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Chairman�s report
�e Australian Industry Group engaged Australian Industry Group Training Services (AiGTS) 
through funding from the Department of Education, Science & Training (DEST) to research 
this signi�cant project which examines and assesses the �ndings of the �rst 100 days of an 
Australian Apprenticeship.

In the current employment climate, many trades face di�culties in terms of skill shortages 
and in particular the ability to attract suitable apprenticeship applicants who are both keen to 
participate and whose interest in the industry will be sustained over the long term. �is project 
underlines the importance of maintaining critical employment practices, to not only match the 
apprentice and company; but most importantly to mentor and retain that apprentice.

�ere is no doubt that many young people entering an apprenticeship are vulnerable to 
making an incorrect choice or entering a trade without an underpinning knowledge or under-
standing of job expectations, for a variety of reasons. �ese issues can be addressed through 
careful employment processes and support. �is guide o�ers researched results relating to 
these matters.

�is Best Practice Guide is the result of a detailed interview process with both companies and 
apprentices, many of whom were employed under a Group Training arrangement. However 
the report is equally useful to companies who employ directly themselves.

�e project has been driven through the dedicated e�orts of the Project Manager  
(Sharon Murphy) and an industry led steering committee whose invaluable assistance has 
provided both useful insight and guidance. Two robust industry roundtable discussions held 
in Melbourne and Sydney provided important external input to the process. 

�e Best Practice Guide does not profess to be de�nitive in its �ndings and recommendations, 
but o�ers simple, clear and concise direction for all employers on how to engage and retain 
apprentices, by addressing elements of employment that relate to the most crucial period 
of an apprenticeship. Indeed, the �rst 100 days are the most important to the welfare and 
development of a new apprentice.

As Chairman of the steering committee, I recommend this report as an essential tool to 
personnel involved in the recruitment of apprentices. 

Finally I would like to thank and congratulate all the companies, their sta� and apprentices 
for giving so generously of their time to support this project. 

 
 
 
 
Brian Kerwood 
Chairman 
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First 100 Days

GLOSSARY

AAC: 		 Australian Apprenticeship Centre

Ai Group:	 Australian Industry Group

AiGTS: 		 Australian Industry Group Training Services

DEST: 		 Australian Government�s Department of Education, Science & Training

GTC: 		 Group Training Company

OHS: 		 Occupational Health & Safety

RTO: 	 	Registered Training Organisation

SOP: 		 Standard Operating Procedures

GENERATION Y:	 Market group born between 1981-1997
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First 100 Days

The Project
A persistent feature of the apprenticeship 
system in Australia is the high attrition rate:  
According to National Centre for Vocational 
Education Research around 30% of apprentice-
ships are terminated in the �rst six months and 
the majority of these are terminated in the �rst 
three months. 

�e so called �non-completion rate� is a complex number, and it is 
o�en the preferred outcome for all parties that an apprenticeship 
is discontinued in its early stages, rather than some years into 
the apprenticeship. Most commonly, a basic mismatch occurs 
between the expectations of one or both of the employer and the 
apprentice. If an unsatisfactory arrangement is wound up sooner 
rather than later, it means the apprentice can move on to another 
employment or training position and will have wasted minimal 
time and resources pursuing an area that does not interest them, 
and the employer will have invested minimal time, money and 
e�ort in a person who is unable or unwilling to commit over the 
long term. �is is one of the main purposes of the probationary 
period � for both parties to be in a position to make an informed 
decision at an early stage. 

Nevertheless, it is in the best interests of employers and 
apprentices that both parties avoid a situation that calls for the 
apprenticeship to be terminated. For this reason, the Australian 
Industry Group was concerned to see such high attrition rates. 
�e organisation raised this issue with the responsible Australian 
Government Department�s Department of Education, Science 
and Training (DEST), seeking support to undertake an industry 
study that might reveal practical insights and shed light on what 
constitutes best practice in the �rst 100 days of an apprentice-
ship. In 2006 DEST funded the Australian Industry Group to 
undertake the project with a focus on apprenticeships in the 
traditional trades. It is hoped that by better understanding 
what lies behind the statistics, namely why young people leave 
their apprenticeships, what practical measures can be taken by 
individual employers and by the training system to reduce non-
completion rates.

�e project tracked the progress of 70 apprentices who 
commenced their apprenticeships between October 2006 and 
February 2007. �e apprentices were placed in a broad range of 
companies and the majority were employed by the Australian 
Industry Group�s group training arm, Australian Industry Group 
Training Services. �ese 70 young people and the companies in 

which they worked were in e�ect case studies for the project. 
�ey were interviewed and observed over the course of the 
project and their experiences have been documented and drawn 
upon to develop this best practice manual which will assist other 
employers of apprentices in the traditional trades.

Initially the project identi�ed a need to further explore:

	 the current reasons for early cancellations; and
	 strategies which workplaces are adopting to prevent early 

cancellation. 

Much of the available research carried out in the past, which 
looks at apprenticeships more broadly, did not seem to apply to 
the participants of this study. We were keen to build a detailed 
understanding of the incentives and disincentives for this par-
ticular group of apprentices and employers.

�roughout the project individual companies and industry, 
employment, training and education representatives demon-
strated a willingness to share their experiences and strategies. 
Industry roundtable discussions were held in Melbourne and 
Sydney and these proved to be an excellent way of exploring the 
views of supervisors, employers, TAFE representatives, career 
advisers, and Apprenticeship Centre and other trade representa-
tives in relation to the employment of �rst year apprentices.

All attendees welcomed the opportunity to hear what other 
companies are doing to address the high cancellation rate in the 
�rst 100 days of a new apprentice. Successful strategies adopted to 
increase apprenticeship retention rates were presented through 
case studies.

�e roundtables con�rmed that there is a real need to provide a 
better understanding of what the apprenticeship will involve in 
the �rst 100 days. Opportunities for improvement include: 

	 on-the-job training and coaching;
	 e�ective supervision at tradesman level;
	 marketing apprenticeships through schools;
	 interviewing and selection processes;
	 clarity on work to be performed in the �rst 100 days; and
	 expectation of what out of hours study may be needed. 

It was raised repeatedly at the roundtable discussions that Y 
Generation members have expectations that do not match those 
of the current workforce. It was also clear that members of the 
roundtable discussions were passionate in their commitment to 
�nd ways to improve the communication between the two groups 
so that the expectations of both parties are better aligned.


