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Foreword  

 

In November 2002, the European Union launched a strategy for improving co-operation in 

vocational education and training (VET), commonly referred to as the "Copenhagen process". 

Together with the members of the European Union, candidate countries and potential 

candidates for EU membership - Turkey, Macedonia, Serbia, Albania and Bosnia and 

Herzegovina - were involved in this process through the European Training Foundation. 

Eight years later, during endeavouring to recover from the consequences of a serious economic 

and financial crisis that resulted in the loss of 2.4 million jobs that led to high unemployment 

rate, especially among young people, the "The Burges Coommuniqué" on the strengthening of 

the European Cooperation in Vocational Education was adopted at a meeting of European 

Ministers of Vocational Education and Training, European social partners and the European 

Commission in December 2010, where the strategic approaches and priorities of the 

Copenhagen Process for the period 2011-2020 were redefined. 

The crisis from the beginning of this decade has strongly emphasized the need for a 

transformation of the European economy and society. In order to become smarter, more 

sustainable and more inclusive, Tomorrow's Europe needs a flexible, high-quality educational 

and training system that will help people acquire the skills which will enable them to disrupt, 

understand and innovate in the workplace of tomorrow. 

Burges Coommuniqué defined a global vision for vocational education and training where, by 

2020, the European VET system should be more attractive, more relevant, career-oriented, 

more innovative and more flexible than it was in 2010, and which should contribute to 

excellence and equality in lifelong learning through the provision of an attractive and inclusive 

VET with highly qualified teachers and trainers, innovative learning methods, high-quality 

infrastructure and facilities, high relevance for the labour market and the pathways to further 

education and training; high quality initial VET (I-VET); easily accessible and career-oriented 

continuous VET (C-VET), a flexible VET system based on an approach to learning outcomes 

that enables the validation of non-formal and informal learning; provision of the European 

education and training area; sustainable growth of opportunities for transnational mobility of 

VET students and professionals; as well as easily accessible and high-quality lifelong 

information, guidelines and advisory services. 

 

Numerous examples show that work-based learning helps to equip young people with skills that 

enhance their employability and facilitate the transition from school to work. In Germany, which 

is recognized by the high-quality dual education system, the unemployment rate for persons 

aged 15-24 years was 6.7 percent in December 2016 compared to 17.3 percent across the EU 

Member States and up to 50 percent in Bosnia and Herzegovina, where there are very weak 

links between the world of education and the world of work. 

 

This report endeavour to highlight the progress that has been made on the development of the 

apprenticeship systems in different regions of Europe, based on experiences in the Erasmus+ 
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project that aimed at sharing experiences between the regions in Germany, Italy and Bosnia 

and Herzegovina regarding the development of the work-based learning models. 

In addition to the overview of the situation, this report also includes recommendations in 

accordance with 20 guiding principles announced by the European Commission at the end of 

2015 to ensure high performance in apprenticeships and work-based learning within the 

European Commission's efforts to actuate governments, social partners and educational and 

training providers to promote apprenticeship and other forms of work-based learning. 
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Introduction 

 

This report was created within the Erasmus+ supported project „Support for Small and Medium 

sized enterprises engaging in apprenticeships: Getting SMEs on Board“, which aims to 

support Small and Medium sized enterprises in more active involvement in the process of 

organizing work-based learning, and to contribute to the reduction of youth unemployment by 

improvement of the supply and quality of work-based learning (apprenticeship). 

The project is being implemented in three countries: Italy, Bosnia and Herzegovina and 

Germany. In each country, activities are implemented in specific local targeted areas. In Italy, 

provinces of Arezzo and Pisa/Livorno, in Germany, the city of Nuremberg and the Nuremberg 

Metropolitan area, and in Bosnia and Herzegovina in the region of Prijedor (Republic of Srpska) 

and Bosnian-podrinje canton Gorazde (Federation of Bosnia and Herzegovina). 

Project areas have significant economic and demographic differences, but at the same time, 

they are featured as economically dynamic areas with large number of SMEs and with above 

average economic performances by comparison to national averages. At the same time, the 

level of development of the work-based learning system where Italy, and especially Bosnia and 

Herzegovina, has a significantly less developed work-based learning system, which is an ideal 

opportunity to exchange experiences and to see the progress made in improving the VET 

system with the goals agreed at the European Union level. 

Through this project, exchange of experiences among three countries where there is a great 

potential for mutual learning: Italy, where the reform from 2015 introduced a compulsory 

apprenticeship period at the secondary school level (Law 107/2015), Bosnia and Herzegovina, 

where a discussion is ongoing on how to foster SMEs and VET providers and Germany, that is 

leading in Europe in this field. During the implementation of the project, very useful information 

was obtained from project partners who are strongly interested in strengthening the skills of the 

workforce such as SMEs associations, Chambers of Commerce, Public Employment Services, 

educational authorities and schools. 

This report contains the information and partners' attitudes in different situations when it comes 

to the process of organizing work-based learning that provides insight into the existence of gaps 

between the educational systems and their capacities to ensure a high quality vocational 

education which is relevant for the labour market. 

During the project implementation, more than 1500 SMEs, 300 vocational schools and 270 

tutors from schools and companies were involved in exchanging knowledge and experiences, 

who exchanged knowledge on opportunities for development of the apprenticeship and who 

participated in providing suggestions on ways how to improve the work-based learning and 

therefore, how to make the Apprenticeship more attractive for young people.  
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List of abbereviations 

(by order of appearance) 

ILI    Institut für Lern-Innovation (Institute for Innovation in Learning) 

FAU   Friedrich Alexander University 

CEDIT  Centre of Entrepreneurial Diffusion of Tuscany 

ALDI  Association for Local Development Initiatives 

PREDA  Prijedor Economic Development Agency 

FBIH  Federation of Bosnia and Herzegovina 

RS   Repubilica Srpska  

EU   European Union 

VET         Vocational Education and Training  

I-VET  Initial Vocational Education and Training 

C-VET  Career-oriented Continuous Vocational Education and Training 

ECVET   European Credit system for Vocational Education and Training 

SMEs   Small and Medium-sized Enterprises 

CEDEFOP   European Centre for the Development of Vocational Training 

SMEB project Small and Medium-sized Enterprises on Board project 

EQF   European Qualifications Framework 

BiH   Bosnia and Herzegovina 

BPK Gorazde Bosnian-Podrinje Canton of Gorazde 

BMBF  Bundesministeriums für Bildung und Forschung (Federal Ministry of 

Education and Research, Germany) 

ICT   Information and Communication Technology 

GIZ  The Deutsche Gesellschaftfür Internationale Zusammenarbeit (German 

Corporation for International Cooperation GmbH) 

BBiG   Vocational Training Act, Germany 

BIBB   Federal Institute for Vocational Education and Training 

HwO   Trade and Crafts Code (Handwerksordung, HwO) 

ASL   Alternanza Scuola Lavoro (School-Work Alternation) 

RASL  Registro Nazionale Alternanza Scuola Lavoro (National Register of school-

work alternation) 

ANPAL  Agenzia Nazionale per le Politiche Attive del Lavoro (National Agency for 

Active Labor Policies) 

NEET   "Not in Education, Employment, or Training" 



7 
 

PES   Public Employment Service 

ITS    Istituti Tecnici Superiori (higher technical institutes) 

IFTS Iistruzione e Formazione Tecnica Superiore (higher technical education and 

training programmes) 

EQAVET   European Quality Assurance in Vocational Education and Training 

IHKs   Industrie- und Handelskammer (Chambers of Industry and Commerce, 

   Germany) 

MIUR Ministero dell'Istruzione dell'Università e della Ricerca (Ministry of Education, 

Universities and Research, Italy) 
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PART ONE 

Facing VET Challenges: Are we doing 

enough to deal with apprenticeships 

challenges? 

 

Project „Support for Small and Medium sized enterprises engaging in apprenticeships: Getting 

SMEs on Board" has brought together partners from three very different regions interested in the 

development of apprenticeships models - from Germany where 70 percent of students in vocational 

and technical occupations acquire knowledge, skills and competencies in work-based learning in 

the top-class apprenticeship model; Italy where the "Italian model of the dual system" has been 

established over the past two years and which mostly relies on the German dual work-based 

learning system and Bosnia and Herzegovina which has only recently taken steps to harmonize the 

vocational education model with Guidelines and Practices from EU member states. 

This chapter provides information on how education systems of all three countries, from the 

standpoint of partners and stakeholders involved in "SME's on the Board" project, face key 

challenges in the area of VET development that are equally relevant to stakeholders in all three 

countries, such as Readiness for education and training for tomorrow's Europe, adaptability to the 

labor market evolution, provision of the right skills, provision of quality and excellence in VET, and 

at what point the existing VET systems contribute to empowering people through apprenticeships. 
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The next four sections show how much progress has been made with aim to provide a flexible 

and high-quality VET that will be able to respond to tomorrow's needs (Section 1), the way how  

VET can contribute to reducing the number of young people with low professional qualifications 

(Section 2), at what level, VET programs are adequate for jobs where young people will work in 

the next 30 years (Section 3), and what else could be done to ensure the provision of World 

Class VET (Section 4). 
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Section 1 

Readiness for education and 

training for tomorrow’s Europe 

Apprenticeship and work based learning experiences enables students to acquire knowledge, 

skills and competences that are relevant to the labour market and provide attractive 

employment opportunities and future education and training. Although schools and companies 

providing vocational training play a key role in this system, it is very important to understand the 

context of undertaken activities to ensure high quality and professional education. 

 

 

Although the German dual education system is labelled as one of the world's leading models of 

the work-based learning, the dual training system meets several key challenges. The central 

challenge is matching supply and demand for occupations where it is possible to attend a dual 

system. In 2016, the training balance showed an increase in unfilled training places in 

companies, where companies have a problem in filling up training places which is more 

pronounced in particular occupations and regions. In addition, there is a drop in the number of 

companies providing the work-based training and according to the data for 2015, 20 percent of 

companies provided training for students. Interestingly, the drop in the number of training 

companies is recorded only among the smallest companies (with less than 10 employees), 

mainly in new industries that have no tradition of engaging in training provision. In Germany, the 

interest of young women in dual training continues to decrease (by 1.6% in 2016), unlike to a 

full-time vocational training in schools where their number is stable. One of the key reasons for 

this phenomenon is the increase in the number of young women who enrol in university studies 

after secondary school. 

 

In order to improve the work-based learning system in the Tuscany region, policies aimed at 

improving the access between education/training and work have been defined. The new policies 

that are being pursued, among other things, aim to create a stable system of communication 

between academic and training worlds and the world of work, better recognition of skills that are 

necessary for enterprises in order to ensure that the completed students are adequately 

prepared and ready to work and, at the same time, to guarantee high quality education and 

training for students enrolling in vocational education. The new regulatory framework in Italy, 

defined by Legislative Decree 81/2015 and by the Ministerial Decree 12/10/2015, seeks to 

ensure the organic integration of training that take place in schools offering apprenticeship and 

work-based training. 

The Italian work-based learning pathways can be gathered up into two main categories: 

traineeships and apprenticeship (CEDEFOP, 2014) Traineeships are considered as ‘alternance 

training period’ allowing pupils and young people to experience work-place training. Among 

these categories, different forms of traineeships can be distinguished: they can be included 
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within high schools programmes, part of a regular course of education included within three and 

four year education and vocational training courses; included within post-diploma/post-

vocational qualification courses (regional courses co-financed by the European Social Found); 

included within post-secondary non-tertiary education; included within higher Education 

courses; non-curricular traineeship, designed to facilitate young people’s occupational choice 

and employability in the transition phase from school to the workforce. On the contrary, the 

Italian meaning connected to the word “apprenticeship” represents a specific form of alternance 

training leading directly to the labour market, upon the basis of its specific characteristics, such 

as: a labour agreement, a systematic long term 3 training – on and off the job –, the apprentice’s 

status, and the qualification or diploma to be acquired at the end of the apprenticeship.  The 

Italian partnership of SMEB project has focused its activity to a specific form of traineeship, 

recently introduced as compulsory in all Italian high schools: Alternanza Scuola Lavoro (School–

Work Alternation). Alternanza Scuola lavoro is an innovative education methodology established 

by Italian Law n. 53/2003 and disciplined by Legislative Decree n. 77/2005. It is addressed to 

students of upper secondary schools, in order to let them “alternate” periods of learning in the 

classroom and inside companies. With the introduction of Italian Law no. 107/2015 Alternanza 

Scuola Lavoro because an essential tool for bringing together knowledge with know-how, 

intensifying schools’ relations with their surroundings and the worlds of production and services. 

In addition, alternanza methodology is seen as an opportunity for local actors to develop 

partnership among educational and business sectors, encouraging innovative teaching 

processes focused on acquiring useful skills for the local labour market, but also for professional 

guidance, self-entrepreneurship, active citizenship, developing of soft skills.As it can be easily 

understood, these methodology allows a strong personalisation of the learning paths and the 

construction of professional skills based on the specific needs of companies, promoting the 

establishment of a more effective dual system in Italy. 

However, the results of these reforms have not yet begun to produce visible results. SMEs from 

Italy consider that difficulties in the economy and the labour market are significantly under the 

impact of inadequacy of educational and training systems which, in many cases, no longer 

correspond to the time and needs of companies. The reforms that have been introduced still 

need time to show their effects that can be diminished by the existence of many bureaucratic 

and organizational barriers. 

In order to ensure high-quality vocational education, during 2017, schools started with the 

introduction of a skill assessment system that corresponds with the new methodology of 

teaching with aim to facilitate entering the apprenticeship system for young people, primarily 

through the provision of transversal tools that allow for greater flexibility in line with market 

demand, and through increased collaboration between schools and companies. 

 

In Bosnia and Herzegovina, the systematic development of vocational work-based training has 

not yet begun, although many stakeholders support the implementation of a comprehensive 

vocational education reform. Education system endeavour to improve the quality of vocational 

training by changing and adapting educational programs that are mostly performed in school-

based vocational education. In the region of Prijedor, employers are strongly interested in 

implementing changes in this field, and most stakeholders consider that just the improvement of 

the existing vocational education system is not enough to ensure quality and attractive 

vocational education of students, but it is necessary to ensure greater flexibility and increase the 

BH 
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influence of companies in the education process. Vocational training in companies is performed 

for a limited number of occupations, which are often not attractive to students and primarily for 

qualifications at the level of EQF-3, where training in companies lasts a maximum of 2 days a 

week. 

