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About this Document
Explanatory Note

The Rail Delivery Group is not a regulatory body and compliance with Guidance Notes or Approved Codes of
Practice is not mandatory; they reflect good practice and are advisory only. Users are recommended to
evaluate the guidance against their own arrangements in a structured and systematic way, noting that parts
of the guidance may not be appropriate to their operations. It is recommended that this process of evaluation
and any subsequent decision to adopt (or not adopt) elements of the guidance should be documented.
Compliance with any or all of the contents herein, is entirely at an organisation’s own discretion.

Other Guidance Notes or Approved Codes of Practice are available on the Rail Delivery Group (RDG)
website.

Executive Summary

This Guidance Note supports train operators in implementing safeguarding and wellbeing arrangements
following the lowering of the minimum train driver age to 18 (LMA18). While focused on younger drivers —
including those under 18 who are legally classed as children — the principles are equally applicable
to promoting safe and supportive working environments for employees of all ages and in other roles.

It provides a practical framework to help operators respond to the LMA18 checklist, supporting them to
answer its questions and prepare effectively for implementation.

The guidance establishes safeguarding as an organisation-wide system of culture, behaviours, and
oversight, rather than reliance on individual controls. It sets out the structures, practices, and standards
required to manage risk, including safer recruitment, clear behavioural expectations, and environments
where concerns can be raised early.

A developmentally informed approach underpins the document, supporting operators to strengthen
arrangements for fatigue and working time, mental health and trauma, residential training, and the prevention
of harassment and discrimination.

Overall, the guidance enables a consistent and proportionate approach to embedding safeguarding and
wellbeing into day-to-day operations, supporting both legal compliance and improved outcomes across the
workforce.
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1 Background and Purpose

The Rail Delivery Group (RDG) has developed a checklist for train operators to use as part of their
management of change process when updating safety management system procedures to support
the recruitment and employment of younger train drivers, following the lowering of the minimum of
train driver age to 18 (LMA18).

Many of the mitigations operators will need to put in place relate to safeguarding duties and wider
responsibilities to protect wellbeing. These considerations recognise that younger apprentices may
differ developmentally and individually in how they experience work, including differences in
communication style, stress response, and information processing. While the guidance is written to
apply to younger drivers — with specific legal considerations for under-18s - it can also
influence how operators support the wellbeing of employees in other roles and of all ages.

RDG commissioned the Railway Children’s Consultancy and Training Service to draft this guidance
note on safeguarding and wellbeing for apprentice train drivers. Following the lowering of the
minimum age for train drivers, these apprentices may be as young as 17.5 years old. The guidance is
also relevant to any scenario where under-18s are employed in apprenticeship or other roles and may
also be relevant to work experience students.

The guidance summarises safeguarding good practice and outlines the changes operators may need
to make to meet the LMA18 checklist requirements.

2  Safeguarding Roles and Responsibilities

2.1 Designated Safeguarding Lead (DSL)

When employing young people or vulnerable adults, appointing a Designated Safeguarding Lead
(DSL) is a critical control, not merely a compliance requirement. Under UK safeguarding principles’,
anyone under 18 is legally a child and entitled to additional protections at work.

National guidance? for employers and apprenticeship providers is explicit that organisations should
identify a named individual to take responsibility for safeguarding arrangements, risk assessment, and
escalation of concerns involving young workers (this applies whether they are apprentices or
otherwise employed).

In a safety critical rail environment, this role is essential to ensure that safeguarding is understood as
an active system of protection, covering culture, behaviour, supervision, and wellbeing, rather than
being reduced to a policy document or a checklist exercise.

The DSL should have sufficient seniority, competence (training), and independence to influence
operational decisions, particularly where safeguarding considerations interact with training pathways,
working hours, mixed age teams, and exposure to operational incidents. This includes ensuring that
safeguarding risks specific to predominantly adult, male, and hierarchical environments — such as
power imbalance, inappropriate workplace norms, or reduced confidence in speaking up — are
actively identified and mitigated.

