse Associate which 
apprenticeship frameworks could help support.   

Currently there is no level 4 work-based learning clinical health care support 
framework that would allow current band 2 and 3 Health Care Support Workers to 
upskill to that level rather than move into the academic route of nurse training.   

The Welsh Government programme for government 2021 – 2026 states that they will 
“create 125,000 all-age apprenticeships” (Welsh Government Programme for 
government: update [HTML] | GOV.WALES).  There is also the focus on offering more 
level 3 apprenticeships in line with the Apprenticeship Commissioning programme 
“developing higher level skills: focusing on apprenticeships at level 3 and above, 
where returns tend to be higher and at the level most successful European countries 
deliver” (ACP Programme Specification (gov.wales)).  

This focus on higher level apprenticeships lends itself to offering level 3 frameworks 
as part of our recruitment strategy to develop new roles with development 
opportunities continuing once in post, as opposed to like for like vacancies.  An 
example from current recruitment advertisements within SBUHB: 

Job role Current 
starting 
salary 

Apprentice rate Qualification Cost 
saving 

Ward Admin 
band 3  

£21,730 pa/ 
£11.14 per 
hour  

£18,525pa / 
£9.50 per hour  

Digital 
Application 
Support L3  

£3,205 pa 

Pharmacy 
Assistant band 
3 

£21,730 pa/ 
£11.14 per 
hour  

£18,525pa / 
£9.50 per hour  

Pharmacy 
Tech L3  

£3,205 pa 

 

https://gov.wales/chief-nursing-officer-wales-priorities-2022-2024
https://gov.wales/chief-nursing-officer-wales-priorities-2022-2024
https://gov.wales/programme-for-government-2021-to-2026-html
https://gov.wales/programme-for-government-2021-to-2026-html
https://gov.wales/sites/default/files/publications/2022-08/apprenticeship-commissioning-programme-wales-framework-programme-specification-guidance-2022.pdf
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Existing Staff  

As mentioned in the introduction, the purpose of the Apprentice Academy is to 
identify training needs for existing staff and offer apprenticeships to help with career 
development and staff and skill retention.  This can help with upskilling and talent 
management and allow staff to gain qualifications to progress through the 
organisation or move into other careers.  Members of the Apprentice Academy have 
attended the AMSR workforce meetings to advise on apprenticeship opportunities to 
meet the challenges of recruitment and upskilling staff, and liaise regularly with 
colleagues in workforce planning.  

We work closely with Gower College Swansea and Neath Port Talbot Group of 
Colleges to identify staff training needs and offer appropriate qualifications. There 
are currently 244 staff enrolled on programmes from our main training providers:   

Gower College – 164 

 

 

 
Neath Port Talbot Group of Colleges – 78 (stats not available at time of writing)  
Talk Training – 5 (stats not available at time of writing)  
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The Learning and Development team are also linking with training providers to 
establish the levels of existing internal management development programmes and 
offering candidates the opportunity to work with the colleges to complete extra work 
and gain an accredited qualification.  

 
 
Success Stories  
 
The Apprentice Academy has had a number of successes since its inception and 
continues to adapt and respond to the organisational needs and work with the 
communities that we serve to offer a wide range of entry points into the organisation 
and career development opportunities for existing staff.  
 
In February 2020, the Apprentice Academy won Macro Employer of the Year in the 
National Training Federation Wales Apprentice Awards and a number of apprentices 
have won awards including:  

• Alice Slennett – Work Based Learner of the Year, Bridge FM (2017)  

• Amber Rogers – Neath Port Talbot College Apprentice of the year (2019) 

• Nia Isaac – shortlisted for UK Apprentice of the Year in Unsung Heroes Awards 
(2020) 

• Carl Dunning – Gower College Swansea Apprentice of the Year (2020) 

• Abigail Norris – Foundation Apprentice of the Year (2021)  
 
Staff and former apprentices have also gone on to career success after completing 
their qualifications and progressed within the organisation to high levels. 
 
The promotion of apprenticeships available within the organisation continues, 
including regular ‘Well Done Wednesdays’ through our Twitter account.  We work 
regularly with our Career Development partners within the team to attend careers fairs, 
school events and jobs fairs to raise the profile of the Apprentice Academy; this leads 
to continuous enquiries from outside the organisation asking about vacancies.   
 
Please refer to the section on success stories of profiles of some apprentices.  

 
Future plans 
 
SBUHB can use apprenticeships as a valuable recruitment and staff development / 
retention tool, and they should be considered as part of the Recruitment and Retention 
Strategy in line with workforce planning needs.  
 
The Apprentice Academy is celebrating Apprenticeship Week from 6th – 12th February 
2023 (Home - National Apprenticeship Week) with a number of information events and 
working together with our training provider partners to help support their Open Days 
for potential apprentices by offering an insight into the opportunities available within 
SBUHB.  
 

https://www.nationalapprenticeshipweek.co.uk/
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The Apprentice Academy is also preparing to host a stakeholder engagement event 
“Apprenticeships the Swansea Bay Way” within the next few months where Service 
Groups, HR Business Partners and staffing leads will celebrate, learn and discuss how 
to better promote the variety of apprenticeships available.  We will use the information 
to support future recruitment of apprentices and upskilling of staff in hard to recruit 
groups including:   

• Admin based roles  

• Health Care Support Workers  

• Support Services  
 
This engagement event will show the content of the qualifications and work with 
attendees to identify any posts that can be advertised as apprenticeships or 
programmes that existing staff can enrol on to enable them to develop and progress 
in their roles.  
 
The Apprentice Academy team will continue to meet with the Workforce Planning 
leads to better understand the needs of the workforce in different areas and advise on 
the development of new roles at higher levels to help support the registered 
recruitment issues.  
 
The Apprentice Academy will also work with Service Groups to identify staffing 
establishment savings by recruiting apprentices in posts using vacancy funding; 
resulting in well-trained, experienced and supported staff completing apprenticeships 
and moving into permanent roles helping with retention.  
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Some apprentices success stories 
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