In Bosnia and Herzegovina, the system of vocational training of students is best developed in 

the area of the Bosnian-Podrinje Canton of Gorazde (education in the Federation of BiH is 

under the jurisdiction of the cantons) where there are strong links between the world of work 

and the world of education. In the Bosnian-Podrinje Canton of Gorazde (hereinafter: BPK 

Gorazde), about 10 percent of the companies cooperate with schools, providing students work-

based training in industrial and service occupations. The significant advantage of the BPK 

Gorazde compared to other regions in Bosnia and Herzegovina is that the lowest 

unemployment rate in the entire country and about 50 percent of all employed persons work in 

an export-oriented industry; the unemployment rate of young people is the lowest in relation to 

other regions; a partnership between education authorities, schools and companies with the aim 

of improving vocational education have been strongly developing during last ten years; it is 

constantly working to improve the regulatory framework for provision of a vocational training 

within the initial but continuing education, and, at the end of 2017, the first activities on the 

creation of regulations,  which will clearly stipulate quality standards in the process of 

performing vocational work-basedtraining, have been initiated. 
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Section 2 

Adaptability to the labour 

market evolution 

The labour market is changing strongly and is constantly disturbed by the impact of 

technological changes and global competition. Projections show that these changes will 

increase demand for workers with a high and middle level of skills at the expense of low-skilled 

people. In this process, people with low qualifications or without formal qualifications will be in 

an increasingly difficult position to find work in the future. 

 

In an international comparison, Germany is currently in a good economic position: the economy 

is growing continuously, inflation is low, tax and social security funds are well filled, while the 

unemployment rate has reached an all-time low. However, the current situation in Germany is 

not stable on its own. The world is changing at a rapid pace. Digitalization, work 4.0, 

demographic change and international competition are increasingly challenging German society 

and demand future-oriented answers from economy and politics. 

 

In order to ensure that young people do not fall into this position, Italyseek to establish better 

links between schools, the public and the private sector with aim to increase the attractiveness 

of schools and training institutions and to create a better regional production context coherent 

with regional ‘’Smart Specialization Strategies’’ as a tool for fighting early school leaving and to 

develop basic skills. In this process, great hopes are given to school reform aimed at introducing 

the "dual system". In order to respond to the extremely high unemployment rates of young 

people, the introduction of dual systems in Italy is not seen as a specific intervention in the 

school system, but rather as a comprehensive approach to the transition in relations between 

schools and work that aims to enable young people to orient themselves in the labour market 

and to acquire relevant skills that will shorten their transition time between school and works. 

Additionally, work-based learning should be one of the main tools that would motivate young 

people to improve their level of education and their employability. Further, schools also pursue 

other dynamic and active classroom activities aimed at encouraging students not to interrupt 

schooling.As outlined by the European Parliament’s Committee on Educstion and Culture,
1
 

Early school leaving (ESL) is widespread across Europe and is linked directly to unemployment, 

social exclusion, poverty and poor health, the combination of which often causes a vicious circle 

in which the most marginalised in society are at greater risk of leaving school early. There are 

many reasons why some young people give up education and training prematurely that span 

from personal or family problems, learning difficulties, fragile socio-economic backgrounds, 

tothe structure of national education systemsand teacher-pupil relations.The EU recognition of 

the urgent need to address ESL has been channelled through a series of strategic policy 

                                                           
1
 See: http://www.europarl.europa.eu/RegData/etudes/etudes/join/2011/460048/IPOL-

CULT_ET%282011%29460048%28SUM01%29_EN.pdf 
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declarations establishing a European framework of action and targets, as well as financial and 

organisational supports to the Member States. A mix of policies and initiatives seem to be have 

had a positive effect of reducing ESL in th EU in recent years at national level: according to 

Eurostat, the share of early leavers from education and training (ELET) (aged 18-24) has 

steadily decreased in the European Union (EU) over past years, from 17.0% in 2002 to 10.7% in 

2016. Fewer young women (9.2% in 2016) leave education and training early than young men 

(12.2%). The Europe 2020 target is to reduce the rates of early school leaving in the EU to 

below 10% by 2020.
2
 In 2017, Italy’s ESLstood at 14%, Germany’s at 10.1%. There is no EU 

data for Bosnia and Herzegovina.
3
These rates do differ regionally however. In Italy the Ministry 

of Education has examined ESL and found a significant difference between regions in the North 

and South of the country, with Sicily, Sardinia, Puglia and Calabria (all in the South) being 

above the national average.Practical (vocational and work-based) learning opportunities are 

proposed throughout EU legislation and documents as key reintegration strategy to resuce ESL 

and absenteeism. The need to connect education / training with the world of work, e.g. via work 

experience, mentoring and vocational pathways based on work-based learning is considered as 

one the integrated strategies to increase young people’s motivation and perceptions of the 

relevance and value of their education and improve theirtransversal skills andemployability.
4
 

 

In Bosnia and Herzegovina, little attention was paid to the issue of early school leaving 

beforehand, considering that high unemployment rates are common in all categories of 

population regardless of the level of education.Meanwhile, as the labour market started to 

recover from 2012, this problem became more visible because just the number of low-skilled 

unemployed people did not decrease and today, they cover more than 1/3 of all unemployed 

persons. During past four years, Laws on adult education have been adopted in Bosnia and 

Herzegovina in a purpose of responding to the problem of the weak and the labour market of 

irrelevant skills possessed by unemployed persons, especially those who have left education 

after completing primary school. 

An additional step forward was made in the Gorazde Canton where a minor reform was 

implemented by introducing compulsory two years of secondary school for all young persons. 

 

 

 

 

 

                                                           
2
 See: http://ec.europa.eu/eurostat/web/products-eurostat-news/-/EDN-20170908-1?inheritRedirect=true 

3
 See:  http://appsso.eurostat.ec.europa.eu/nui/show.do?query=BOOKMARK_DS-

108805_QID_5F0E83B7_UID_-
3F171EB0&layout=TIME,C,X,0;GEO,L,Y,0;SEX,L,Z,0;WSTATUS,L,Z,1;UNIT,L,Z,2;AGE,L,Z,3;INDICATORS,C,Z,4;&
zSelection=DS-108805SEX,T;DS-108805UNIT,PC;DS-108805INDICATORS,OBS_FLAG;DS-108805AGE,Y18-
24;DS-108805WSTATUS,POP;&rankName1=WSTATUS_1_2_-1_2&rankName2=UNIT_1_2_-
1_2&rankName3=AGE_1_2_-1_2&rankName4=INDICATORS_1_2_-1_2&rankName5=SEX_1_2_-
1_2&rankName6=TIME_1_0_0_0&rankName7=GEO_1_2_0_1&sortC=ASC_-
1_FIRST&rStp=&cStp=&rDCh=&cDCh=&rDM=true&cDM=true&footnes=false&empty=false&wai=false&time
_mode=ROLLING&time_most_recent=true&lang=EN&cfo=%23%23%23%2C%23%23%23.%23%23%23 
4
 See: http://www.europarl.europa.eu/RegData/etudes/etudes/join/2011/460048/IPOL-

CULT_ET%282011%29460048%28SUM01%29_EN.pdf p.22 
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http://appsso.eurostat.ec.europa.eu/nui/show.do?query=BOOKMARK_DS-108805_QID_5F0E83B7_UID_-3F171EB0&layout=TIME,C,X,0;GEO,L,Y,0;SEX,L,Z,0;WSTATUS,L,Z,1;UNIT,L,Z,2;AGE,L,Z,3;INDICATORS,C,Z,4;&zSelection=DS-108805SEX,T;DS-108805UNIT,PC;DS-108805INDICATORS,OBS_FLAG;DS-108805AGE,Y18-24;DS-108805WSTATUS,POP;&rankName1=WSTATUS_1_2_-1_2&rankName2=UNIT_1_2_-1_2&rankName3=AGE_1_2_-1_2&rankName4=INDICATORS_1_2_-1_2&rankName5=SEX_1_2_-1_2&rankName6=TIME_1_0_0_0&rankName7=GEO_1_2_0_1&sortC=ASC_-1_FIRST&rStp=&cStp=&rDCh=&cDCh=&rDM=true&cDM=true&footnes=false&empty=false&wai=false&time_mode=ROLLING&time_most_recent=true&lang=EN&cfo=%23%23%23%2C%23%23%23.%23%23%23
http://appsso.eurostat.ec.europa.eu/nui/show.do?query=BOOKMARK_DS-108805_QID_5F0E83B7_UID_-3F171EB0&layout=TIME,C,X,0;GEO,L,Y,0;SEX,L,Z,0;WSTATUS,L,Z,1;UNIT,L,Z,2;AGE,L,Z,3;INDICATORS,C,Z,4;&zSelection=DS-108805SEX,T;DS-108805UNIT,PC;DS-108805INDICATORS,OBS_FLAG;DS-108805AGE,Y18-24;DS-108805WSTATUS,POP;&rankName1=WSTATUS_1_2_-1_2&rankName2=UNIT_1_2_-1_2&rankName3=AGE_1_2_-1_2&rankName4=INDICATORS_1_2_-1_2&rankName5=SEX_1_2_-1_2&rankName6=TIME_1_0_0_0&rankName7=GEO_1_2_0_1&sortC=ASC_-1_FIRST&rStp=&cStp=&rDCh=&cDCh=&rDM=true&cDM=true&footnes=false&empty=false&wai=false&time_mode=ROLLING&time_most_recent=true&lang=EN&cfo=%23%23%23%2C%23%23%23.%23%23%23
http://appsso.eurostat.ec.europa.eu/nui/show.do?query=BOOKMARK_DS-108805_QID_5F0E83B7_UID_-3F171EB0&layout=TIME,C,X,0;GEO,L,Y,0;SEX,L,Z,0;WSTATUS,L,Z,1;UNIT,L,Z,2;AGE,L,Z,3;INDICATORS,C,Z,4;&zSelection=DS-108805SEX,T;DS-108805UNIT,PC;DS-108805INDICATORS,OBS_FLAG;DS-108805AGE,Y18-24;DS-108805WSTATUS,POP;&rankName1=WSTATUS_1_2_-1_2&rankName2=UNIT_1_2_-1_2&rankName3=AGE_1_2_-1_2&rankName4=INDICATORS_1_2_-1_2&rankName5=SEX_1_2_-1_2&rankName6=TIME_1_0_0_0&rankName7=GEO_1_2_0_1&sortC=ASC_-1_FIRST&rStp=&cStp=&rDCh=&cDCh=&rDM=true&cDM=true&footnes=false&empty=false&wai=false&time_mode=ROLLING&time_most_recent=true&lang=EN&cfo=%23%23%23%2C%23%23%23.%23%23%23
http://appsso.eurostat.ec.europa.eu/nui/show.do?query=BOOKMARK_DS-108805_QID_5F0E83B7_UID_-3F171EB0&layout=TIME,C,X,0;GEO,L,Y,0;SEX,L,Z,0;WSTATUS,L,Z,1;UNIT,L,Z,2;AGE,L,Z,3;INDICATORS,C,Z,4;&zSelection=DS-108805SEX,T;DS-108805UNIT,PC;DS-108805INDICATORS,OBS_FLAG;DS-108805AGE,Y18-24;DS-108805WSTATUS,POP;&rankName1=WSTATUS_1_2_-1_2&rankName2=UNIT_1_2_-1_2&rankName3=AGE_1_2_-1_2&rankName4=INDICATORS_1_2_-1_2&rankName5=SEX_1_2_-1_2&rankName6=TIME_1_0_0_0&rankName7=GEO_1_2_0_1&sortC=ASC_-1_FIRST&rStp=&cStp=&rDCh=&cDCh=&rDM=true&cDM=true&footnes=false&empty=false&wai=false&time_mode=ROLLING&time_most_recent=true&lang=EN&cfo=%23%23%23%2C%23%23%23.%23%23%23
http://appsso.eurostat.ec.europa.eu/nui/show.do?query=BOOKMARK_DS-108805_QID_5F0E83B7_UID_-3F171EB0&layout=TIME,C,X,0;GEO,L,Y,0;SEX,L,Z,0;WSTATUS,L,Z,1;UNIT,L,Z,2;AGE,L,Z,3;INDICATORS,C,Z,4;&zSelection=DS-108805SEX,T;DS-108805UNIT,PC;DS-108805INDICATORS,OBS_FLAG;DS-108805AGE,Y18-24;DS-108805WSTATUS,POP;&rankName1=WSTATUS_1_2_-1_2&rankName2=UNIT_1_2_-1_2&rankName3=AGE_1_2_-1_2&rankName4=INDICATORS_1_2_-1_2&rankName5=SEX_1_2_-1_2&rankName6=TIME_1_0_0_0&rankName7=GEO_1_2_0_1&sortC=ASC_-1_FIRST&rStp=&cStp=&rDCh=&cDCh=&rDM=true&cDM=true&footnes=false&empty=false&wai=false&time_mode=ROLLING&time_most_recent=true&lang=EN&cfo=%23%23%23%2C%23%23%23.%23%23%23
http://appsso.eurostat.ec.europa.eu/nui/show.do?query=BOOKMARK_DS-108805_QID_5F0E83B7_UID_-3F171EB0&layout=TIME,C,X,0;GEO,L,Y,0;SEX,L,Z,0;WSTATUS,L,Z,1;UNIT,L,Z,2;AGE,L,Z,3;INDICATORS,C,Z,4;&zSelection=DS-108805SEX,T;DS-108805UNIT,PC;DS-108805INDICATORS,OBS_FLAG;DS-108805AGE,Y18-24;DS-108805WSTATUS,POP;&rankName1=WSTATUS_1_2_-1_2&rankName2=UNIT_1_2_-1_2&rankName3=AGE_1_2_-1_2&rankName4=INDICATORS_1_2_-1_2&rankName5=SEX_1_2_-1_2&rankName6=TIME_1_0_0_0&rankName7=GEO_1_2_0_1&sortC=ASC_-1_FIRST&rStp=&cStp=&rDCh=&cDCh=&rDM=true&cDM=true&footnes=false&empty=false&wai=false&time_mode=ROLLING&time_most_recent=true&lang=EN&cfo=%23%23%23%2C%23%23%23.%23%23%23
http://www.europarl.europa.eu/RegData/etudes/etudes/join/2011/460048/IPOL-CULT_ET%282011%29460048%28SUM01%29_EN.pdf
http://www.europarl.europa.eu/RegData/etudes/etudes/join/2011/460048/IPOL-CULT_ET%282011%29460048%28SUM01%29_EN.pdf
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Section 3 

Provision of the right skills 

The big challenge for apprenticeship is to improve the capacity of VET to respond to changes in 

labour market requirements where today's students will start their career in 2020 and which will 

last at least 30 years of their professional life. Forecasts show that the demand in the labour 

market for a number of current occupations is decreasing, and the demand for some of them will 

disappear; for some occupations, where demand is increasing, there are no formal educational 

programs, especially in the emerging technological and digital sectors. 

