Abstract

This paper reviews the main charecterigics of the provison, organization and financing of
gopprenticeship in a number of leading European countries - Austria, Denmark, France,
Germany and the Netherlands. These are compared to current practice in Britan as
exemplified by Modern Apprenticeship. The man aess examined ae the datutory
framework and standards, employment prospects, achieving the employer-apprentice match;
prior school qudifications of gpprentices and motivation to enter apprenticeship; the
management and financing of apprenticeship. The paper concludes that apprenticeship in
Britain, judged as a programme, fals short of the standards of that provided esawhere in
Europe on every important measure of good practice,
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September 2001

“Beyond compulsory school age, we are determined to build a coherent
and high-qudity vocationa education and training sysem that is the envy
of theworld.”

From Opportunity and Skillsin the Knowledge-Driven Economy. A Final
Satement on the Work of the National Skills Task Force from the Secretary
of State for Education and Employment, 2001

I ntroduction

Earlier this year, the government gave a commitment to build or (some would say) rebuild a
vocationd route to high-levd <kills and qudifications in Britain.  This commitment arose
from recognition that Britain did not have the coherent and trangparent vocationd route to
intermediate and high level skills which, in other countries, had contributed to raisng podt-16
educational achievement. Evidence of widespread kill shortages and skill deficiencies at the
intermediate (craft, technician and associate professond) level reveded in the audit carried
out by the Nationd Skills Task Force (DfEE, 2000) were a further spur to action.
Apprenticeship was identified by government as the inditution of choice to form the
backbone of the renewed drive to promote vocationd education and training for young
people post-16, more specificdly, Modern Apprenticeship (henceforth MA), established in
1994 by the then Conservative government.!

Since the government entrusted to MA the task of providing education and training to
a standard which can bear comparison with the best that the rest of the world has to offer, it
seems gppropriate to try to spel out more explicitly the standards that would need to be
reached if aspiration is to become redity. This paper reviews the framework eements of
goprenticeship provison and its implementation in those countries where apprenticeship is

1 In a recent policy document Education Into Employability: The role of the DfEE in the Economy (DfEE, 2001)
David Blunkett the then Secretary of State announced the intention to introduce Foundation Modern
Apprenticeships (formerly National Traineeships) and Advanced Modern Apprenticeships (formerly Modern
Apprenticeships). In this paper we shall refer to Modern Apprenticeship (MA) and apprenticeship
interchangeably, by which is meant the programme as it existed between 1994 and 2001.
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successfully established.  These fegtures are seen as condtituting a benchmark againgt which
the British counterpart - Modern Apprenticeship (MA) - can be assessed. The extent to
which MA in Britain shares the characteristics common to the benchmark countries dlows us
to assess how far Britan has come in edtablishing a ‘world-class syssem. The countries
chosen for the study are the Germanspesking ‘dud-system’ countries - Audria, Germany
and Switzerland - and France, Denmark and the Netherlands.

The German-spesking dua-system countries have a strong apprenticeship tradition
which is continuing to atract large numbers of young people and employers to engage in
gpprenticeship across dl sectors of the economy. In these countries at least two thirds of al
young people embark on apprenticeship training.

France has a much more redtricted apprenticeship tradition; between 10 and 15 per
cent of young people enter agpprenticeship, but numbers have grown very rapidly in recent
years and this makes France an interesting case for study.

Like the Germangspesking dua sysem countries, Denmark has a long tradition of
aoprenticeship. A rolling programme of change and reform has been in place for the past
twenty years and the proportion of young people entering apprenticeship has remained
roughly congtant. Currently around a third of young people in Denmark gain a vocaiond
qudlification through gpprenticeship.

The Netherlands has dso completely restructured vocetiona education following new
legidation in 1996. Apprenticeship numbers, which had been declining in the 1980s,
reversed that decline in the 1990s and are continuing to increase. In the space of a single yesr,
between 1999 and 2000, numbers increased by 10,000. Currently around 30 per cent of
young people in the Netherlands enter an apprenticeship programme. For comparison, the
figure for the percentage of a young age cohort starting apprenticeship in England and Wales
isaround 9 per cent for Modern Apprenticeship and 11 per cent for Nationa Traineeships.

This paper is aranged as follows. Section 1 examines standards set by leading
nations. Section 2 surveys ways of achieving the gpprentice-employer match. Section 3
andyses qudifications and incentives for entry to and completion of apprenticeship together
with employment prospects. Section 4 provides an overview of management and financing
and a concluding section summarises the main points of difference between Britan and other

European countries and assesses the gap between Britain and best continental practice.



1. Framework and Standards

1.1 Duration of apprenticeship training

In the German-spesking ‘dud-system’ countries - Audria, Germany and Switzerland - every
aoprenticeship leads to a recognised occupational qudification and the length of the
goprenticeship training period for each occupation is fixed and specified by the rdevant
legidation. The specified period can be shortened in the case of entrants to agpprenticeship
who hold the Hochschulreife (Abitur) in Germany or the Maturitét in Audria In Switzerland
it is rare for entrants to apprenticeship to dso hold a univerdty entrance qudification. There
is dso provison in Audria for the training period to be shortened for those who aready have
subgtantia  experience/qudifications in the occupationa area concerned. However, the vast
magority of those who enter ‘dua-system’ agpprenticeships follow the apprenticeship training
programme for three or more years.