The DSL also provides a consistent point of accountability, helping operators demonstrate not just
that controls exist, but why their approach is reasonable, proportionate, and defensible.

2.2 Dedicated Apprenticeship Coaches

Alongside a DSL, there is a strong case for appointing a dedicated ‘Apprentice Coach’3 with defined

1 Children Act 1989 (and 2004), Management of Health and Safety at Work Regulations 1999,
Working Time Regulations 1998, Apprenticeships, Skills, Children and Learning Act 2009

2 Keeping Children Safe in Education

3 These roles are often referred to as ‘mentors’, but the term ‘coach’ has been used in this guidance to
avoid confusion with the practical instructing role ‘driver mentor’ found in many operators.

Rail Delivery Group 4


https://www.legislation.gov.uk/ukpga/1989/41/contents
https://www.legislation.gov.uk/uksi/1999/3242/contents
https://www.legislation.gov.uk/uksi/1998/1833/contents
https://www.legislation.gov.uk/ukpga/2009/22/contents
https://www.gov.uk/government/publications/keeping-children-safe-in-education--2

Safeguarding and Wellbeing of Younger Train Drivers and the Wider Workforce - RDG-OPS-GN-90 - Issue 1, June 2026

safeguarding responsibility, separate from line management and competence assessment.

Research and employer guidance* consistently highlight that young apprentices are less likely to
disclose concerns where they fear reputational damage or a negative career impact. In the train driver
context, where authority gradients are pronounced and the apprentice is highly dependent on others
for progression, this risk is amplified.

A coach should provide a psychologically safer channel for raising concerns about fatigue, stress,
conduct, workload “creep”, or exposure to distressing operational events. This is particularly important
given evidence that under 18s°® differ developmentally from older trainees in emotional regulation,
fatigue tolerance, and confidence in challenging authority. Individual differences, including
neurodiversity, may further influence how apprentices process information, respond to stress, and
communicate concerns. Coaching arrangements should therefore prioritise clarity, consistency, and
psychologically safe communication channels for all apprentices.

While younger drivers may meet competence standards, they may be more vulnerable to cumulative
stress or hesitant to articulate discomfort early, increasing the risk of issues remaining hidden until
they escalate and become an operational risk. Enhanced coaching arrangements support early
identification of concerns and reinforce a safeguarding culture where speaking up is normalised rather
than seen as risky.

3  Safeguarding Considerations

3.1 Basic DBS Checks For Regular Contact Roles

Operators should review and implement basic DBS checks for all staff who supervise, instruct, assess
or mentor apprentices under 18, including those working in regular or 1:1 contact. These checks
should be embedded as a standard safeguarding control within apprenticeship arrangements, and it is
recommended these are refreshed on a fixed cycle with ongoing contact with apprentices to ensure
continued suitability over time. Circumstances can change, roles evolve, and regular refreshing
supports organisational assurance that safeguarding controls remain current rather than historic. A
defined renewal cycle also promotes consistency across operators, supports audit and assurance
processes, and reinforces the message that safeguarding is an ongoing responsibility, not a one-off
pre-employment exercise.

Given that some operators do not have a set policy on conducting DBS checks there will be a need to
carry out DBS checks on staff who had never required them previously.

Establishing a clear renewal cycle supports consistency, auditability, and reinforces that safeguarding
young people is an ongoing organisational responsibility, not a one off pre appointment check.

While these roles do not usually meet the legal threshold for regulated activity with children, Basic
DBS checks provide a lawful and proportionate safeguarding measure, offering reassurance that
individuals in positions of trust do not have unspent convictions that would raise concerns about
suitability. This approach aligns with good practice in safeguarding young people in employment
based training without over reliance on higher level DBS checks where they are not legally permitted.