 

In order to respond to these challenges, the German Federal Ministry of Education and 

Research (BMBF) launched a new "VET 4.0" initiative in 2016, aimed at rapidly orienting initial 

and continuous vocationaleducationin line with to the requirements of economy digitization. This 

initiative includes elements such as the 'Skills for the digital work-place of a tomorrow', an 

initiative that will analyze the effects of digitization on the qualification requirements of selected 

occupations; launching a special program on digitization in Inter-Company professional training 

centres and competence centres with the aim of modernizing training for specialized trained 

personnel, especially for SMEs, by providing funding and support in the procurement of digital 

equipment and the adaptation of the learning and teaching process; providing funding and 

support to improve the digital skills of education and training staff; as well as launching a 

program that would provide support for SMEs in the adaptation of their qualification processes 

to enable them to acquire digital skills in the learning process at the workplace. 

As the process of establishing a dual system in Italy is at the very beginning, there aregreat 

hopes in its contribution to ensuring the right skills for the labour force, although SMEs consider 

it necessary to make decisive steps to improve the quality of technical and vocational education 

and training. There is still a clear distance between educational programs and labour market 

needs, primarily due to the lack of updating teaching staff about the current skills neededby 

companies, but also because schools do not have advanced equipment as companies have. In 

order to solve this distance it is essential promoting major dialogue and cooperation among 

labour world and educational world (schools, universities, VET providers), since the fastness of 

labour needs changement is such to be very hard to be conciliated with times of education and 

teaching programmes. Only a permanent and structured dialogue and cooperation among 

actors involved couldguarantee the prevention of skills mismatch, and to do so it is essential 

identifiy opportunities for an effective confrontantion among actors. At the moment, many tools 

has been established at national and regional level, from national and regionalmultistakeholder 

table to local school comitees, but these tools need time to be effective and well distributed in all 

territories. Also, the process of planning the necessary skills is in difficulty because of a great 

amount of researches and source of information which identify the demand for skills in the 

coming decades: from one hand would be important that such studies would be disseminated to 

“not professionals” audience, from another hand would be essential more transparency of them. 

However, there isan increasing awareness of actorsthat since in a continuing changing society 

is difficult if not impossible to forsee which new skills or professions would be needin the future, 
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transversal skills have a more relevant role. Digital skills, better preparedness for change and 

adaptation to situations, entrreprenernial mind, as well as strong capacities for lifelong learning 

and self-training are of more interest in the country and their importance are widely taken into 

consideration in policies at national and regional level. 

Bosnia and Herzegovina is still struggling to ensure higher quality of existing education 

programs in traditional occupations and little attention is paid to the challenges brought by 

disruption, digitization and globalization of the economy. 
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Section 4 

Provision of quality and 

excellence as a tool to empower 

people with apprenticeships 

In order to develop the brand of apprenticeships, it is necessary for VET policies to be 

stimulated with aim to ensure the sustainability and excellence of vocational education and 

training. In a knowledge-based economy, industrial production must have a world class VET. 

In an economy that is strongly disrupted by technological changes, apprenticeship’s task is to 

empower people to adapt to new circumstances and to manage changes. In this process, the 

success of VET is important in enabling people to acquire knowledge, skills and competences 

that are not strictly related to occupations such as key competencies i.e. ICT skills and 

competences as well as foreign language skills. 

 

In a view of these developments - and due to the significant changes in qualification profiles in 

the course of Industry 4.0 and Work 4.0 - dual vocational training must be consistently aligned 

to the requirements of tomorrow and the day after tomorrow. This is the only way to meet the 

demand for skilled workers in Germany in the long term. 

In order to meet this challenge, the expressed need for a dual vocational training system in 

Germany needs innovative content and didactics. In this process, educational providers play a 

central role in the formulation and communication of professional requirements in initial and 

continuous training - both in the development of curriculum specifications and in their 

implementation with aim that studentsacquire skills that are not directly related to occupations 

they are educated for but which will be key skills in their careersdevelopment. 

In Italy, there is a stakeholder consensus on the need to ensure the sustainability and 

excellence of VET, but the progress is being made much more difficult due to small investments 

in education, which makes it difficult to ensure first-class VET. ECVET European recognition 

system is very useful for SMEs in terms of mobility facilitation but it is not sufficient to increase 

the quality of training paths.In 2017 the Ministry of Education in Italy produced a binding 

document to promote and garantee all students’ rights and obligations during their work 

experience (Carta deidiritti e deidoveridellestudentesse e deglistudenti in alternanza).
5
 The 

document sets out to better informall students and their families regardsmany aspects of the 

three year compulsory work experience such as the expectations, opportunities, rules, safety, 

evaluation and includes many clarifications regards the role of SME tutors. 

The stakeholders consider transversal skills as essential for employability, innovation and active 

citizenship. However, these skills are often less represented in formal education and training 

and people are mainly gaining them through both informal and non-formal learning experiences. 

In order to ensure the progress in this field, great expectations are given to work-based learning 

                                                           
5
 See: http://www.alternanza.miur.gov.it/allegati/2017/Carta-dei-diritti-e-dei-doveri.pdf 
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programs that can be an excellent tool for acquiring these skills. The ability to use knowledge 

and skills gained through formal, non formal and informal learning in employment, education as 

well as in personal and professional development requires integrating what one knows with 

what one can do. VET offers students the opportunities to solve problems, take initiative, learn 

by doing, be creative and innovate, understand complex issues, negotiate and be adaptable as 

some of the key transversal skills developed. The Ministry of Education inItaly has set up a 

Digital Plan that should be integrated within schools allowing students to have the necessary 

software,
6
 tools and knowledge to develop digital skills as part of the lifeskillsthey will need to 

face their futures.An increase in national and regional investments in policies and funding to 

develop digital skills can be observed such as the Tuscan Region’s set up of a4.0 Industrial 

Portal which is recognised by the European Commision and Digital Innovation Hub, a network  

which aims to bring together those working in research, business, training, employment, 

innovation locally.
7
 

 

Bosnia and Herzegovina is sporadicallyworking on modernizing curricula to improve the quality 

and excellence of VET, with the support of EU funds and through the activities of the German 

GIZ (The Deutsche Gesellschaftfür Internationale Zusammenarbeit); however, there is no 

systematic effort to improve vocational education in line with needs of a knowledge-based 

economy, which has a major impact on the weakening of the attractiveness of VET education 

for young people. 

In Bosnia and Herzegovina, there is a gradual development of awareness on needs to act at all 

levels in order to improve skills acquired during vocational education. The awareness on the 

importance of acquiring digital skills and the role of information technology as a way to build 

future reforms in VET is more and moredeveloping. However, the introduction of new 

technologies and process of acquiring new skills is still reserved for the university level of 

education, and educational programs still do not give more importance to the adoption of 

interpersonal skills since they are mainly focused on skills directly related to the qualifications 

acquired during the VET attendance. A research conducted among companies in Gorazde has 

shown that companies expect the new employees to equally possess technical skills related to 

professional qualifications as well as interpersonal skills. Also, many companies expect future 

employees to be computer literate and to have the basic digital skills that are necessary for work 

at their workplace. 

 

 

 

 

 

 

                                                           
6
 http://www.istruzione.it/scuola_digitale/allegati/Materiali/pnsd-layout-30.10-WEB.pdf 

7
http://www.regione.toscana.it/imprese/industria-e-artigianato/fondo-rotativo-investimenti-artigianato/-

/asset_publisher/eonjZadAbVH6/content/piattaforma-4-0-
normativa;jsessionid=75C291AB3BBAC28BF7012BA29D9501A0.web-rt-as01-p1 
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PART TWO 

Progress in ensuring provision of  

High-performance apprenticeships & 

work-based learning 
 

At the end of 2015, under the chairmanship of the European Commission, the Working Group 

on Vocational Education and Training (WG on VET) had developed 20 principles with a purpose 

of responding to the ET 2020 objectives 'Retinking Education' and the Bruges Communiqué as 

well as the Riga conclusions of June 2015 in order to promote work-based learning in all forms, 

with special attention to apprenticeship and its relevance to the labor market. 

This chapter presents views, progress and results achieved in the regions covered by the 

project „Support for Small and Medium sized enterprises engaging in apprenticeships: Getting 

SMEs on Board“and their efforts in the promotion of apprenticeships and other forms of work-

based learning in the areas of national governance and social partners' involvement, support for 

companies, and particular SMEs, offering apprenticeships, attractiveness of apprenticeships 

and work based leaning and improved career guidance and quality assurance in work-based 

learning. 
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Progress in securing high performance apprenticeships and work-based learning was analyzed 

in four key segments. The next four sections outline the activities undertaken to increase the 

level of government's involvement as well as the involvement of social partners in ensuring a 

regulatory framework that allows active participation in the development of aprenticeship and 

work-based learning, of the level of support provided to SMEs providing apprenticeships, 

activities undertaken to promote the attractiveness of apprenticeship and to promote career 

counseling as well as activities in developing quality assurance at work-based learning. 
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Section 5 

Increasing Government’s and social 

partners' involvement 
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Clear and consistent legal 

framework for apprenticeships 

and work based learning  

A law manages formal apprenticeship and therefore, it is important to have a clear and 

consistent legal framework that is indispensable for high-quality apprenticeship and work based 

learning experiences, consistent with other legal frameworks and regulations. 

 

Dual vocational training in Germany is regulated by a number of laws and regulations (see 

below) which form the framework and ensure the quality of dual vocational training: 

Vocational Training Act BBiG The BBiG is the most important law for dual training. It was 

completely reformed in 2004. It regulates almost all general conditions, such as the duties of the 

trainee and the duties of the trainer in dual vocational training. The BBiG also specifies the 

conditions under which the dual training can be terminated. 

The Youth Employment Protection Act only applies to minors in dual vocational training. It 

mainly regulates the working and holiday periods for underage trainees. 

The Working Hours Act applies to adults in dual vocational training. It regulates the maximum 

working times. If the training contract or a collective agreement stipulates shorter working hours 

for training, these shall apply. 

The Federal Leave Act regulates leave entitlements for adults in training. It also applies in 

some cases to minors, e.g. concerning the payment of holidays. The federal holiday law only 

stipulates the minimum holiday entitlement. More leave can be guaranteed in collective 

agreements or training contracts. 

The training regulations are also very important for dual training. There are separate training 

regulations for each dual training occupation. The training regulations also include the training 

framework plan and the examination regulations. For each state-recognized training occupation, 

it determines how long the training lasts and when which training content must be taught.All 

training regulations can be downloaded from the website of the Federal Institute for Vocational 

Education and Training (www.bibb.de). 

Collective agreements are concluded between trade unions and employers' associations and 

generally also apply to dual training contracts. A collective agreement is valid for one industry or 

only for one company, nationwide or only for individual federal states. A collective agreement 

regulates, among other things, holiday entitlements, working hours, salary, Christmas and 

holiday pay during training. However, it must always be clarified whether a collective agreement 

also applies to a certain training relationship. 

The training contract is concluded between the trainer and the trainee. As a rule, a template is 

used by the competent authority. The training contract defines important framework conditions 

for the training relationship. For example, the training contract specifies the remuneration that 
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the trainee receives during the individual training years. The training period is also precisely 

defined here, if necessary taking into account a reduction in the training period. In addition, the 

training contract specifies the trainer who is responsible for the training. The training contract 

must also include an in-company training plan showing how the training framework plan for the 

training occupation is to be implemented in the company. 

 

With the rise of age for compulsory education (law 296/2006) and the subsequent implementing 

decrees (Ministerial Decree n. 139, 22nd August 2007), the alternation system ceases to be a 

collateral factor of the ordinary teaching system and turns into a stimulating element for 

innovation. In a certain sense, the regulation of compulsory education creates the real 

conditions for the method of alternation to be a widespread practice and to gain recognition 

within the educational system. 

The training paths for the school-work alternation are then referred to and enhanced by the 

Presidential Decree of 15th March 2010, in articles 87, 88 and 898, as a systematic method to 

be introduced in curricular teaching and declined according to the different specific courses, 

reiterating some indications contained in the aforementioned legislation. 

But it is only recently that the educational collaboration between schools and the world of work 

has recorded important developments, placing our country in line with the European guidelines 

on training and education. 

First of all, this was achieved thanks to law n. 107 of 13th July 2015 (known more familiarly as 

La Buona Scuola), which  considers the alternation between school and work as a real system 

within each specific course, through compulsory paths of alternation in the second two-year 

period and in the last year of upper secondary school, with a different total duration according to 

the type of school: at least 400 hours in technical and professional institutions and at least 200 

hours in high schools (the so-called Licei in Italy), to be included in the three-year plan of the 

educational offer. 

Secondly, this is happening with the changes introduced by legislative decree n. 81, 15th June 

2015, which implements the Jobs Act. These changes enhance apprenticeship aimed at 

acquiring a diploma of upper secondary education9. 

The issue of the Charter of Rights of Male and Female Students (Carta dei Diritti delle 

studentesse e degli studenti - Decree m. 195, 3rd November 2017), a regulation composed of 7 

articles explaining the rights and duties of male and female students during the activities of 

School-Work Alternation in the last three years of secondary school, strengthens even more the 

collaboration among the subjects involved: school, world of work, students, families. 

The objectives and necessary outcomes regarding apprenticeships in the law are clearly stated 

but schools and other stakeholders have often faced difficulties in implementing them due to a 

lack of support to set up the system.   

The last document is the “Note prot. 3355/AOODGOSV on 28.03.2017” which contains 

                                                           
8
Regulations for the reorganization of high schools (licei), technical institutes and professional institutes issued 

by the President of the Republic. 
9
Legislative Decree n. 81, articles 41 and following, 15

th
 June 2015. 
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interpretative clarifications concerning school-work alternation have been published in response 

to the most frequently asked questions received from educational institutions, families and 

school stakeholders.  

