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Introduction 
1. In 1999, the Equal Opportunities Commission (EOC) set up an Equal Pay Task 
Force with a remit to try and ascertain why, after nearly 30 years of legislation, 
gender pay inequality was still a key feature of the labour market in Britain. The 
Task Force reported in 2001 and narrowed the causes of the gender pay gap 
down to three main factors: 
 

• Pay discrimination. 
• The effect of caring on earnings. 
• Occupational segregation. 

(Equal Pay Task Force, 2001) 
 
2. In 2003, as part of their response to the findings of the Task Force, the EOC 
used its statutory powers under the 1975 Sex Discrimination Act to launch a 
General Formal Investigation (GFI) into the segregation of women and men in 
training and work with a specific focus on the operation of the Modern 
Apprenticeship (MA) programme. The Sex Discrimination Act (1975) enables the 
EOC to investigate issues of gender inequality or discrimination.  Following a GFI, 
the EOC may recommend to any person or organisation, including government, 
changes to their practices and procedures in order to promote equality of 
opportunity between the sexes. The purpose of the 2003 GFI was to explore 
issues of gender segregation within MAs focusing on five sectors identified as 
experiencing shortages of trained staff: construction, engineering, plumbing, 
information and communications technology (ICT) and childcare.   
 
3. In February 2005, the final report (Thomson et al, 2005) of the Scottish 
component of the EOC’s GFI into occupational segregation was published. The 
report highlighted the extent of occupational segregation in MAs and how this 
effectively limits the productive capacity of the Scottish economy. Furthermore, 
occupational segregation was identified as being a major contributing factor to the 
gender pay gap in Scotland. A number of recommendations were made in the 
report, which was intended to support the overall aim of reducing occupational 
segregation in the MA programme in Scotland. The three key recommendations 
were: 
 

• A national strategy to tackle gender segregation in education, training and 
work. 

• Action to address the barriers to employment of atypical apprentices 

 



 

• Action to review the information provided in schools about non-traditional 
careers. (Thomson et al, 2005) 

 
Gender trends in MA participation rates 
Table 1  MA Programme Participation by gender and age group 1999-

2008 (Scottish Enterprise area) 
Year All  Female Male 
 No. No. % No. % 
1999 10 525 1,356 12.9 9,169 87.1 
2004 28,149 9,962 35.4 18,187 64.6 
2005 30,664 10,675 34.8 19,989 65.2 
2006 30,614 8,689 28.4 21,925 71.6 
2007 28,864 7,876 27.3 20,988 72.7 
2008 27,520 6,118 22.2 21,402 77.8 

Source: Modern Apprentices Performance Report, Skills Development Team, 
Scottish Enterprise 

 
4. Table 1 indicates a significant expansion of the numbers in training on MA 
programmes in the Scottish Enterprise area, between 1999-2005 – an increase of 
191.3%. This was partly driven by a dramatic expansion of female participation in 
MAs, between 1999-2004 when the number of females in training rose by 687.2%. 
One reason for the increase in female participation in the MA was the introduction 
of the Adult MA in 2002, which was designed to enable individuals over the age of 
25 to participate in a MA framework. Not surprisingly, adult MAs have tended to be 
dominated by women. For instance in 2004, 61.6% of Adults on a MA were 
female. However, more recently as Table 2 indicates Adult MAs have become less 
female dominated; by 2007, 51.5% of Adult MAs in training were female. 
 
Table 2  MA Programme Participation by gender and age group 1999-

2007 (Scottish Enterprise area) 
 All 16-24 Female 16-24 All 25+ Female 25+  
Year No. No. % No. No. % 
1999 10,525 1,356 12. 9 na na na 
2004 21,012 5,566 26.5 7,137 4,396 61.6 
2005 22,937 6,101 26.6 7,727 4,574 59.2 
2006 25,285 5,777 22.8 5,329 2,912 54.6 
2007 24,356 5,556 22.8 4,508 2,320 51.5 

Source: Modern Apprentices Performance Report, Skills Development Team, 
Scottish Enterprise. 

 
5. Table 3 below shows the gender make up of the 12 largest frameworks in the 
Scottish Enterprise area. These 12 frameworks account for 84 per cent of all 
apprenticeships in 2008. Most of the frameworks reflect a high level of 
occupational gender segregation. Six of the frameworks including the four largest 
ones are heavily male dominated traditional frameworks, the remaining six are 
non-traditional frameworks of which four are female dominated and two are close 
to gender balance. 
 