DBS checks should be understood as one control measure only, not a safeguard in themselves.
Operators should therefore embed safer recruitment practices, including role specific risk assessment,
clear role descriptions, values-based interviewing, scrutiny of employment gaps, secure and
meaningful referencing, probationary oversight, codes of conduct, and ongoing training and

4 NSPCC quidance on safeguarding apprentices and young workers, Children Act 1989 (and 2004)
5 A canonical trajectory of executive function maturation from adolescence to adulthood,

The challenges of adolescent sleep

HBSC England factsheet series: Adolescents' Experience of Sleep
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supervision.

Safeguarding failures most often arise from culture, behaviour, and unchallenged power imbalance
rather than absence of a DBS check; effective protection of apprentices relies on how people are
recruited, supported, supervised and held to account, not solely on criminal record disclosure.

3.2 Safeguarding Beyond DBS Checks and Legal Minimums

A key responsibility of the DSL is to ensure safeguarding is not reduced to DBS checks alone. While
criminal record checks can support safer recruitment, national DBS guidance® makes clear that
eligibility is tightly defined and that checks are only one part of a wider safeguarding framework.

It is important to avoid the over reliance on DBS checks as it risks creating false reassurance and
diverting attention away from supervision quality, behavioural standards, and reporting confidence,
particularly important for young apprentices who may lack the confidence to challenge inappropriate
behaviour or raise concerns.

The DSL should therefore ensure a proportionate and lawful approach to checks, alongside working
with others in the operator to build a strong emphasis on safer recruitment practices, clear conduct
expectations for all staff, and manager confidence in challenging behaviour that may be normalised
among adults within the workforce but is inappropriate for under 18s. This approach is consistent with
wider safeguarding guidance for employers of young people?, which stresses culture, vigilance, and
early intervention over procedural compliance alone.

3.3 Safer Recruitment Practices

Key HR and managers responsible for the recruitment of staff should receive formal safer recruitment
training so they understand the full range of approaches and practices required. Operators should
then amend recruitment policies to reflect safer recruitment principles, including role-based risk
assessment, proportionate DBS checking, strengthened reference checks, checking employment
histories and clear appointment decision making accountability, and induction processes. This
provides assurance the right people are recruited into roles which involve direct work with apprentices
and unsuitable candidates are deterred from applying or not appointed.

3.4 Oversight of Working Time, Exposure, and Transition to Adulthood

The DSL should also provide oversight of how legal protections, such as Working Time Regulations
19988 for under 18s, are operationalised in practice. While the law is clear on limits for hours, rest,
and night work, guidance from HSE and ACAS notes that some employers may struggle with grey
areas around observation, simulator use, depot exposure, and informal role expansion. Consistency
and predictability in working patterns and expectations can be particularly important for some
individuals, including those who may be more sensitive to change or ambiguity.

Safeguarding oversight helps guard against gradual erosion of protections as apprentices approach
18, ensuring decisions are planned rather than driven by operational pressure or informal
workarounds. Apprentices are unlikely to speak out against informal workarounds as they will be ‘sold’
as a sign of good progress.

Safeguarding responsibility should not end abruptly on a young person’s 18th birthday.
National youth employment guidance® recognises that while legal status changes overnight,
developmental vulnerability does not.

6 Government quidance on DBS checks

7 Statutory guidance: Working together to safeguard children

Youth Employment UK: Safequarding Young People: Information for Employers
8 The Working Time Regulations 1998

9 Safequarding Apprentices: Who’s Looking Out for Them?

University of Westminster: Apprenticeship Safequarding Guide

Leeds Trinity University: Safequarding - Keeping Apprentices Safe
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A phased transition model, supported by continued coaching and wellbeing monitoring, helps ensure
that exposure is managed safely and consistently — particularly following the completion of an
apprenticeship or driver training — reinforcing a safeguarding mindset that extends beyond minimum
legal thresholds. The timing and nature of this phasing should be tailored to meet the needs of
individuals.