Given that the regulatory interventions are very recent, more time is needed to get them work 

effectively and uniformily throughout the country. Also, the introduction of the compulsory with 

the new legislationhas been perceived by the different actors, schools and companies, as 

something not completely shared with the main stakeholders so many has been object of 

criticism and disputes, especially since at its initial stage local actors weren’t prepared and not 

well informed of its importance and many fragmentation in law interpretation, especially in the 

field of safety and health at work. Nowadays dissemination of information and clarification on 

“hot” topics regarding work based learning are increasing, but much work is still needed in order 

to sensibilize students, families and public opinion.  

 

In Bosnia and Herzegovina, there is no clear framework for the apprenticeship as it is defined in 

Germany; In Bosnia and Herzegovina, there is a framework Law on secondary vocational 

education, which devotes very little attention to the issue of practical training. A similar situation 

exists in the entity / cantonal Laws on secondary educationand other relevant regulations that 

are not adapted to ensure the effective execution of apprenticeships. Only in the BPK Gorazde, 

the Ordinance that should address this issue in more detail is in the developing phase but 

itsimpact will be limited because there is no clear legal framework. 
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The development of a 

structured, continuous dialogue 

between all partners  

For the development of apprenticeships, it is important to ensure progress at the regional and 

local levels in structured, continuous dialogue between all actors involved  including a 

transparent way of coordination and decision-making. International experience shows that, 

employers’ engagement and constructive dialogue with employees’ representatives are the 

most fundamental conditions for a successful apprenticeship system.  

 

The President of the Federal Institute for Vocational Education and Training (BIBB), Friedrich 

Hubert Esser, spoke out in favour of three concrete structural policy approaches in 2017 to 

further develop dual vocational training in Germany. He calls for small and micro enterprises to 

be made attractive again as places for training and employment, for the professional system to 

be strengthened through the consistent implementation of the work-family concept and for 

occupational profiles to be adapted to the digital age. 

 

Structured dialogue between stakeholders involved (public institutions, social parties)is 

guaranteed in different form from national to regional level. For the determination of policies on 

education, study, guidance, vocational training and the definition of related programme and 

policy choices at regional level, Tuscany Region has established with regional law 32/2002 the 

permanent regional Tripartite Commission, to ensure the participation of social partners. The 

Commission carries out planning tasks, proposals on education, study, career guidance, 

training, including identification of professional training needs and evaluation of the 

effectiveness of training interventions. It also deals with labour mediation and policies - limited 

to the functions of regional competence - as well as with the evaluation and verification of 

results in relation to the guidelines and objectives elaborated by the Region. 

At local level, there are different forms of structured and not-structured dialogue among schools, 

smes and public institutions: school comitees where local representatives of smes or/and 

employees are invited, local multistakeholder table, projects with multistakeholder partnerships.  

Nonetheless employers’ engagement and constructive dialogue with employees’ 

representatives needs to be  implemented and encouraged not just in formal ways, but in 

permanent relations based on trust and mutual cooperation, in which intermediary organizations 

can give a high qualified contribution.  

 

In Bosnia and Herzegovina, in the part of the Republic of Srpska, Councils for education and 

employment have been formed, that include stakeholders working in the issue of improving the 

labour market and education,with aim to develop structured dialogue at the regional level. The 

purpose of these Councils is to improve communication between all actors and to propose 
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measures for improvement of education and labour market flexibility. On the other hand, 

theTripartite Committees have been established at the Cantonal level in the Federation BiH to 

discuss issues related to ensuring co-ordination and decision-making in the field of education 

policy, involving representatives of educational authorities, business associations, schools and 

public employment services. Cooperation among key stakeholders has been particularly 

developed in BPK Gorazde, wherein the various committees, the challenges of education 

regarding the harmonisation between supply and demand for labour skills, issues related to 

improving the education process, taking measures to improve the skills of the labour force and 

introducing innovations in the educational process are jointly discusses. 
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Strengthening the role of social 

partners by capacity building, 

assuming ownership and taking 

on responsibility for 

implementation 

Employers are the key drivers in developing and maintaining apprenticeship and work based 

learning systems, who are interested in their high performance. On the other hand, employees’ 

organisations and trade unions play an important role in helping to ensure apprentices' legal rights, 

whereof one of them is the quality assurance of delivered training. For an apprenticeship system to 

flourish social partners' engagement needs to go beyond the advisory role, 'to take part in the 

governance of apprenticeship systems and to contribute to the design of curricula and their 

adaptation over time'. How successful are we in supporting and developing this process from 

different angles - such as capacity building of social partners; increasing social partners' role of in 

the decision-making process; social partners taking on responsibility for co-management and the 

like. 

 

In order to strengthen the capacities of the social partners in the education sector in Germany, 

the Alliance for Education and Training 2015-2018 was established to strengthen vocational 

education and training, the Federal Government, the representatives of industry, the trade 

unions, the Federal Employment Agency and the Länder and the Federal Ministry of Economics 

and Energy jointly sealed the new Alliance for Training and Further Education on 12 December 

2014. 

Within the framework of this programme, trainees and companies can access a wide range of 

support.i.e. Better support for in-company vocational training; Assistance during training; 

Promotion of vocational training by the Federal Employment Agency; Initiative VerA - Strong 

through training. 

In the dual system of vocational training, training takes place in recognised training occupations 

at the vocational school and training company learning locations. The federal government 

regulates training at the company as a learning location by means of training regulations. For 

vocational schools as a place of learning, the Conference of Education Ministers adopts the 

framework curriculum for vocational education, which is coordinated with the corresponding 

federal training regulations in accordance with the "Common Protocol on Results..." of 1972. 

Both means of organisation form the common basis for training in the dual system. 

Framework curricula are based on the level of the lower secondary school leaving certificate. 

However, since vocational schools are attended by young people and adults, who differ in their 

educational background, learning ability, cultural background and experience from the 

respective training companies, the framework curricula must be open enough to allow them to 

adapt to the needs of teaching in the Länder. The Länder can therefore adopt the framework 
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curriculum of the Conference of Ministers of Education and Cultural Affairs directly and 

unchanged or implement it in their own curriculum. - Current framework curricula for vocational 

education at vocational school on recognised training occupations in accordance with the 

Vocational Training Act (BBiG) and the Crafts Code (HwO) are available for the download on 

the respective websites. 

In order to improve the role of social partners in Italy, a “bottom-up” approach is developing 

through the creation of contact points between the central educational authorities and regional 

legislatures that jointly, through the commissions, contribute to the enhancement of the role of 

social partners. In order to improve work-based learning in the region of Tuscany, a resolution of 

the regional council was signed defining an agreement between the Region and the social 

partners, which strengthened the transition of people from the world of education to the world of 

work.One of most interesting tools established by the national legislation, is the 

compulsoryparticipation of representatives of companies (employers or employees 

representatives) in school comitee for work based learning programmes. These tool is 

perceived as a great opportunity for actors to start a sound collaboration and a mutual 

knowledge, but since the establishment is quite new and recent, time is still needed in order to 

increase the effectiveness of the tool from a formal fulfilmentto an effective practice. 

The role of social partners in the promotion and implementation of alternation paths is 

fundamental, in particular for the following aspects: 

 Promote and facilitate school / business matching. The ability of the social partners to 

play a role of intermediary between businesses and schools certainly facilitates the work 

of identifying individuals and their communication and cooperative facilitation. 

 Quality and sustainability of alternation routes. All students in need must have this 

opportunity, but with sustainable ways of doing business for the companies and other 

host structures. Project reps coherent with the school curricula, adaptability of contents 

and durations to the needs of companies, promotion of team-working among young 

people will be tools promoted to the maximum extent to favor quality alternation paths. 

 Alternation as an opportunity to discover the territory. Through the alternation students 

can learn about the territories and their productive world, deepening the historical and 

cultural aspects of their territory and their identity. 

 Valuing good alternation practices. The social partners can monitor the good practices 

that develop in the territory, thanks to their privileged relationship with the companies they 

represent. 

 Valuing and disseminating information for the purpose of alternation. The analyzes and 

databases of the social partners, including on professional needs, can be useful for 

stimulating projects that are coherent with the evolutionary trajectories in progress 

In Bosnia and Herzegovina, besides activities carried out within the EU and internationally 

supported projects, there are no significant initiatives initiated by local authorities to strengthen 

the role of social partners and develop their capacities to enable assuming ownership and 

taking on responsibility for implementation of their role in apprenticeships process. 
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Development of the systematic 

cooperation between VET 

schools or training centres and 

companies 

A continuous dialogue between all partners and the involvement of social partners are important 

pre-conditions for high-quality apprenticeships and work based learning. However, to be 

effective such as dialogue should not only concern negotiation on reforms, regulations and 

standards at national or regional level, but also local practices and the way VET schools or 

training centres and companies cooperate.  

For the development of apprenticeships, it is very important to make progress in supporting 

development of SMEs' limited administrative resources with the aim that SMEs benefit from 

such collaboration and support, including access to skilled and specialized labour, access to 

regional innovative networks or other opportunities to improve their business activities. 

 

In the course of demographic development and the social trend towards academic 

qualifications, it is becoming increasingly difficult for companies to find suitable applicants for 

vocational training. In addition, some school leavers barely have the qualifications required to 

successfully complete an apprenticeship or have unclear ideas about their professional goals. 

Cooperation between schools and companies is therefore becoming increasingly popular and 

profitable for both sides. With the help of the companies, schools are better able to give their 

pupils practical insights into the world of work and the real demands of working life. Companies, 

on the other hand, can establish contacts with potential young people at an early stage and 

promote interests and tendencies. They may also provide orientation for young people who are 

less comfortable with the learning situation at school. In addition, companies can contribute to 

economic education, to technology education and to the development of new technologies. or 

contribute to an interesting and lively school program in the afternoon. 

Cooperation between companies and schools builds a bridge between "theory and practice" that 

promotes a dialogue based on partnership and challenges active shaping of the future. The 

successful transition of school leavers from school to vocational education and training is 

designed in such a way that always attaches particular importance to cooperation. 

In the National Pact for Training and the Securing of Skilled Workers, the central business 

associations with the Federal Government and the Länder, therefore decided to send each 

interested school a partner from industry and to further expand the existing school cooperations. 

 

The engagement of SMEs is essential in order to develop a systematic cooperation with 

schools, and it is the basis we need to start from in order to facilitate effective collaboration 

among actors involved. 
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Among major barriers that small and medium enterprises can encounter, the lack of financial 

incentives and a limited distribution of training costs is one of the major barrier. This challenge 

can be minimized by improving support services for employers. Employers often value receiving 

local advice for their institutional and legislative questions. Similarly, employers could be more 

likely to engage with the alternanza system that is streamlined across and between government 

institutions. In addition to incentives, one way to improve the engagement of employers in 

apprenticeships is to support intermediaries that can help employers navigate the alternanza 

Scuola lavoro system. Bridging institutions such as employers organisations, trade unions, 

chambers of commerce can mobilise businesses, find appropriate engagement methodologies, 

appropriate training approach and tools, negotiate with governments. They can also act as 

sources of local knowledge and can help to translate national or regional schemes into practice. 

However, intermediary bodies need deep knowledge of the training system to be able to advise 

on such issues, and this knowledge is sometimes to be improved. 

 

In Bosnia and Herzegovina, partnership and systemic cooperation between VET schools and 

companies is growing, but there are some objections on poorly respected views of companies 

by educational authorities, especially when it comes to companies' demands to become more 

involved in systemic reforms in vocational education. Also, very little is being done to support 

SMEs in developing their administrative capacities in the field of apprenticeships, and existing 

regulations have a disincentive effect on smaller companies (with less than 50 employees) to 

become engaged in apprenticeships. 
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Sharing costs and benefits to the 

mutual advantage of companies, 

VET providers and learners  

Responsibilities, governance structures and funding models for apprenticeships vary 

considerably among European countries where two main financing models can be identified - 1) 

Public sector as the main source of finance where apprenticeship schemes are predominantly 

school-based; 2) Sharing financing between enterprises, public sector, households and 

learners. Although it is difficult to compare the financial support between these two models, the 

general question is 'whether the policy framework sufficiently contributes that financing of 

apprenticeship is shared in a way that provides motivation for companies, VET schools or 

training centres as well as learners to engage in apprenticeship? At what point the approach of 

sharing costs is simplified? To what extent the apprenticeship is pay off for companies? How fair 

are apprentice's wages / remunerations? 

 

The last study on the gross and net costs of trainees was carried out by BIBB in 2012/213.  

Business management perspective on costs: 

How much does training cost companies from an economic point of view and what benefits 

does it provide in return? Answer: the annual expenditure for an apprentice amounts to almost 

18,000 euros. These gross costs include personnel costs for trainees and training personnel as 

well as investment and material costs.But: The trainee compensates for two thirds of the costs. 

An apprentice not only costs money, but also does part of the work. The study shows that the 

companies generate an average of 12,535 euros per year from the trainees' productive 

contributions. Deducting these earnings from the gross costs results in net costs of 5,398 euros 

per year. Two thirds of the gross costs are thus compensated by the performance of the 

trainees. 

Conclusion: Sensible investment of money: Despite the initially high costs, the training of young 

people pays off.  A central benefit arises above all when companies take on their trainees as 

skilled workers after their training. In this case, training companies no longer have to look for 

skilled workers on the labour market and train them additionally. By taking on trainees, a 

company can thus save the search and adaptation costs of skilled workers, on average € 8,715 

per new skilled worker. In addition, he makes himself independent of the labour market and can 

prevent possible downtime costs. On average, the companies take on 60 percent of their 

trainees on a fixed-term or permanent basis.  

Economic perspective: Training as a basis for economic strength 

With their work, the companies make a significant contribution to economic development in 

Germany. For without in-company training participation, the provision of skilled workers and 

thus the maintenance of economic strength and the integration of young people into the labour 

market in its current form could not be guaranteed. 
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In Italy, the assertion that companies benefit from the traineeship because through it they can 

identify qualified personnel for their needs is true, but identifies only a marginal aspect in the 

path that drives an entrepreneur to make himself/herself available to carry out internships in his 

or her company. In fact, if we think about the great number of existing small and micro 

companies, it is clear that their ability to insert new staff is very limited. The willingness to 

guarantee the presence of trainees within the company is then also related to motivations of 

personal nature, which concern the entrepreneur's gratification as holder and possible speaker 

of important values, not only professional but also linked to the history of a profession and a 

social culture that can derive from it. This is why it is so important to talk about the benefits from 

which the entrepreneur can take advantage thanks to the presence of trainees in his/her 

company, but perhaps it is even more important to talk about all those measures that can 

cancel any penalties for those same entrepreneurs, both in terms of direct costs and of 

bureaucratic practices to be carried out. It is even more important to guarantee, of course after 

a careful selection of the entrepreneurial profiles to be used and a pre-set checking plan, an 

appropriate autonomy to company tutors in the concrete management of the training plan. 