 

 



 

Table 3  12 largest MA frameworks (S. E. area) by gender, 2008  
Frameworks Total Male          Female 
 No. No. % 
Construction 6866 6802 64 0.9 
Engineering 2936 2881 55 1.9 
Electrotechnical 2817 2793 24 0.9 
Plumbing 1676 1663 13 0.8 
Management 1464 789 675 46.1 
Motor Vehicles 1147 1138 9 0.8 
Vehicle maintenance and repair 1147 1137 10 0.9 
Early Years Care and Education 1115 24 1091 97.8 
Hospitality 1103 613 490 44.4 
Business Administration 1099 178 921 83.8 
Health and Social Care 1035 204 831 80.3 
Customer Service 700 250 450 64.3 
Total 23105 18472 4633 20.1 

Source: Modern Apprentices Performance Report, Skills Development Team, 
Scottish Enterprise 

 
MAs and Pay 
6. A cost benefit analysis of apprenticeships and other vocational qualifications 
undertaken in England in 2007 (McIntosh, 2007) shows there is significant 
variation in the estimated wage returns to apprenticeships, depending on the 
sector in which the former apprentice works.  For example, an MA qualification 
increases the average wage of an individual working in construction by 32% 
(relative to an individual in construction whose highest qualification is at Level 2) 
whereas in the retail sector there is no observed effect of apprenticeships on 
wages at all. A recent report (Fong, 2008 p.24) suggested that the average weekly 
pay for female apprentices in 2007 was £147 compared to £186 for male 
apprentices representing a pay gap off 21%, which is exactly the same as the 
weekly gender pay gap in the economy as a whole (National Statistics, 2007). The 
extent of the gender pay gap amongst apprentices is explained by; 
 

“..the close correlation between gender and industry sector rather than any 
particular pay discrimination based on gender.” (Fong, 2008 p1) 
 

7. In other words, the gender pay gap amongst apprentices is a consequence of 
gender based occupational segregation. 
 
8. Training programmes in general and MAs in particular have an important role 
to play in helping to break the cycle of occupational segregation that results in 
‘women’s jobs’ being lower paid. The failure to adequately address this issue 
brings economic as well as social costs:  
 

‘By effectively constraining the employment and training opportunities for 
many women and men, this gender based occupational segregation serves 
to create labour market rigidities.  Under such conditions of gender 
stereotyping, the market may operate in ways that fail to allocate the most 

 



 

appropriate worker to any given job vacancy, thus resulting in an inefficient 
allocation of resources that have both micro and macroeconomic impacts.” 
(Campbell et al, 2006 p73) 

 
9. This ultimately leads to differing values being attached to the jobs done by 
women and men.  
 

‘Segregation is identified as promoting undervaluation since it facilitates the 
construction of female work as less deserving of pay compared to similar or 
equivalent work (Grimshaw et al, 2007, p.59) 

 
Funding of the MA Programme 
10. In addition, the way in which apprenticeship training is funded represents an 
additional barrier to gender equality. The ‘traditional’ apprenticeships tend to take 
longer to complete (up to 4 years) and often require more resources to support 
training than the new ‘non-traditional’ apprenticeships. Thus, existing patterns of 
occupational segregation within the MA programme would suggest that a 
disproportionate amount of the public money spent on MAs goes to support the 
training of men. However, the actual level of public spending on the MA 
programme is not very transparent. Answers to Parliamentary questions seeking 
to clarify expenditure levels, indicate that both the current Scottish Government 
and the previous Scottish Executive have viewed spending on MAs as part of the 
overall budget allocation for learning and skills which is seen as being an 
‘operational matter’ for Scottish Enterprise and Highlands and Islands Enterprise1 
The Scottish Enterprise annual report and accounts for 2006-07 show the targets 
and outputs achieved in relation to participation in and completion of training 
programmes including MAs, though no specific information on expenditure relating 
to MAs is identified. (Scottish Enterprise, 2007c)  
 
11. Although precise information about public funding for MAs is currently not 
available, making direct comparisons of spending on women and men difficult to 
ascertain, Scottish Enterprise has indicated the levels of financial support it 
provided for MAs in the year to March 2008.  The Scottish Enterprise contribution 
rate does provide some indication of the levels of public expenditure involved and 
its potential differential impact on the investment in skills of women and men in 
Scotland. The rates vary according to the framework and also the age of 
apprentices. Funding for 16-19 year olds ranges from £3,000 in, for example, 
customer services, sales and telesales to £9,000 in engineering, gas and chemical 
manufacturing frameworks. Funding for trainees aged 16-19 is higher, often 
double or more than the funding available for apprentices aged 20 plus. These 
contribution rates are understood to apply to the full period of an apprenticeship. A 
proportion of the contribution for public funds is withheld pending evidence of 
completion (outcome based funding). The rate withheld in most frameworks is 
25% in the case of 16-19 year olds and 50% in the case of those aged 20 or more.  
 