3.5 Integrating Safeguarding Into Prevent Policy and Training

Where apprenticeships include individuals under 18, the operator must ensure there is a current
Prevent policy'?, a reviewed and updated Prevent risk assessment, and appropriate Prevent training
that explicitly considers the apprenticeship context.

This should recognise that younger apprentices may be more vulnerable to external influence,
grievance, or isolation during transition into adult, safety critical workplaces, and that close contact
roles (such as driver instructors, mentors, and managers) may be best placed to notice early
indicators of concern.

Prevent arrangements should therefore be integrated with safeguarding governance, ensuring staff
understand how to identify, record, and escalate concerns proportionately, and that apprentices know
how to access support without fear of stigma or career impact.

3.6 Residential/Overnight Training Programmes or Events

When planning residential or overnight training, operators should recognise that apprentices under 18
are legally children and may be more vulnerable outside their normal home and work environment. A
specific safeguarding risk assessment should be completed in advance, covering travel,
accommodation, supervision arrangements, mixed age settings, and free time, with mitigations clearly
defined and communicated to all staff who will manage, supervise or deliver training.

Clear arrangements should be in place for appropriate supervision and welfare oversight, including
named responsible adults, clear lines of escalation, and avoidance of informal or unsupervised
situations (for example, shared accommodation areas or social activities involving alcohol).
Accommodation should be suitable for under 18s, with careful consideration of room allocation,
privacy, and safeguarding boundaries in mixed age cohorts.

Operators should also consider working time compliance and fatigue, ensuring overnight training does
not erode rest periods or introduce early starts or late finishes that would not be permitted for under
18s. Apprentices should be fully briefed on what to expect, how to raise concerns, and how to access
support during the stay, with parents or carers appropriately informed where required.

Finally, residential training should be approached as an enhanced safeguarding environment, not
business as usual. Staff attending should be briefed on conduct expectations, power imbalance, and
their safeguarding responsibilities, recognising that safeguarding risks increase when young people
are away from home, outside routine supervision, and exposed to informal workplace dynamics.

3.7 Mitigating increased risk of sexual harassment and other discriminatory
behaviours

Operators should review and, where necessary, update policies and procedures to explicitly mitigate
the risk of sexual harassment, bullying, victimisation, and other unlawful discriminatory behaviours,
particularly in the context of increased workforce diversity and the employment of apprentices under
181,

This should include strengthening standards of conduct in mixed age and mixed experience
environments, clarifying expectations around language, “banter”, relationships, and use of power or
authority, and ensuring managers are confident and supported to challenge inappropriate behaviour
early.

10 Prevent duty quidance: for England and Wales
11 Equality Act 2010: guidance
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Policies should be supported by training, clear reporting routes, and visible leadership commitment,
recognising that younger apprentices may be less confident to speak up and more vulnerable to harm
where poor behaviours are normalised or left unaddressed.

Operators should actively test whether updated anti-discrimination policies are working by monitoring
apprentice specific data such as complaints, grievances, safeguarding concerns, exit feedback, and
staff survey results, with age and role considered. This should be complemented by regular
assurance activity, including apprentice check ins, manager reviews, and audits of how concerns are
handled in practice, to confirm that policies are understood, applied consistently, and give apprentices
under 18 the confidence to speak up without fear of detriment.

3.8 Helping those who manage and train younger drivers relate across
generations

Operators can help managers relate effectively to apprentices under 18 by equipping them with
insight, practical tools, and supported space to reflect, rather than assuming generational
understanding comes naturally. Key approaches include:

e Targeted manager briefings or workshops on generational differences, adolescent
development, and the transition from education to full time work, helping managers
understand how communication preferences, and responses to authority may differ from their
own early career experiences. This should also include awareness of individual cognitive and
communication differences, including neurodiversity, recognising that some individuals may
prefer more explicit instruction, structured routines, or reduced ambiguity to perform at their
best.

o Awareness of lifestyle and wellbeing factors affecting younger apprentices, such as
social media use, online pressure, sleep patterns, and financial vulnerability. This should
include guidance on recognising early indicators of stress, financial difficulty, or risky
behaviours (including gambling exposure), and knowing when and how to signpost to support
without judgement.

e Practical tools for workplace integration, supporting apprentices moving from
structured education into a safety critical, adult environment, such as clearer
expectations, regular check ins, consistent routines, and permission to ask “basic” questions
without stigma.

o Supportive peer networks and mentoring for managers themselves, giving those
supervising under 18s access to advice, safeguarding leads, or communities of practice
where they can share challenges, build confidence, and avoid isolating decision making.