 

In Bosnia and Herzegovina, the cost of initial vocational training conducted in schools is fully 

funded from public funds in the amount of about 4500 Euros per student. The costs of carrying 

out vocational work-based training are fully borne by the company. Companies have the 

opportunity to obtain support in co-financing the learning process at the workplace in the form of 

co-financing costs of raw materials, protective equipment for students and financing of student 

transportation costs. Improving the situation in this area is difficult to expect until the legislation 

is improved in order to clearly define the participation of individual actors in the process of 

learning at the workplace, only within special programs financed from EU funds or other donor 

resources, 

Improving the situation in this field is difficult to expect until the legislation is improved in order to 

clearly define the participation of individual actors in the process of work-based learning. 
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Section 6. 

Support for companies, in particular 

SMEs, offering apprenticenships 

 

In order to provide a high-quality apprenticeship, it is important to ensure focus on companies 

and SMEs that have no prior experience with aprenticeship and that may need financial and 

non-financial support measures. This focus is necessary from the reason that, if the 

apprenticeship model focus primarily on large companies, we risk creating an apprenticeship 

model with too narrow approach that will not be able to provide to apprentices an opportunity to 

develop skills in accordance with a wide range of labor market needs. In many cases, SMEs 

prefer to hire trained workers rather than to train them because the apprenticeships require 

time, money and human resources. Such resources are scarce and therefore, it is necessary to 

provide specific support measures to motivate SMEs to make apprenticeships more accessible 

and manageable for them. 

The following pages show the progress that has been made in providing support measures for 

SMEs, finding the right balance, helping companies without experience with apprenticeship, 

supporting companies in providing apprenticeship for disadvantages apprentices as well as 

taking measures to motivate and support companies in developing qualified trainers and tutors. 
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What are supporting measures 

that make apprenticeships more 

attractive and accessible to 

SMEs? 

Companies benefit from apprenticeship because they can provide a stable supply of employees 

specifically skilled for the company. At the same time, however, the company faces challenges 

related to apprenticeship such as administrative tasks, organising apprenticeship trainers, co-

operation with VET schools etc, which leads to the fact that companies prefer to hire a skilled 

workers rather than to train them because apprenticeship requires time, money and human 

resources. Such resources are scarce, particularly in SMEs. For this reason, it is important to 

find out what measures are being taken to make the apprenticeship more accessible and 

manageable for SMEs and what is the response given regarding the need of promoting the 

benefits of apprenticeship to employers; promoting a training culture among SME's; arranging 

collaborative, exterior training for SMEs that cannot provide training for a full apprenticeship; 

providing start-up information and tool kits that help SMEs; and Matching services? 

 

In Germany, one of the main reasons why apprenticeship is more attractive and affordable for 

SMEs is that trainees are inexpensive and that there are incentives for enrolling students with 

bad grades, which contributes to their increased interest in apprenticeships. 

Some of the reasons why apprenticeships are attractive to SMEs are: 

- An apprentice already contributes to the company's turnover during his training. 

- With an apprentice, an SME avoids misplacements in the long run, as the company can 

pay close attention to him for two to three years. 

- If an SME takes on an apprentice after completing their training, an SME can save 

considerable training costs compared to hiring a new apprentice. 

- Furthermore, becoming an apprenticing company also means that... 

- an SME is automatically rejuvenated, 

- a breath of fresh air comes into the company, 

- the SME gains in a positive image. 

Despite all the advantages, a reasonable calculation is of course necessary to ensure that an 

apprentice really pays off. 

It is becoming increasingly difficult for medium-sized companies to fill their training places. One 

reason for this is the demographic development: there are fewer and fewer young people who 

are interested in vocational training at all. Many entrepreneurs do not know how to react to this, 

and they continue to search for the next generation of professionals using the traditional 

selection grid: They sort the applicants according to their school grades. Motto: The better the 

grades, the better the applicant. In this way, many companies look in vain for new talent. The 

situation has long since changed in many training occupations. It is not the companies that can 

 

Progress in ensuring provision of high-performance apprenticeships & work-based learning 

 

DE 



35 
 

choose the best applicants, but the young people with the top marks can choose the most 

interesting companies. 

Small companies that are urgently looking for junior staff must therefore inevitably lower their 

standards and also select applicants whose certificates are not full of top marks. However, 

companies are supported by government agencies in the integration of weaker young people 

who are not yet ready for training. 

For example, the local job centre provides a grant for entry qualification, such as for a long-term 

internship. If there are problems in training, the "assistance during training" program of the 

employment agency can help. This socio-educational support helps with school and also with 

personal problems of the young people. Both the trainee and the training company can apply for 

such assistance. 

Since the summer of 2015, there has also been a new instrument of assisted training, in which 

young people are accompanied prior to training, for example to reduce language and 

educational deficits or to promote theoretical skills. The company can apply for participation in 

the assisted training at any time during the training. To this end, the companies must first inform 

the employment agency of their fundamental willingness to train weaker applicants. The 

employment agency then places suitable applicants with the companies. 

 

In Italy, measures to encourage small and medium-sized enterprises are currently under way 

and it varies according to the type of action (school-work alternation, apprenticeship, 

traineeship). As for school-work alternation, incentives are limited.  

Currently forms of incentives activated in Italy, these can be divided into two types: those aimed 

at supporting companies economically, or those that support the company through the provision 

of services (consulting, training) for free. 

With regard to the economic incentives to support the business tutoring activity, these are 

mainly provided by the Chambers of Commerce system, which by virtue of the competences 

regarding school-work alternation (ASL) attributed to them by the current legislation and 

implementing the Project "Orientation to work and professions", approved by the Minister of 

Economic Development with the Decree of 22 May 2017, promote specific calls for the granting 

of contributions / vouchers to companies that host students within the ASL pathways referred to 

in Law 107/2015. 

In particular, these contributions have as their purpose: 

 encouraging the co-planning of schools and companies to increase the quality of the 

school-work alternation pathways; 

 support the involvement of companies in alternation paths, facilitating their registration in 

the RASL (National Register of school-work alternation) and contributing - for example - 

to the adaptation of documentation concerning safety in the workplace, as well as the 

development of tools for the evaluation of learning; 

 ensure the training of company tutors who assist students engaged in alternation 

activities. 

Businesses that intend to hire students who have worked in alternating school work can receive 

additional contributions. In fact, a contribution exemption for 3 years is envisaged for companies 

that take, within six months from the acquisition of the qualification, students who have carried 
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out alternating school-work courses or apprenticeships for the same employer for the 

qualification and the professional diploma. 

There are also other forms of incentives that do not directly support the company with financial 

contributions or reductions, but through the provision of free services such as: 

training courses, financed with public funds, on the subject of alternation dedicated to school 

and business tutors and some cases also to intermediary tutors; 

consulting services provided by experts for the development of alternation routes, such as that 

provided by ANPAL (National Agency for Active Labor Policies) in compliance with the protocol 

signed with the Ministry of Education to make available to schools and companies of the ANPAL 

tutors, labor market experts who can support both parties. 

 

In Bosnia and Herzegovina, there are no systematic measures to make apprenticeships more 

attractive and affordable for SMEs, due to the lack of a clear regulatory framework. However, 

what is interesting is that SMEs, despite lack of support measures, are significantly interested in 

engaging in an apprenticeships model. There is an equal number of companies involved in 

apprenticeships and number of companies interested in engaging in apprenticeship modelin the 

Bosnian-Podrinje Canton of Gorazde, but due to the actual regulatory framework and the lack of 

adequate educational programs, they are not able to provide vocational training through work-

based learning. 
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Focusing on companies having 

no experience with 

apprenticeships 

Many companies have no experience with apprenticeship. Even in the EU Member States with 

a long apprenticeship tradition, such as Denmark, about 70% of all businesses have no 

apprentices. This means that there is an unrealized potential to increase the capacity for 

apprenticeship. For this reason, it is important to find out how countries reflect this issue in 

terms of what measures are taken to attract these companies through financial (public financial 

subsidies for apprenticeship provision, direct subsidies to companies, subsidies for first-time 

apprentices, different subsidies for different sectors and professions) and non-financial 

measures (assistance in relation to various formalities and administrative tasks, accreditation as 

a training companies, identification of company's skill needs, recruitment procedures, 

administrative procedures, assessment and certifying of apprentices). 

 

What requirements does a company in Germany have to meet if it wants to train?The 

enterprise must be suitable in both type and equipment. This means that on the one hand it must 

meet the technical and organizational requirements, but on the other hand it must also meet the 

specialist requirements. There must be a trainer with the necessary qualifications. In most cases, 

this no longer has to be a master craftsman; one skilled worker is often sufficient. With many years 

of professional activity in this field, the Chamber of Industry and Commerce can also enable 

employees who have not learned the profession by means of a "professional recognition". The 

company should of course be able to provide all parts of the training. The Chamber of Industry and 

Commerce therefore takes a close look at the company and if something is missing, an inter-

company training is agreed for this area. 

What is the right way for a company to start training?The company should first contact the 

Chamber of Industry and Commerce. Then the company and the Chamber of Industry and 

Commerce together consider which vocational training courses are possible and which persons 

could be considered as trainers. This is followed by a joint assessment of how the companies 

should develop in the future, i.e. which forces are needed. The trend today is towards targeted 

personnel development. It is very important that companies really want to provide training.More 

and more companies are realizing that they have to train if they want to have good personnel. 

What can a company do if it cannot train all prescribed parts of an apprenticeship itself?If it 

contacts the Chamber of Industry and Commerce, a joint training can be organized for the relevant 

areas.  

So is there no obstacle to training for companies on this side?Mostly, not. However, the cost 

and time involved must be in proportion. If a company had to offer more than 60 percent of its 

training on an inter-company basis, it would probably not be possible.. 

The involvement of small and medium-sized enterprises with no experience of alternating paths is 

essential so that the tutoring system and the collaboration between the school world and the 
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business world become increasingly widespread. Nonetheless, this can only happen if the bases 

are first laid to encourage the diffusion of a "school work alternation culture", which involves the 

involvement of all the actors and the sharing of added value in the teaching and training 

methodology, such as growth of the territory and of human capital. 

 

To this end it is important to start from the media messages related to work school alternation. In 

fact, since the introduction of the compulsory school work alternation, a very dangerous 

demystification and counter-information has spread that on the one hand risks to badly inform 

students that they interpret the path not as an opportunity but as a form of work unpaid, on the 

other hand, it risks de-motivating companies that have decided to join and expel companies that do 

not yet have experience. 

This is why collaboration between institutions, representatives of students and families, 

businesses, social partners and media is important to prevent misinformation and the distorted 

vision of the aims of work-based learning paths. 

 

Although Bosnia and Herzegovina does not have systematic support for SMEs in order to get 

involved in the apprenticeship system, and given the underdevelopment of this apprenticeship 

model, the stakeholders generally consider that it is necessary to invest a lot in increasing 

awareness on the importance of greater involvement of SMEs in this process, to map interested 

SMEs and then work on promoting the organization of apprenticeship. For example, in the 

Bosnian-Podrinje Canton of Gorazde, 90% of companies do not have experience with the 

apprenticeship system, which represents an extremely unused resource for exploiting the full 

potential for apprenticeship. 
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Supporting companies providing 

apprenticeships for 

disadvantaged learners  

VET and apprenticeship schemes play an important role as regards the social inclusion of 

disadvantaged young people, who are often not in employment, education or training (NEETs), 

and in combating drop-outs and early leaving. Their inclusion in the apprenticeship may imply 

extra costs, and it is therefore important to find out what measures are being taken (financial 

and non-financial) to include them in the apprenticeships. 

 

Sometimes companies and young people cannot meet all the challenges of training on their 

own. For example, if the trainee needs special support at vocational school, has difficulties with 

colleagues or language barriers make everyday training difficult. In the worst case, there is a 

risk of dropping out of training - a worst-case scenario for both companies and trainees.The 

state and the Federal Employment Agency offer numerous support measures, which are 

generally free of charge for companies, so that there are no interruptions in the first place. The 

support offered ranges from socio-pedagogical support to professional tutoring and subsidies for 

training allowances. In many cases, this support is also available to refugees. Eligibility depends 

on the student's residence status and country of origin. 

 

In order to apprenticeships and work based learning play an important role in the social 

inclusion of disadvantaged young people in Italy, first of all, it is necessary to act on several 

fronts including awareness campaigns, informative actions to make companies aware of the 

strategies to motivate students at risk of early school leaving, and the problems that often come 

with this risk (low socio-cultural context, linguistic difficulties, disability, etc.) and incentive and 

technical support actions for inclusion and monitoring. 

Educational and career guidance is an important support that can contribute to the reduction of 

school dropouts, particularly for students at risk.It is also necessary to improve the matching 

between companies and students and to strengthen, where activated, or to activate mentoring 

activities for young people at risk of early school leaving. 

Also it is important to invest in career guidance so that we can identify companies that meet the 

real expectations of the students, so that they can feel gratified by the work they are going to 

do. On the other hand, we should constantly support, by financing them, company tutors during 

the first period of insertion so as to follow students in the acquisition of initial and fundamental 

skills. SME’s also need to have additional information and support both from schools and other 

competent stakeholders regarding placing, monitoring, evaluating students with Special 

Learning Needs. 

As we have seen above, the 107 law in Italy is the one which makes Alternanza Scuola Lavoro 

compulsory for all secondary school students in Italy. In line with its inclusion and integration 

policies, the Ministry of Education makes no specific mention of students with learning 

 

Progress in ensuring provision of high-performance apprenticeships & work-based learning 

 

DE 

IT 



40 
 

difficulties in the 107 law, thus including them as all other students. Only students with 104 

certification are exempt of ASL. How to deal with placing, supporting, monitoring and evaluating 

students with various disabilities and/or educational learning difficulties is someting which 

emergerd during the focus groups in the training needs analysis phase. It was particularly felt by 

school tutors but not only. 