12. In Table 5 two frameworks, one male dominated and one female dominated, 
provide indicators of the potential funding available in the Engineering and 
                                                      
1 See, for example written answers S3W-5630 answered by Maureen Watt (Monday, October 29, 
2007) and S2W-18378 answered by Allan Wilson (26 august, 2005) 
 

 



 

Childcare Frameworks. The Table does not show actual spending on 
apprenticeships, but gives the potential public sector funding available based on 
the number in training in Scotland in March 2007. The assumptions used to 
calculate total spending are that the funding reflects the age profile of trainees in 
March 2007, that they are all fully funded and that all apprenticeships are 
completed.  
 
Table 5 Funding estimates for selected MA Frameworks based on 

March 2007 participation levels (SE area) 
 Engineering Childcare 
Total 16-19 in training 2,125 654 
SE contribution rate age 16-19 £9,000 £6,500 
   
Male 16-19 2,097 6 
Total £18,873,000 £39,000 
   
Female 16-19 28 648 
Total 252,000 £4,212,000 
   
Total 20+ 349 461 
SE contribution rate age 20+ £4,500 £3,000 
   
Male 20+ 339 16 
Total £1,525,500 £48,000 
   
Female 20+ 10 445 
Total £45,000 £1,335,000 
   
Estimated potential funding - men £20,398,500 £54,500 
Estimated potential funding - women £297,000 £5,547,000 

Source: Complied from Scottish Enterprise Contribution Rates 2007/08  
 
13. Clearly there is a significant difference in the amount of public funding allocated 
to these two frameworks. This can be explained in part by the fact that there are 
more than twice as many apprentices on the engineering framework which last 
much longer than childcare on average four years compared to two years for 
childcare. Also there are more apprentices under 20 participating in the 
engineering framework who attract a higher level of funding. As a result of these 
factors, total potential funding per head in the engineering framework is £8365 
compared to £546.36 per head in childcare. However, because of the level of 
occupational segregation in these two frameworks there is a considerable 
discrepancy in the amounts spent on men and women. In engineering, the ratio of 
male to female spending translates to almost £69 of potential spending on male 
apprenticeships for every £1 for female apprenticeships. For childcare, the ratio is 
almost £102 of potential spending on female apprenticeships for every £1 for male 
apprenticeships.  
 
14. The continued existence of occupational gender segregation and the high 
concentration of male apprentices in traditional frameworks particularly in the 16-

 



 

19 age group may result in funding being even more skewed towards men than 
the overall participation rates would suggest. So, not only is there a pay gap 
between male and female apprentices the figures relating to funding suggest that 
there is more public money available to support training in the male dominated 
sectors. 
 
The Government response to the GFI in Scotland  
15. The first recommendation from GFI into the MA programme in Scotland was for 
the establishment of a national strategy to tackle gender segregation in education, 
training and work. However the Scottish Executive was not convinced that 
developing a national strategy to tackle gender segregation in education, training 
and work would be effective. In answer to a parliamentary question regarding the 
steps the Scottish Executive had taken to implement the recommendations of the 
report Allan Wilson, the then deputy Minister for Enterprise and Lifelong Learning, 
replied:  
 

“I have met with the EOC since the launch of their investigative report into 
occupational segregation in modern apprenticeships (MAs), Jobs for the 
boys and the girls. I recognise that there are a complex set of factors which 
influence career choice and the Executive have agreed to set up a cross 
departmental working group on occupational segregation.” (Allan Wilson 
written reply to parliamentary question 20th March 2006 S2W-23867) 

 
16. The cross-departmental working group became the Cross Directorate Group 
on Occupational Segregation and was set up in 2006 to examine the complex set 
of factors, which influence career choice.  The final report of the group was 
published in August 2008. 

 
17. The current Scottish Government along with the previous Executive were both 
committed to the achievement of gender equality and recognised the contribution, 
which that objective could make to economic development. For example, in the 
Scottish Budget Spending Review in 2007, the Scottish Government expressed a 
commitment to ensuring that the “principles of equality underpin” their plans and to 
“ensure that investment and policies promote equality and do not discriminate or 
perpetuate discrimination and disadvantage”. (Scottish Government, 2007b, p4-5) 
 
 Conclusion 
18. The GFI into the operation of MAs in Scotland launched by the EOC 
highlighted an important issue. However, three years after its publication very little 
progress has been made to tackle the problems identified in comparison to the 
situation in England. Despite some shift in the levels of awareness of occupational 
segregation and its potentially damaging effects, the existing evidence indicates a 
stubbornly static pattern of occupational segregation between women and men 
both in the Scottish labour market in general and the MA programme in particular. 
It remains an issue, which needs to be addressed not just for reasons of equity but 
also in order to promote economic efficiency, particularly if the Scottish 
government is to achieve its fundamental objective of increased economic growth. 
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