Taken together, these measures help managers move beyond compliance and develop empathetic,
informed supervision, reducing misunderstandings, improving retention, and strengthening
safeguarding and wellbeing outcomes for younger apprentices.

3.9 Updating Trauma Training, Responses and Resources

An operator’s trauma training, responses, and support resources should adequately meet the needs
of younger drivers (including apprentices under 18). Arrangements need to recognise that
developmental stage, lived experience, and coping strategies differ from older drivers, even where
competence standards are met. Key considerations and requirements include the following:

e Age-appropriate trauma training and preparation — trauma training should be explicitly
adapted for younger drivers, acknowledging that they may have less exposure to critical
incidents, lower emotional resilience under stress, and a greater tendency to internalise
distress. Pre incident training should include realistic discussion of near misses, fatalities, and
exposure to distressing scenes, framed in a way that normalises emotional impact and
encourages early help seeking rather than stoicism or suppression.

o Enhanced early stage and post incident support — operators should ensure that post
incident responses are proactive and timely for younger drivers, with automatic welfare check
ins rather than reliance on self-referral. This should include access to trauma informed
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occupational health, counselling or psychological support that is suitable for young people,
recognising that symptoms may emerge later or present as withdrawal, irritability, fatigue, or
reduced confidence rather than overt distress.

e Trauma informed management and mentoring — managers, driver instructors, mentors and
apprenticeship coaches supporting younger drivers should receive trauma informed training,
enabling them to recognise early indicators of cumulative stress, understand avoidance or
minimisation responses, and hold supportive conversations without framing concern as
weakness or underperformance. This includes recognising that individuals may experience
and express distress differently, including where neurodiversity influences emotional
processing, communication, or response to sensory aspects of incidents. Mentoring
arrangements should provide a trusted, non-judgemental space separate from formal
performance management.

e Clear pathways, reassurance and removal of stigma — clear, well communicated
processes should be in place so younger drivers understand what support is available, how to
access it, and that doing so will not negatively affect licensing, reputation, or career
progression. A visible organisational stance that psychological health is as important as
physical safety is critical to overcoming fear of disclosure among younger staff.

e Assurance and continuous review — operators should regularly review trauma responses
for younger drivers through incident reviews, apprentice feedback, occupational health data,
and safeguarding oversight. This enables support to remain appropriate as exposure
increases and prevents a “cliff edge” reduction in care once legal thresholds (such as turning
18 or licensing) are passed.

Taken together, these measures support trauma management that is not simply compliant, but
developmentally informed, preventive, and genuinely protective for younger drivers entering a safety
critical rail environment.

3.10 Mental health training and support mechanisms for young drivers

Operators should review existing mental health training and support arrangements to check they are
appropriate for under 18s in the workforce, recognising that younger employees may experience
mental health challenges differently and may be less confident in seeking help.

Training for managers, driver instructors, and mentors should explicitly cover adolescent and young
adult mental health, early warning signs, supportive conversations, and the impact of transitioning
from education into a safety critical adult workplace.

Consideration should also be given to how individual differences, including neurodiversity, may
influence how younger employees experience anxiety, stress, sensory demands, or workload,
ensuring support arrangements are accessible, flexible, and clearly communicated.