Shifting from assessing students by what they know to what they can do and what competences 

they can develop is key to guaranteeing a meaningful ASL experience for students and their 

hosting Small or Medium Sized Enterprises. This shift in assessing skills and not knowledge is 

not automatic, especially considering that different languages are used by schools and PMI in 

terms of defining  skills (basic, key and crosscutting) and identifying what skills are necessary 

for ASL.  

Competences are contextualized strategies aimed at solving complex problems.  They are 

made up of knowledge and skills aimed at achieving an objective in a given context 

If we focus on the importance of developing these skills, then it becomes easier to find a 

common ground, a common language for schools and SME’s as the skills required by them for 

students to carry out their ASL are very much in line with those outlined above as citizenship 

skills. Focusing on skills development rather than on knowledge becomes even more important 

considering and monitoring ASL for students who have a disability or an educational learning 

difficlulty. It is therefore paramount and highly reccomended for schools and SME’s to share 

their reciprical knowledge regards examining which skills are needed or should be developed to 

carry out ASL and which skills students have and/or could potentially develop.  

This should not limit the welcome possibility of students and SME’s to learn more and develop 

more skills than planned. Monitoring and evaluatiing the process of ASL well should also 

facilitate mutual learning and allow for the student and tutors involved to adapt the ASL 

experience in the course of action if needed.   

 

The largest role in supporting disadvantaged young people in the search for the road to the 

world of work is provided by Public Employment Services (PESs) that offer a support program 

to develop their skills by attending vocational training in companies. Most of these programs are 

supported by PES funds, which allow companies to co-finance part of the costs of trainees. 

These programs are often also supported by EU funds where the cost of up-skills of the most 

vulnerable categories is financed. 

 

 

 

 

 

 

BH 



41 
 

 

 

Motivating and supporting 

companies to assign qualified 

trainers and tutors  

Trainers/tutors can be defined as persons (employees) in the training company responsible for 

training and supporting the apprentice during the apprenticeship. The trainer/tutor is usually a 

worker with relevant work experience in the company and with pedagogical skills to interact 

appropriately with apprentices. In small companies, trainers/tutors usually work on a part time 

basis in addition to their primary job tasks while large companies often have full-time trainers 

who can concentrate on providing vocational training in their firm only. In order to ensure the 

quality of apprenticeship programmes, it is important that policies establish quality frameworks 

defining minimum skill requirements for trainers/tutors and which do not regard in-company 

trainers as ‘teachers’. It is therefore important to find out how companies are supported in terms 

of developing quality trainers, their role as lifelong learners, setting up their certification 

practices and renewal of certificates, supporting trainers in their professional development by 

companies, systematic defining the required competences of trainers, and sharing shared 

responsibilities in support of trainers in the company between government, sectoral associations 

(chambers) and VET schools. 

 

The qualification of trainers is an important building block for securing skilled workers and at the 

same time strengthens the dual system of initial and continuing training compared to academic 

education. Training as a trainer can, for example, take place at the IHK Ausbilderakademie 

Bayern as a three-stage certification system. 

The identification of a training path that involves all the stakeholders from the very first steps, so 

that the company tutor can understand and manage learning objectives developedin school 

contexts and at the same time, the school tutors can understand labour needs. 

 

Considering that small and medium enterprises have a limited number of employees to devote 

to this activity, in addition to providing for free training for company tutors (supplied in flexible 

forms), it would be necessary to provide for professional profiles, also coming from outside the 

company, to support the company tutor and to monitor and support both the training process 

and the tutors. This role can be played by professionals who represents smes interests, who 

have a deep know how on smes needs and can handle different prospectives (schools and 

companies) Training of trainers is a main topic in Italy and it is financially supporting by public 

institutions at national and regional level in order to disseminate knowledge and tutoring skills 

among main actors. Nowadays, both school tutors and smes tutors can benefit of specific 

training module, which are not obbligatori, provided by different organizations. 

In addition, it is relevant for stakeholders to start with creating and disseminating a culture of 

tutoring, which can contribute to emerge the need for smes to participate in training activities. 

Then, it is important to consider that training methodologies and contents have to deal with 
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specific training needs of companies such as few time at disposal, few number of employees, 

innovative teaching practices, unconventional contexts and tools.  

 

In Bosnia and Herzegovina, there is no systematic approach to the motivation  and support  of 

companies to employment or development of  qualified tutors or trainers in companies. 

Companies are also making small efforts in the development of trainers or tutors, and there is 

just few examplesof companies that separately evaluate the jobs task that workers are doing 

when they are apprenticeship tutors. Also, a significant number of companies that provide 

apprenticeships do not have tutors with adequate pedagogical or andragogical skills. 
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Section 7. 

Attractiveness of apprenticeships and 

improved career guidance  
  

In order to ensure that apprenticeships and work-based learning become more attractive, it is 

important to ensure that it is not perceived as a ‘dead end‘ in a way that presents a difficulty in 

moving towards other educational or career paths. 

In order to contribute to increasing the attractiveness of apprenticeship and to ensure career 

counseling improvement, all stakeholders should work on improving the image of VET and 

apprenticeship through the promotion of excellence, promotion of the passage between VET 

and other educational and career paths, the development of a career counseling function that 

empowers young people to make the right decisions, taking measures to increase the quality of  

VET teachers and promotion of apprenticeship through a wide range of awareness-raising 

activities. 
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Promoting the permeability 

between VET and other 

educational and career pathways 

Traditionally, education and training systems have separate subsystems (general, vocational 

and academic/higher education) related to one another in a strict hierarchy. This works well as 

long as learners follow a predefined route in their chosen area and subsystem. However, this 

segmentation creates institutional barriers that can restrict the learners' options when moving 

vertically to higher levels of learning or moving horizontally. Hence, learners in VET often have 

to specialise at an early age making it difficult for them to switch to or combine with academic 

studies later on.  The horizontal and vertical permeability between VET and other parts of the 

educational system can make I-VET an attractive alternative for young people and therefore, it 

is important to know what measures are being taken in increasing general knowledge and 

transversal skills at all levels of VET; in making 'higher VET programmes' at tertiary level more 

visible; in improving VET graduates' formal access to higher education and in Validation of prior 

learning. 

 

Permeability today stands for the facilitation of diverse, flexible educational pathways within and 

between vocational and academic education and training courses. In recent years, a number of 

formal prerequisites have been created to make the German education system more permeable 

and facilitate these transitions. In particular, easier access to higher education for people with 

vocational qualifications is now anchored nationwide, as are opportunities to have professional 

skills credited towards studies. 

The path from university to vocational education and training has also moved more strongly into 

the spotlight, so that in many places there are attractive offers for graduates who are opening 

the way to a career in vocational education and training. Universities and vocational training 

institutions offer numerous measures, from individual counseling to bridge courses, to shape the 

transition from higher education to initial and continuing vocational education and training. 

Within vocational education and training there are many opportunities for further training that 

build on one another and offer promising development opportunities. In addition, courses that 

offer a combination of academic and vocational training are becoming increasingly popular. 

 

Cross skills are not directly explored in Italian schools, and are not evaluated as such. 

Measures to promote cross skills are integrated into those ones to promote forms of work-based 

learning. 

It can be said that, in general, all the regional announcements on education and training include 

the key competences planned by the European agenda 2020, increasing in this way the general 

knowledge and the transversal skills and competences, more and more necessary to face a 

world of work in continuous change and able to respond to the flexibility required for workers of 

all ages and types. 
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The development of new technologies and an evolving labor market have, in a certain sense, 

forced school to enrich its training offer, focusing on the acquisition of basic skills, the study of 

English and digital innovation. To respond to the increasing of skills and required qualifications, 

it was therefore necessary to put in place specific training actions: strengthening the teaching of 

a foreign language, strengthening basic skills. 

The Regional Committee Resolution n. 1408, Dec. 27, 2016 has estabilished an employment 

contract that allows to obtain the following qualifications: professional qualification, professional 

diploma, upper secondary education diploma, upper technical specialisation qualification (IFTS, 

Istruzione e Formazione TecnicaSuperiore, in English Upper Education and Technical Training). 

The companies belonging to all the economic-productive sectors can hire young people 

between 15 and 25 years of age. The minimum duration is 6 months and its maximum duration 

is equal to the maximum duration of the following paths. 

The didactic composition of the training apprenticeship paths is made up of internal training 

periods, carried out at the employer’s workplace, and external training periods, carried out within 

the training institution. Their division is established by the Region and it varies according to the 

different training paths. 

The student has the opportunity to access the labour market with a regular employment 

relationship, to develop professional skills necessary for a specific profession or business role 

and to obtain a qualification. Enjoying the protection system legally required for employers, the 

student accrues retirement contributions and develops professional skills, anticipating his/her 

entry into the labour market.  

Companies can benefit from contribution reductions and pay benefits. In addition, the company 

has the opportunity to co-plan the apprentice's training path based on its own specific and skill 

needs and to include in its staff profiles with specialised competences who can contribute to 

increase productivity. 

 

In Bosnia and Herzegovina, the public employment services deals with counseling work, 

information and professional information within the framework of their regular activities. There 

are  also a „mobile offices“ that inform  unemployed persons on the field about benefits and 

programs that are currently active.  Also, the Service provides various trainings in order to 

upgrade the knowledge and skills of the unemployed persons to be attractive in the labor 

market. 

 

 

 

 

 

 

 

 

 

BH 



46 
 

 

 

Improving the image of VET and 

apprenticeships by promoting 

excellence  

On the one hand, apprenticeships and VET currently do not have the same standing as general 

education or academic education, and are still often regarded as second-rate education. On the 

other, apprenticeships are frequently highlighted for their inclusive potential for people who have 

disengaged from education or are unemployed. In many European countries, apprenticeships 

do not have a very positive image among the general population, which leads to a decrease in 

the interest of young people to be engaged in apprenticeships. For this reason, it is important to 

find out what initiatives are being taken to improve the image of VET and apprenticeships 

through the promotion of excellence? In what way all stakeholders are engaged in the 

apprenticeships provision? What measures are taken on the visibility of the efforts to develop 

high-quality skills towards the public, especially to potential learners and their parents? What is 

the progress made in benchmarking of apprenticeships and VET-systems?  

 

The current Vocational Training Report has set a new record for unfilled training places. 

Nevertheless, studies show time and again that dual vocational training still enjoys a good to 

very good reputation in Germany.In order to increase the number of trainees, representatives 

from politics and business have reacted with various measures to increase attractiveness: from 

reduced training times to investment in the billions to image videos.Reduced training times for 

ex-university students, coaching for SMEs:The federal government wants to attract more 

university drop-outs for a dual education. Chancellor Angela Merkel said that to this end the 

government wanted to make it possible for dropouts to go into shortened vocational training. 

First experiences are already available: Some companies are participating in a pilot project for 

university drop-outs called "Switch". The project is part of the "Job starter plus" programme of 

the Federal Ministry of Education and Research. It develops and tests measures and models for 

the initial vocational training or further training of university drop-outs. 

Greater integration of asylum seekers and refugees:The Federal Employment Agency, 

among others, is campaigning for a group that has not yet become a standard target group for 

trainee recruiters: Asylum seekers, refugees and tolerated persons should be integrated more 

quickly into training and the labor market. 

With the "Early Intervention" pilot project, the Federal Employment Agency has had its first 

experiences with the care of qualified refugees. These showed that rapid access to the labor 

market could well be achieved with a mix of appropriate commitment and use of resources as 

well as intensive networking. 

Young craftsmen are looking for successors by video: Representatives of the German 

skilled trades have chosen a creative approach to make the skilled trades more attractive for the 

coming apprentice generation: Under the slogan "Cut off! Get your job" twelve young craftsmen 

are looking for successors for their apprenticeships shortly before completing their 
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apprenticeship. In a video, the still-trainees show which characteristics are important for their 

profession and how it works. 

Promoting dual training in grammar school graduates: Teachers are to promote dual 

training in relation to the group of Abburienten. If almost graduates do not know anything about 

the'other world' of vocational education and training, they automatically and perhaps for the 

wrong reasons decide to study. Therefore, high school teachers should be convinced that they 

do not always only promote studies, but make it possible for students to weigh up their options. 

 

Despite political measures to make people know the importance of forms of work-based 

learning, there is a part of the public opinion that criticises these actions and their quality, 

influencing negatively the image of these important opportunities.Distorted messages fuelled by 

the media influence families and the general public’s opinion who are made to believe that work 

experience steals precious teaching and learning timein schools. Students have protested many 

times since the new law, Buona Scuola, was implemented over the poor quality of the system 

which doesn’t support schools or students adequately to be able to carry out effective work 

experience. There have also been numerous cases of students in Italy who have complained of 

being exploited in their workplaces. At the beginning of the 2017/2018 school year, it was 

reported that approx.5,000 students protested in 70 Italian cities against the new law regarding 

work-based learning.
10

 The Ministery of Education reacted a couple of months later by 

organising a national event, hosting students, families, trade union representatives and 

stakeholders from schools, SME’s and other sectors involvedin order to share new measures 

which were put in place to improve the implementation of the work experience regulations. 

These include more information for students and their families, increased teacher training, a 

task force of tutors, a special help line to place complaints as well as tighter checks on health 

and safety issues in the workplace.
11

The Minster of Education spoke of a law which facilitates 

opportunities for all students to learn through work experiences and thus through a innovative 

and precious learning model which should be an indicator of quality in the education system. 

The knowledge of the territory and the labour market is fundamental for a professional school, in 

order to understand which skills and abilities are required from young high-schollgraduates. This 

allows to adapt the training offer to the needs of the territory itself and to train specialized 

professional profiles, improving their quality. This also allows establishing collaborative 

relationships, partnerships and much more with organizations, associations and other 

corporations that give school visibility. The whole guidance process is importantbecause it 

allows the school to introduce itself to potential learners and their parents. 

It is fundamental to increase opportunities for labour world (entrepreneurs, social parties, etc.) 

to participate in school events and to collaborate with schools and education, in order to let 

students, and their families,  be prepared and understand the great opportunity they have. 

 

 

 

 

                                                           
10

 https://www.ilfattoquotidiano.it/2017/10/13/alternanza-scuola-lavoro-studenti-sciopero-cortei-70-citta-
italiane-tensioni-milano-e-palermo/3912402/ 
11
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Unlike other regions in Bosnia and Herzegovina that did little to improve the image of VET and 

apprenticeship through the promotion of excellence, in BPK Gorazde, the education authorities 

together with all other stakeholders interested in VET made a huge step forward in improving 

VET education. 

