
The Government is introducing 
this Levy to increase the number  
of apprenticeships on offer in the 

UK  to meet and hopefully surpass the  
target of 3 million apprenticeships  
by 2020, set out in the Queen’s Speech  
in 2015.

 The levy payment will be ring-fenced as 
e-vouchers that can be used to purchase 
training for employees at all levels from 
22 May, 2017. In order for large companies 
to make the most of this 0.5% annual 
tax bill and use the ‘vouchers’, this new 
scheme demands an increase in the 

number of apprenticeships they offer 
annually and a renewed focus on talent 
development within the organisation.
 
The scheme will cover on-the-job training 
for people aged 16+ (essentially Generation 
Z) the ‘digital natives’ born after 1998.

The more  
traditional ‘interview’ 

and group exercise will 
need to be upgraded to 
immersive simulations 

and tablet- based 
assessment exercises 
forming a digital and 
virtual assessment 

centre.

Tapping into Generation Z
Employers that have an annual PAYE bill over £3m will be liable for the Apprenticeship Levy when it 
comes into effect in April 2017. These employers will be liable to pay the Levy, regardless of whether 
they already employ apprentices or not. The Levy, set at 0.5% of the annual payroll bill, is payable 
monthly alongside income tax and national insurance. Peter Burnham, Commercial Director for a&dc 
shows how to build a selection process to hire school leaver apprentices
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Turning a school leaver into a worker
An apprenticeship is defined as a full-
time paid job which incorporates on and 
off the job training. Creating more jobs 
for young people aged 16 upwards will 
help plug the growing unemployment 
gap but from an employer’s point of view, 
providing funding avenues to companies 
is only the first step in turning school 
leavers into workers. For employers today, 
the challenge lies with not only having to 
create more apprenticeship positions for 
younger candidates but doing so against 
criteria based on their raw ability to learn 
and their inherent capabilities rather 
than any previous work experience. 
Here, the methodologies companies use 
to recruit and develop apprenticeships 
for Generation Z will make or break the 
success gained from this Levy for each 
employer.
 
So how can companies get the most from 
this widening avenue of opportunity and 
how can they ensure they are still finding 
a match for their skill requirements and 
company’s values?
 

Capturing interest: building a 
selection process around the Levy
Firstly, without much real life work 
experience to go on, companies need 
to inspire candidates by creating a 
marketing and selection process that 
appeals to a very digital savvy audience. 
Recruiting talent, at whatever level and 
age, must always pivot on an employee-
employer match in values and it is so 
vital that this is built into the selection 
process from the outset. Generation 
Z expect their employers to be future 
focused, cutting edge and of course, 
digital. Using digital methods for 
assessment and selection can still enable 
employers to build in elements that help 
assess for candidates that will be the right 
‘fit’ for the company.
 
To capture and maintain interest, large 
organisations are going to have to ensure 
that technology remains the central 
medium for communication throughout. 

For example, rather than text-based 
situational judgment tests, verbal and 
numerical reasoning tests and telephone, 
interviews they are going to have to use 
gamified and high fidelity screening 
tools and video-based interviews.
 
The more traditional ‘interview’ and 
group exercise will need to be upgraded 
to immersive simulations and tablet- 
based assessment exercises forming a 
digital and virtual assessment centre.
 
This is not about cutting humans out of 
the process; it is about making it more 
efficient, engaging and relevant to the 
people involved. Technology hasn’t 
changed much in this area for a long time 
- now is the time for disruption!
 
Five key considerations:
This all might feel like it requires a 
paradigm shift, and it does, but Rome 
wasn’t built in a day. Here are some key 
aspects to consider when looking at your 
selection process:
 
1. Get off to a flying start – gamified and 

high fidelity screening will have the 
biggest impact.

2. Look at how you can create a seamless 
video interview and screening process, 
by combining both on one platform.

3. Digitalise your assessment centre but 
don’t necessarily make it virtual yet; 
people take time to get used to change.

4. Make sure key stakeholders 
understand they are not being cut 
out of the decision making process, 
you are just making it easier for them 
whilst delivering a better candidate 
experience.

5. Set a three to four year goal to 
go completely virtual with your 
assessment.

 
Avoiding the feedback mountain
It isn’t just the candidates who will 
yearn for this paradigm shift, but also 
the recruiters. The increased time spent 
manually sifting candidates will become 
prohibitive. The task of giving feedback 
to apprentices on their performance 

at assessment centres will create 
an industry in itself! Only by using 
technology to sift more efficiently and 
to automatically create feedback as they 
score candidates will organisations be 
able to maintain a fantastic candidate 
experience whilst managing the increase 
in volumes.
 
Making the Levy work for you: 
recruiting for long-term
Having technology that, following the 
assessment process, then leads newly 
appointed apprentices into their first 
development plan will be priceless. 
For Generation Z, feedback and brand 
reputation form part of their digital DNA. 
They consult reviews on everything 
they buy. With the growing emergence 
of importance of peer reviews on 
the workplace via platforms such as 
Glassdoor you must not only win your 
candidate over in the selection process 
but work hard to keep them. Never 
has the huge investment of apprentice 
training schemes been more important 
than now.
 
Despite all of this innovation, companies 
will still want to make sure they get 
the right people, in the right jobs, at 
the right time. The benefit of reducing 
turnover and the impact a high calibre 
workforce has on the bottom line 
has not changed. However, what has 
changed is the requirement to use data 
to prove it. Digitalising the recruitment 
process means the data is there to enable 
recruiters to do this easily.
 
Getting ahead in creating and then 
keeping a younger skilled and engaged 
workforce that are proud and wholly 
committed to brand they work for will 
always be the aim. The Apprenticeship 
Levy offers a more structured framework 
to help make this happen. However, it 
is so important to remember that the 
investment in apprenticeship training 
programmes will always fall short 
if recruiting for the right ‘fit’ for the 
company doesn’t remain central to the 
selection process.
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