Where gaps are identified, operators should add age appropriate resources and support mechanisms,
for example: access to youth informed counselling or EAP provision; clear signposting to confidential
support routes that do not trigger performance or disciplinary processes; structured wellbeing check
ins for under 18 apprentices; and practical guidance on issues more prevalent in younger cohorts
such as anxiety, social isolation, sleep disruption, online pressures, and financial stress. These
measures help make mental health support preventive, accessible, and trusted, rather than reactive
or adult centric, and reinforce the message that wellbeing is integral to safety and long-term
competence.

e Anxiety - younger apprentices may experience anxiety linked to performance pressure,
safety critical responsibility, fear of failure, or uncertainty about expectations. Operators
should train managers to recognise early signs of anxiety and provide regular, structured
check ins, clear expectations, and reassurance about learning curves. Access to confidential,
youth appropriate mental health support and clear messaging that seeking help will not harm
progression are essential.

o Social isolation — under-18 apprentices may feel isolated due to age differences, shift
patterns, or being new to adult workplace culture. Operators should support intentional
workplace integration, including buddying or mentoring, inclusive team practices, and
avoidance of informal social norms that exclude younger staff. Managers should actively
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monitor inclusion, especially during early months or after role changes.

o Sleep disturbance - adolescents and young people are more vulnerable to disrupted sleep
patterns, which can be exacerbated by early starts, shift work, and training intensity.
Operators should reinforce strict adherence to working time protections for under 18s, avoid
early exposure to demanding patterns, and include sleep and fatigue education as part of
training and wellbeing support. Managers should check in where tiredness or concentration
changes are observed.

e Online pressures — younger apprentices may be affected by social media pressures, online
harassment, or exposure to harmful content. Operators should include content in mental
health and safeguarding training that acknowledges online vulnerability, signposting support
where online issues affect wellbeing or behaviour at work. Clear guidance on professional
boundaries, digital conduct, and routes for raising concerns confidentially should be in place.

¢ Financial stress — many under 18 apprentices are managing wages, independence, and
financial decisions for the first time, increasing vulnerability to stress, debt, or gambling
exposure. Operators should consider providing basic financial wellbeing support, such as
signposting to independent advice, awareness briefings on gambling risk, and access to
confidential support services. Managers should know how to raise concerns sensitively and
refer rather than attempt to resolve issues themselves.

3.11 Reviewing policies and training resources relating to drug and alcohol
misuse

Operators should review and update alcohol and drugs misuse policies to check they remain robust,
clearly communicated, and appropriate for a younger workforce - including apprentices under 18.

This review should explicitly consider the higher prevalence of illicit drug use among 16—24-year-
olds'?, alongside the particular risks this presents in safety critical rail roles. Policies should clearly
restate the rail industry’s zero tolerance approach to alcohol and drug misuse, the rationale for this
stance, and the safety, legal, and professional consequences for individuals who do not comply.

Operators should also review and refresh induction and training materials to promote messages that
can be understood by younger entrants, not merely stated.

Education should move beyond rule setting to include clear explanations of risk, impairment,
cumulative effects, testing regimes, and support routes, recognising that some apprentices may be
encountering workplace drug and alcohol expectations for the first time.

Training should be age appropriate, avoiding normalisation of use, and should reinforce that asking
for help before an issue escalates is always preferable to concealment.

Practical additional steps operators may need to put in place include:

¢ Enhanced induction briefings for under 18s, clearly explaining zero tolerance, testing
processes, and consequences in plain, non-assumptive language.

e Manager and coach training to recognise early warning signs of misuse, avoidance
behaviours, or changes in performance.

o Clear, confidential self-referral and support pathways, separating early help from disciplinary
action where appropriate.

e Links between substance misuse policy, safeguarding, and mental health arrangements,
recognising overlapping risk factors such as stress, fatigue, peer pressure, or financial
vulnerability

Together, these measures help avoid alcohol and drugs policies that are simply compliant, but rather
understood, credible, and preventative, supporting younger apprentices to integrate safely into a
safety critical rail environment while maintaining firm and consistent standards.