Since 2010 educational education in BPK Gorazde has given priority to investing in 

modernization of VET schools, equipping classrooms, equipping workshops for in-house VET 

training, establishing cooperation with large industrial companies in introducing new 

occupations in line with industry needs, setting up new courses for lifelong learning and up-skill 

of the labour force, developing new programs for the development of skills of employees in 

industry and introducing of post-secondary training programs have been created to provide 

conditions for the development of a continuous VET. A major promotional activity has been 

launched in the Bosnian-Podrinje Canton of Goražde to promote VET education and 

opportunities offered by VET education on the local labor market. All these activities had a great 

impact on students who, today, consider VET as the first choice, and most of the students are 

enrolled in the VET school. This is a remarkable progress, as ten years ago, the first choice of 

students was general gymnasiums, and every year parents of elementary school students 

organized protests to increase enrollment quotas in gymnasiums, which is not the case today. 

The labor market has a great merit for this success, which is primarily interesed for people who 

posses professional technical occupation and who are still highly demanded, in comparison to 

those peoplw hwo completed general secondary schoolwho are very poorly in demand by the 

labor market. 
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Career guidance to empower 

young people to make well-

founded choices  

Career guidance is an important element in relation to improving the attractiveness of 

apprenticeships. What is the practice on establishing a continuing career guidance process at 

an early stage in primary school, Career guidance that takes place in the risky transition from 

school to work before young people choose an educational path and career guidance after 

young people have entered an educational programme? Are policies enabling widen access to 

career guidance with a multi-channel approach? What is being done on the development of staff 

engaged in career counselling and their broad updated insight into the world of work? Have 

professional guidelines been established to ensure the quality of career guidance? Does the 

curriculum include the career management skills? Do the guidelines include parents? 

 

The Federal Employment Agency offers lifelong career counselling for all phases of life: from 

initial counselling to career orientation (training/study), from continuing education counselling to 

career planning. 

 

Career guidance in Italy is carried out by different actors in a fragmented manner mainly on the 

basis of spot projects. The employment centres have this main mission but, according to the 

territory, it is carried out in a different way and with very different resources available. At school 

level, career guidance is strongly influenced by school choices and very often ends in open day 

initiatives, but not in a structural manner, that would befor example examining in depth the new 

professional profiles or through forms of career guidance teaching. 

As far as school-work alternation is concerned, the paths are as much as possible coherent and 

congruent with the educational path, but at the same time, due to the mismatch between school 

and companies, they take into account students' attitudes and skills. 

Career guidance is part of school activities right from kindergarten. All the activities that take 

place in the various grades of school tend to give each student any tool to be able to discover 

his or her abilities, attitudes, so that he or she can choose his/her own path. This guidance 

process is carried out through a series of activities, clearly diversified according both to the 

school level and whether you aim to further education (that is to say, for example, to the choice 

of the high school,and later of the university or of a future job). Those ones in charge of career 

guidance, together with their staff, coordinate and plan interventions aimed at letting students 

know the problems related to the labour market and the various professions. The collaboration 

of the school with employment centres, employment agencies, local authorities and external 

persons who can tell their experience in various sectors is fundamental because it provides for 

as much information as possible about the world of work and all the vocational and employment 

opportunities.  
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Career guidance is also a disadvantage in BH education; many students are going to school 

and they are re-trained after it. Public employment services are engaged in advisory work, 

information and professional information within the framework of regular activities. The expert 

team of the Employment Service is working on informing students of the final grades in 

elementary and secondary schools about the situation on the labor market. This type of 

information provision greatly contributes to making young people career-oriented. It is also 

important to highlight the importance of social networks use as a way of providing information to  

young people about the situationat the labor market, scholarships, professional practices and 

other contents that are relevant to the target group. 

Also, civil society organizations are involved in activities related to further orientation of young 

people in terms of informing them about occupation that are in demand by the labor market and 

accordingly instructing them to go to those schools or faculties for easier access to employment. 

Generally, a professional orientation is one of the weakest links that leads to a bad career 

decisions. 
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Enhancing the attractiveness of 

apprenticeships by raising the 

quality of VET teachers  

Whether young people find learning attractive largely depends on their relationship with and the 

competences of the teaching and training staff. In an apprenticeship, availability of a qualified 

staff member to supervise the learner is usually one of the quality assurance requirements. 

Raising the quality of teachers and their cooperation with in-company trainers may have an 

important role in increasing the attractiveness of VET and apprenticeships. From this reason, it 

is important to know what are measures taken in ensuring professional development of VET 

teachers; Continuous update of vocational skills; the key role of VET teachers in establishing 

and maintaining connections with the workplace; Enhancing teachers' capabilities to foster 

passion and entrepreneurship among students; and increasing the attractiveness of being a 

VET teacher. 

 

In addition to a sufficient number of training places and trainees, the technical level of the 

training is also decisive for the innovation and competitiveness of the companies. This applies 

to the company-based part of training in craft trades, industry and the service sector as well as 

to the school-based part of training at vocational school. In the debates about the challenges 

and future possibilities of dual vocational training, the company-based part of vocational training 

is usually the focus. The contribution of vocational schools is discussed less frequently. 

Recently, however, there have been signs of change: The importance and future role of VET 

schools is increasingly coming to the fore. 

 

Vocational Education and Training is one of the 10 actions of the Skills Agenda for Europe, 

which was adopted by the European Commission in June 2016, to make the right training, skills 

and support available to people in the EU.
12

 The Skills Agenda for Europe“supports a shared 

commitment and works towards a common vision about the strategic importance of skills for 

sustaining jobs, growth and competitiveness. This Skills Agenda strengthens and, in some 

cases, streamlines existing initiatives to better assist Member States in their national reforms as 

well as to trigger a change of mindsets in both individuals and organisations. It seeks a shared 

commitment to reform in a number of areas where Union action brings most added value.”
13

 

Under the heading “Making VET a first choice” it goes on to underline: The Commission, in co-

operation with Member States, social partners and education and training providers, will support 

the implementation of the Riga Conclusions for quality and labour market relevant vocational 

skills and qualifications, by(amongst others) :supportingopportunities for learners to undertake a 

work-based learning experience as part of their studies.” Currently, however, the criticism 

observed in many schools with relation to teacher training mainly concerns the lack of 

                                                           
12

 http://ec.europa.eu/social/main.jsp?catId=1223 
13

 https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:52016DC0381&from=EN 
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knowledge about the problems related to the business system and the lack of communication 

between the two realities. Many projects and experiences carried out over the years, albeit 

having positive results, have not had a concrete impact on practice. Some good practices would 

need to be put in place so that they could become not only common heritage but, in some 

cases, prescriptive legal acts. 

Additionaly, no special measures are taken to increase the quality of the teaching staff in 

tutoring activities. The teacher puts into practice his or her professional skills and his or her 

skills acquired inside and outside the educational institution as a trainer and educator.  

 

In Bosnia and Herzegovina, education authorities require professional training for the teachers 

at least once a year, however, there are no systematic activities that would focus on significantly 

increasing the quality of VET trainers in order to make apprenticeships more attractive to young 

people. 
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Promoting the attractiveness of 

VET and apprenticeships 

through a broad range of 

awareness-raising activities  

Improving the attractiveness of VET has been a European policy objective since the beginning 

of the Copenhagen Process in 2002. The most typical initiatives that have been launched are 

education and career fairs with a focus on VET, skill competition(s); campaigns to attract young 

people to VET; campaigns to make adults aware of the benefits of VET; campaigns 

encouraging enterprises to provide or invest in VET. In addition, there are measures on 

integrating VET elements in compulsory education, cooperation between compulsory education 

and VET and Work experience / ‘tasters’ before VET. In awareness-raising activities aimed at 

improving IVET attractiveness, the prospective student is a key messenger. In order to better 

understand the activities to promote the attractiveness of VET, it is important to find out what is 

being done on combating stereotypes and prejudices about VET; What are skill competitions 

results?; At what extent the career guidance involve work 'tasters'?;  Job shadowing - Changes 

in stereotyped and preconceived views of the professions and careers? 

 

What view do pupils/students in Germany have of the German VET system and what 

factors determine the attractiveness assessment of VET? On the one hand, it can be stated 

that dual vocational training enjoys a positive overall image among pupils/students in Germany, 

while at the same time the offers of vocational training as an alternative to studying are relatively 

unattractive. This applies in particular to occupations that are currently facing the greatest 

staffing problems. The occupational field in which the training is based and the duration of the 

training have the greatest influence on the attractiveness assessment of the dual training - 

without taking monetary remuneration into account. However, the opportunity to be taken on by 

the company after completion of the training relationship is also a significant factor. 

Increasing the attractiveness of training for university drop-outs: With regard to the 

preference strengths with regard to individual training criteria, it can be assumed that the current 

strategy of VET for attracting people leaving university for dual VET, for example through a 

target-group-specific design of VET school teaching, partly fails to meet the needs of the target 

group. As further results of the study suggest, efforts should focus less on the organisation of 

vocational school teaching and more on the crediting of university learning achievements, which 

among other things can shorten the duration of training. In addition, according to further 

research results, the expansion of practical experience in the form of familiarisation internships 

represents a promising starting point for making dual vocational training more attractive for 

academically qualified people. 
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In order to promote attractiveness of VET,stakeholders in Italy undertaking communicative 

actions, through information and awareness campaigns. Introducing in a better way the territory 

in which students live and presenting success stories of graduated peers. Furthermore, it would 

be necessary to take measures to increase the knowledge and the awareness of the teaching 

staff and families, who are the first educators of our students and have a strong power to 

influence their opinion.For better promotion of VET is necessary to take action in information 

dissemination, more meetings with the families to transfer the knowledge and make them known 

the tools of high technical and technological training, such as ITS and IFTS. We should work on 

guidance: a lot of training aimed at school and guidance tutors and teachers, who are the first 

ones who are not conveying these tools in the right way and are the first ones who maintain 

stereotypes and prejudices that may influence students' and families' choices. 

The measures taken each year are mostly included in the initial school guidance, which involves 

both teachers and pupils in the presentation of the school and its vocational training offer to 

middle schools of the area, with the aim of directing the youngsters (boys and girls) towards a 

technical or professional education, which has nothing to envy to high school education for the 

greater job opportunities that it offers if you only get a diploma. 

A project aimed at raisingawareness is fundamental, not only addressed to young people but 

above all to their families and which can be implemented through various meetings within the 

Institute. 

 

For Bosnia and Herzegovina, the promotion of attractiveness of VET education is very 

important, given that the industry is the most developed economic branch that employs a fifth of 

all employed workers in Bosnia and Herzegovina, and that companies have difficulty in finding 

workers with adequate professional knowledge and skills. Chambers of commerce actively take 

part in fairs as tools that are attractive for promotion. Raising/Strengthening awareness about 

VET should be done at the local level, along with parents and students. 

Promotional activities are very important, especially when it comes to choosing a career. It is 

very important that a part of promotional activities is directed at parents, who are the most 

common decision makers for students. 
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Section 8. 

Quality assurance in work-based 

learning  
 
 

Improving quality assurance of apprenticeship should be defined at all levels with clear roles 

and responsibilities of various partners. In addition, in order to ensure the high quality of the 

learning process it is necessary to define effective mechanisms for cooperation between all 

stakeholders in apprenticeships. Towards ensuring quality in VET,  it is critical to systematically 

use researches and that the results of the research are recognised by stakeholders. 

Co-operation between all involved stakeholders is an essential prerequisite for achieving high-

quality apprenticeships that need to provide a clear framework for quality assurance, to ensure 

that the content of the VET program responds to changes in the skills needs by companies and 

society, to encourage mutual trust and respect through regular co-operation, to ensure a fair, 

valid and authentic assessment of learning outcomes, while supporting continuous professional 

development of in-company trainers and improving their working conditions. 
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Quality assurance in work-based 

learning  

While it is evident that a legal framework has to be in place to regulate apprenticeship systems, 

it is less clear to which extent quality assurance explicitly forms part of such a framework. 

Therefore, this first principle addresses the necessity to appropriately reflect quality assurance 

in various forms of regulations, such as national legislation, collective agreements or other 

forms of regulations. At what point this framework is adapted and fit the national context, not 

only in terms of setting the right conditions, but rather in terms of joint acceptance and 

compliance with these conditions. At what extent this context recognizes the different quality 

cultures of schools and companies and how much it supports the endeavours in improving a 

specific quality culture, rather than imposing too many prescriptive or detailed frameworks;at 

what extent the quality assurance procedures are well established and ensure the trust and 

transparency (i.e.   In the collection of data or compliance with EQAVET).  

 

Vocational training participation by companies in the dual system is voluntary. They decide 

autonomously on their training places on offer. Non-participation is not sanctioned by 

compulsory levies. However, if companies decide to provide in-house vocational training, they 

must meet certain minimum legal requirements. Quality assurance in in-company vocational 

training is therefore primarily carried out by means of laws and ordinances as well as 

recommendations from the Board of the BIBB. In addition to the minimum requirements, the 

companies can define further quality criteria themselves or also set their own standards in the 

context of the application of quality management systems. They have sufficient scope for the 

content of the training in terms of depth and breadth of teaching. In addition to the requirements 

of the training regulations, additional qualifications can be imparted depending on possibilities 

and requirements. In concrete terms, quality assurance is based on three pillars: Suitability of 

the company for training, definition of the rights and obligations of the training. 

 

Quality guarantee procedures such as the the Charter for Students' Rights and Obligations for 

Work Based Learning in Italy (Carta deidiritti e deidoveridellestudentesse e deglistudenti in 

alternanza)are not well defined yet, in fact they are pretty unknown within the school 

system.Support for learning, training of high quality teachers, a competent school headmaster 

are all important factors, such as networks and links with the economic community at regional 

and national levels. 

The final objective of the measures that support the quality of education and training is the 

quality itself of the learning process results, i.e. that learners acquire valid transversal and 

professional skills. Efforts should be increased in order to ensure that quality assurance 

provisions are going to take more into account the results of work-based learning. 
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In Bosnia and Herzegovina, the legal framework that treats quality in work-based training, 

respectively, cooperation between companies and schools is still not clearly defined. For this 

reason, the quality of the process of work-based learning largely depends on companies 

providing work-based learning. Lack of quality standards has a negative impact on the 

apprenticeship model that reduces students' interest in work-based training. 
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Ensuring the content of VET 

programmes is responsive to 

changing skill needs in 

companies and the society 

A central topic in governance is how systems or institutions react to and accommodate change. 