12 Drug misuse in England and Wales - Office for National Statistics
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4  Safeguarding training for different role levels

4.1 Training for an operator’s Designated Safeguarding Lead

An operator’'s DSL should hold advanced, specialist training that equips them to provide oversight,
advice, and decision-making authority across the organisation. This should include:

o Advanced safeguarding and child protection training, covering statutory duties for
children under 18, threshold decision making, and referral processes (e.g. social services,
LSCB equivalents)

o Safeguarding leadership and culture training, focusing on how safeguarding operates as a
system of behaviours, supervision, and psychological safety rather than a policy exercise

o Managing safeguarding concerns in employment and apprenticeship settings, including
mixed age workforces, power imbalance, allegations against staff, and whistleblowing
protections

o DBS and safer recruitment training, covering eligibility, proportionality, limitations of DBS
checks, and lawful decision making.

¢ Trauma informed safeguarding, including understanding psychological harm, cumulative
exposure to incidents, and age-related vulnerability in safety critical environments.

e Working time and wellbeing protections for under 18s, including operational interpretation
of legal limits and risk of informal “creep” into adult working patterns

¢ Information sharing and recordkeeping, including confidentiality, data protection, and
defensible documentation of decisions and mitigations.

4.2 Safeguarding Training for an Apprentice Coach with Safeguarding
Responsibilities
An apprentice coach should receive enhanced, role specific safeguarding training, distinct from

general awareness training and tailored to close, day to day contact with under 18 apprentices. This
should include:

o Safeguarding awareness specific to under 18 apprentices, including recognising
vulnerability during transition into adult workplaces.

¢ Understanding power imbalance and dependency, especially how age, trainee status, and
perceived authority affect reporting confidence.

¢ Recognising signs of emotional distress, fatigue, or cumulative stress, particularly
following exposure to near misses or distressing rail incidents.

e Appropriate boundaries and conduct, including managing professional relationships,
language, and behaviour in mixed age and informal settings.

e Practical escalation and support pathways, including when to support the apprentice
directly and when to involve the Safeguarding Lead.

¢ Role clarity, reinforcing that coaches support safeguarding but do not investigate or resolve
safeguarding concerns independently.

Coaches should receive initial and refresher update training, with access to ongoing advice from the
DSL.

4.3 Safeguarding related training to support apprenticeship roles

A DSL, supported by an apprenticeship coach with safeguarding responsibilities, should support that
all staff working closely with apprentices under 18 receive targeted, practical safeguarding briefings
and training, particularly those in instructional, supervisory, or assessment roles. This could be

Rail Delivery Group 11



Safeguarding and Wellbeing of Younger Train Drivers and the Wider Workforce - RDG-OPS-GN-90 - Issue 1, June 2026

commissioned training and should cover:

Understanding safeguarding in a rail apprenticeship context, including that under 18
apprentices are legally children and require additional protections.

Power imbalance and authority gradients, especially how age, trainee status, and
operational hierarchy can inhibit speaking up.

Clear behavioural expectations in mixed age environments, including language, banter,
boundaries, and appropriate conduct in cabs, mess rooms, depots, accommodation, and
social settings.

Recognising signs of distress, fatigue, or cumulative stress, and understanding the
heightened vulnerability of younger people to emotional and psychological harm.

Understanding individual differences in communication and information processing,
including awareness of neurodiversity, and how unclear instructions, implicit expectations, or
reliance on informal communication may unintentionally create barriers to safe performance
or reporting

Working time and exposure limits for under 18s, including the risks of informal “creep”
towards adult working patterns.

Supervision responsibilities, including what good, proportionate supervision looks like in
practice.

Confidence to challenge and escalate concerns, with clear routes for advice and reporting
that do not rely solely on line management.

The role of coaching, reinforcing that safeguarding is a shared responsibility and not limited
to the DSL alone.

This approach will help translate safeguarding from policy into everyday operational behaviour,
ensuring staff understand not just what the rules are, but why they matter for younger apprentices in
safety critical environments.
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