On the one hand this could refer to the responsiveness of VET to the labour market or the 

society in general in terms of incremental change, e.g. by renewing occupational standards and 

curricula. On the other hand, it could refer to the openness for change of the system in general, 

in terms of institutional reforms (i.e. because of external origins - high youth unemployment or 

internal – need for better permeability). At what extent this issue is recognised by stakeholders? 

At what point the VET system is reformed and VET reforms are evaluated? What are the 

monitoring and evaluation mechanisms? At what point the regular anticipation of skill needs and 

labour market trends is implemented? What are the results on building a strong VET research 

community? 

 

In vocational education and training, the concept of qualification research was introduced, which 

primarily deals with the effects of new developments in the economy on the qualification of 

employees. Here it was and is above all the growing fields of employment that are of particular 

interest for vocational education and training. On the one hand, it can be observed that many 

innovations lead to the reduction of traditional jobs and on the other hand the trend towards 

higher qualification continues unabated. The question that arises in this context is: How can 

education react to innovative developments or can innovations be promoted through education? 

Early detection system qualification development: In order to determine which innovative 

trends are emerging in the area of skills development, the Federal Institute for Vocational 

Education and Training (BIBB) has set up the early warning system for skills development, 

which consists of the sub-projects 

 Job advertisement analyses 

 Survey of training providers 

 company survey and 

 studies in fields of activity outside the BBiG (areas of health/social affairs and 

education/education). 

These sub-projects, which together form a unit, focus on the following questions: 

1. In which areas/fields are there technical, organisational or economic innovative 

developments? 

2. What impact do these developments have on the qualifications of employees? 

3. How is the education system responding to these developments? 

DE 
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The aim of the overall project is to identify innovative developments with the sub-projects in 

order to obtain information on qualification developments at an early stage. 

 

There are no structural measures at national, regional or local level, but only guidelines. 

Successful cases are individual planning situations born on the territory thanks to multi-year 

relationships based on mutual trust. 

Each measure is monitored and evaluated but these tools are aimed at the analysis of the 

single intervention. Actually, a system capable of enhancing all measures and all policies is still 

missing.As for the apprenticeship in the dual system, the legal framework has regulated very 

precisely the monitoring and the evaluation  system.  

 

In accordance with the framework state VET law, schools (at their owns accords) can customize 

30% of curricula and programs with aim to followchanges in skills in companies and society. In 

addition, educational authorities, schools and companies increasingly work together on 

improving curricula in line with changing needs in companies. However, all these changes are 

made in relation to curricula that have been defined more than 30 years ago. Therefore, the 

changes that are taking place cannot significantly respond to changes in the skills requirements 

by companies and by society, especially in the field of digital skills. 
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Fostering mutual trust and 

respect through regular 

cooperation between the 

apprenticeship partners 

The existence of legal requirements and formal arrangements alone cannot guarantee quality in 

work-based learning. Quality assurance is also inextricably linked to the issue of trust, and trust 

can only develop when all parties are acquainted with one another. Solid cooperation between 

all parties involved is an essential precondition to achieving high-quality apprenticeships which 

is performed through structured communication between two learning points (VET schools and 

companies). That is the reason why it is so important to know how much the joint effort is 

invested in achievement of quality assurance and assessment procedures. At what point all 

stakeholders mutually support each other through regular constructive feedback? Community 

building and networking among teachers and trainers is established and to which extent? 

 

In order to promote mutual trust and respect among all training partners, a constant, structured 

dialogue is needed, a systematic cooperation between schools, vocational training institutions 

and companies, a targeted support especially for (inexperienced) SMEs, finding the right 

balance between the needs of the specific training company and the needs of the labour 

market, good career advice and support for young people. 

 

Cooperation among partners is formalized by the Ministerial Decrees. In order to start work 

based learning, an agreement is needed between the company and the training institution 

involved, which regulates roles, tasks of the parties with respect to the learning process of the 

student. 

The cooperation or collaboration between the parties, in a work-based learning process, is also 

of fundamental importance for establishing the roles and responsibilities that each one has to 

take. School must provide students for the necessary skills to spend within the company that 

welcomes them, and for this reasonit must adapt the knowledge to what is required by the 

market. From its part, the company keeps on the training process, which is above all of practical 

nature. So, there must be an endless contact between school and company. This is already 

happening in school, but it can be improved with continuous exchanges of ideas and 

information. 

Formalized agreement and contract, in fact, are useless if we don’t work for the diffusion of a 

new way of collaboration among actors on a permanent basis. Trust, time and mutual 

knowledge are the key element to foster such collaboration. 

Due to the lack of a clear regulatory framework, regular co-operation between apprenticeship 

partners takes place mainly sporadically and through stakeholder representatives. 
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Ensuring fair, valid and authentic 

assessment of learning 

outcomes  

The purpose of the assessment and what is to be assessed in terms of learning outcomes or 

expectations has to be clear and transparent for all parties. The best method for conducting the 

assessment needs to be selected, and it must be considered how to best communicate the 

assessment results to the learners and how to involve learners in the assessment process. 

However, for apprenticeship two additional aspects need to be emphasized. First, the different 

learning environments call for an assessment which on the one hand addresses specificities of 

these different settings while on the other hand guaranteeing the same standards for all. 

Considering that this is particularly difficult for the company-based part of training, it is important 

to know how different learning environments use learning outcomes as a common reference 

point; How they ensure validity, reliability and impartiality of the assessment; how the 

assessment in business or business-like contexts is ensured?; How assessment approaches 

are balanced? Are processes well-defined and clear for all parties? How qualifications and 

training of assessors are defined? 

 

At the end of the vocational training a trainee has to prove his professional competence. For this 

purpose, the Chambers of Industry and Commerce (IHKs) conduct examinations.Each year 

about 350,000 final examinations are taken in front of IHK examination boards. The 

intermediate examinations, which serve to determine the level of training, are also carried out by 

the Chamber of Industry and Commerce.The organization and taking of examinations is one of 

the core tasks of the IHKs and assigned to them by the Vocational Training Act. 

 

Every form of work-based learning has its own documentation and monitoring and evaluation 

system recognized at national and regional level. Nevertheless, it is important to increase the 

ability of SMEs to evaluate the skills gained and to increase students' ability to self-evaluate 

their activities in terms of acquired skills. 

The school tutor supports the apprentice, monitors the progress and participates in the initial, 

intermediate and final assessment of the apprenticeship period in agreement with the company 

tutor. 

The legislative instruments to which the educational institutions refer for the certification of the 

competences acquired are the legislative decree n. 13 of 2013, which provides for the 

compilation of the citizen's booklet and, since this year, the recent MIUR decree of 2017, the 

Charter of the rights of students participating alternates school-work, which has been giving 

greater scope to this tool and has been helping providing guidance about the authentication of 

the skills acquired, starting from school and throughout a person's whole life. 
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These two tools represents an excellent starting point to enhance the educational paths that 

alternate work, school and traineeships. Using recognized and spendable certification systems 

would also make the opportunities offered by this type of training more interesting.  

On the other hand, the tool that directly concerns the learning outcomes is the training 

agreement, which describes the tasks that the trainee must perform and the evaluation criteria 

shared with the company that will be then accepted by the class council. The compilation of the 

training agreement is the most important moment for the success of the educational path 

because it represents the comparison between the parties involved and it is used to establish 

and share the organizational methods, the expectations on the results and the evaluation 

criteria. 

Referring to the school-work alternation activity, in which students are expected to be engaged 

for a quite long time, often in a one-to-one relationship, the evaluation of the activity carried out 

is the final act that the school tutor is required to do, and the same applies to the company tutor. 

In order to guarantee impartiality and reliability. The tutoring activity of both parties is 

fundamental. 

Nonetheless, it is important to disseminate a culture of assessment in a new way which is not 

grounded in judgement but gives value to the development of students competences gained 

through work based learning which can be evaluated by school and other relevant tutors (for 

example SME tutors) as well as through self assessment. 

 

In Bosnia and Herzegovina, when attending practical classes, students receive one grade and 

an assessment obtained by a mentor in companies while another grade is made by their school 

professors. Also, the assessment process is limited only to the attitude of trainers in companies 

and teachers in schools. Other stakeholders are not involved in the assessment process, such 

as the chambersof craft or commerce, and no commission for the professional examination is 

formed. 

The new regulation in the field of master craftsman exams for EQF-5 envisages greater 

engagement of the chamber of commerce, the formation of test commissions, but this 

procedure is still in the process of revitalization. 
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Supporting the continuous 

professional development of in-

company trainers and improving 

their working conditions  

Despite the importance of in-company trainers, studies found that ‘the trainer position tends to 

lack recognition within companies and therefore opportunities for professional development 

remain insufficient. Current policies do little to support in-company trainers in this area, in 

particular, for skilled workers providing training on a part-time basis’. According to studies, the 

main reason for in-company trainers not engaging in continuing learning is a lack of incentives 

(financial incentives, improved career prospects, higher professional status), followed by 

inadequate support by employers and scarce training offers. Therefore, it is important to know if 

the EU ‘Guiding principles on professional development of trainers in VET’ are 

supported/adopted?; Progress in assuring national recognition of trainer qualifications; Increase 

in training opportunities for trainers?; Progress in creating supportive working environment and 

better working conditions for trainers and Acknowledge the wider learning environment of 

apprentices within the company. 

 

In-company trainers are the counterpart to teachers in vocational schools in the dual training 

system. By assuming responsibility for the provision of training content, in-company trainers 

play an important key role in the company. Those who want to train must have the necessary 

professional knowledge, but also acquire organizational, pedagogical, psychological and legal 

knowledge. The training of trainers takes place at Chambers of Industry and Crafts and 

Chambers of Crafts, but can also be completed at adult education centers and distance learning 

schools. Within the framework of pedagogy lectures, the "Ausbilderschein" (certificate for 

trainers) can also be acquired in university studies, e.g. business pedagogy, technical pedagogy 

or engineering pedagogy. The IHK examination, which follows the training of the trainers, 

consists of a written and a practical part. 

Motivation factor salary: The salary of trainers varies and depends on the factors work 

experience, qualification, collective wage or salary table, place of employment. The motivation, 

the commitment and also the desire to shape the future of one's own company as a trainer in 

terms of personnel is usually rewarded with a significantly higher salary. 

Motivation factor recognition and reputation of the trainer: Qualified and capable 

employees are decisive competitive factors. Committed junior staff are indispensable for the 

success of a company. This makes the trainer a sought-after employee in the company, as he 

or she is the key to the professional success of future specialists. 
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Training measures are already active. Continuous support actions would be required, such as 

technical assistance to obtain information and permanent support. it is necessary to train both 

school and company tutors as well as the exchange of good practices and mutual learning as 

effective methods with the aim of improving the quality of the teachers and the company 

trainers. 

 

Although the mentor's continuous development is recommended, but since the mentors in the 

company are mostly both master craftsman and people from production, they cannot be 

separated from the production process for a longer period. At the same time, one-day training 

for mentors cannot bring desirable quality. 

Considering the fact that companies have a poorly developed function of human resources 

development and of the provision of continuous improvement of staff in vocational occupations, 

the little significance is given to this issue. The support is generally realized at the moment when 

it is necessary for both the given situation and the particular company.It is not yet systematically 

regulated to have continuous education and support for mentors. Previous educations has been 

mainly implemented by a support  of schools or some non-governmental organizations. 
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PART THREE 

Recommendations for apprenticeships 

brand development: Eight steps for 

intervention in apprenticeships brand 

development  

 
The development of cooperation between businesses and vocational education and training 

providers is essential for the creation of the Apprenticeship Brand as a successful model that 

facilitate  the path to move towards unto an attractive future for young people. 

Educational authorities can make a major step forward in ensuring high-quality vocational training if 

companies would be involved in this process according to a„dual model“ that combines school-

based learning with practice in a company. Policy makers should facilitate the collaboration 

between businesses and VET providers, but also to support them with financial and non-financial 

support, in particular by removing barriers that hinderan effective co-operation. 

In order to contribute to the development of the Apprenticeship brand, it is necessary for public 

authorities to publicly recognize the potential of apprentiships and work based learning, to nourish 
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a flexible model of cooperation in accordance with the needs of companies, VET providers and 

students, to undertake measures to harmonize educational programs with requirements of the 

industry 4.0. , to support the establishment of a strategic partnership between companies and VET 

schools, as well as to ensure adequate data, through research aimed at ensuring quality and 

attractive VET. 

 

Proposal recommendations: 

 

1. Public institutions at all levels should publicly recognize the potential of apprenticeship 

at all education levels and to stimulate and facilitate the development of cooperation 

between VET and companies; 

2. VET can play a critical role in tackling the challenge of growing shortages of the 

relevant labor force'sskills, and educational authorities should allow a more flexible 

adaptation of the collaboration model between VET and companies with aim to meet 

the specific needs of business for people's skills. 

3. Skills shortages are likely to emerge if education and training systems do not harmonize 

educational programs with labor market needs and therefore, it is very important that 

educational authorities, together with social partners, start the reform of educational 

programs with aim  to meet the demands of industry 4.0. 

4. In order to improve the Apprenticeshipbrand, it is necessary to take innovative 

measures with aim to  make VET lectures attractive to teachers and to trainers which  

would include improving the working conditions for teachers, increasing the 

opportunities for development and improvement of the skills of teachers and trainers, 

improving pedagogical skills of trainers in companies, improving the image of VET 

teachers and trainers in the public, and providing adequate compensation to trainers in 

companies for the time spent on training tasks; 

5. Establishment of  systemic cooperation and coordination of activities between 

companies and VET providers in the framework of a strategic partnership with aim to 

ensure the increasing quality of apprenticeship and to facilitate the transition of young 

people from the world of education to the world of work; 

6. Educational authorities should pay more attention to monitoring of the progress in 

meeting the 20 guiding principlesof high-performance apprenticeship and work-based 

learning published by the European Commission, to research conducting and to 

publishing annual progress reports; 

7. The European Union should provide greater support to candidate countries for 

modernizing VET in order to improve quality, facilitate exchange of curricula, improve 

teachers' and trainers' capacities, and to modernize equipment in VET schools; 

8. Educational authorities, in cooperation with VET stakeholders, should make more effort 

in conducting research with aim to identify good practices in dealing with key challenges 

that are on the way to improving apprenticeship image. 

 

 