This indgence on a fixed time duration for apprenticeship reflects the fact that
apprenticeship is understood to be a period of education as well as a period of training. In the
case of mogt German and Audrian regions many of the apprentices are, in fact, fulfilling the
requirements of compulsory school attendance in force in their region (Bundesministerium
fir wirtschaftliche Angelegenheiten, 1998.2

Denmark has a long-established tradition of agpprenticeship training based on ‘dud-
system’ principles® Denmark has recently (with effect from 2001) reformed and revised
goprenticeship education and training arangements and requirements.  As before, young
people who decide to study for a recognised vocationa qudification will dternate between
periods of study in college and periods of work in a firm.* But the new arrangements stress
flexibility and individudisgtion of traning programmes within a datutory framework. The
am is to adgpt to Sudents individua abilities, needs and interests, to promote high
achievement and prevent drop-out. As a consequence, training periods are expressed in terms

2 Thisis not the same as saying that all young people in eg Germany must attend school part-time until they are
18. This regulation only holds in a few German regions. However, while apprenticeship is entered into
voluntarily by the young person concerned, once ayoung person becomes party to an apprenticeship agreement,
g)art-ti me school attendance is compulsory.

http://www.uvm.dk/pub/2000/newstructure/6.htm accessed on 22/03/01 ‘ The Danish VET system is organised
as adual system’ National Education Authority Danish Ministry of Education (1999) The New Structure of the
Danish Vocational Education and Training System Ch. 5 Accessto and structure of VET programmes
* The young person is responsible for finding a training firm which will take them on. Help is provided by the
local college. In afew cases where a suitable company cannot be found the student will be entirely college-
based.
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of minimum (1% and maximum (4% years duration.’ The typicd duration is 3V 4 years.
The badic (firg part) of the apprenticeship training cannot be completed in less than 10 weeks
of college-basaed education and the college-based component of the main (second part) of the
apprenticeship normaly has amaximum limit of 60 weeks.

The didribution of agpprenticeship training programmes in the dud-sysem countries
by durationisgivenin Table 1 below

Tablel
Digribution of Apprenticeship Training Programmes by Duration of Programme,
Audtria, Denmark, Germany, Switzerland

% of al programmes

2yeasand  3yearsand 4 years
<3years <4 years
Audria 10 88 2
Denmark typicd duration
Germany 6 72 22
Switzerland 30 50 20

Sources. Switzerland: Statistik Schweiz 15. Bildung und Wissenschaft Die Berufslehrein der Schweiz
http://www.statistik.admin.ch.stat_ch/ber15/dlehrvertr_intro.htm

accessed 21/03/01

Austria: http://www.bmwa.qv.at/servicel/leservice/broschde/%FCbersicht2.htm

accessed 21/03.01

Denmark: http://www.uvm.dk/pub/2000/newstructure/6.htmaccessed on 22/03/01

Germany: Berufsbildungsbericht, 2000 2.2 Table 42

France and the Netherlands are fundamentdly different from the ‘dud-system’ countries with
respect to the duration of gpprenticeship programmes.

A dgnificant reform in 1993 in France led to a fundamentd change in the
composition of the apprenticeship population. This reform changed the law which had
previoudy required that gpprentices could only obtan the lowest level of vocaiond
qudification, the CAP and led to gpprenticeship recruitment principaly from those who had
been unsuccessful in the school system. From 1993 onwards apprentices were permitted to
work for nationaly recognised vocationd qudifications a any leve, extending to first degree
level and even beyond. These had previoudy only been available through full-time education
(Simon, 2001).

The 1996 reform of vocationa education in the Netherlands required that vocationa
courses must be offered a four levels and be avalable through full-time (college) and part-
time (apprenticeship) routes. The dructure was designed in such a way as to facilitate a

® OECD (1998) Thematic Review of the Transition from Initial Education to Working Life Country Background
Report: Denmark OECD Parisp.15.
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switch from one route to the other without disruption of the study programme.  Subdtantia
amounts of work-based training are required for the full-time students and not only for
goprenticess. The dear formulation of levds of traning dso dlows those on the
goprenticeship route to continue subsequently to a higher levd of qudification, including
vocationa courses in Higher Education (ether in agpprenticeship or in the full-time route)
(Down, 1999).

In France and the Neherlands gpprenticeship can lead to an occupationd qudification
a a number of different levels ranging from the equivdent of the UK NVQ 2 (in the
Netherlands a very smal number go no further than an NVQ1 leve) to the equivaent of UK
NVQ 5 (France) or UK NVQ 4 (Netherlands). Those who move from one level to the next
will spend aperiod of 2+2 or even 2+2+2 years in gpprenticeship.

The digribution of agpprenticeship training programmes in France and the Netherlands
by duration as determined by Level sudied for isgivenin Table 2 below.

Table2
The Digribution of Participants on Apprenticeship Training Programmes by Duration
as Determined by Level, France (1996) and the Netherlands (1999/2000)

NVQ equivadent Leve 2 3@ 4 5
Duration (years): France 2 2 2 2
Duration (years): Netherlands 2-3 24 34 -
Digribution of Apprentices: 64 28 5 3
France (%)

Didribution of Apprentices: 5 45

Netherlands (%) (a)

Notes : (a) Inthe Netherlands 45 per cent are at Levels3 and 4

In the UK, as part of the change from YTS to YT in the early 1990s a fixed training duration
was no longer a condition of public funding of youth training. No change was made in this
respect when Modern Apprenticeship (MA) was introduced in 1995. Duration was a the
discretion of the employer. In 1998, only 10 per cent of British employers surveyed expected
gpprenticeship in their companies to last less than 18 months. In three sectors, Child Care,
Hedth and Socid Care and Hoteds and Catering between a fifth and a quarter of dl
apprenticeships were expected to last for 18 months or less (DfEE, 1998). However, a recent
analyss shows that the gap between expectation and actud length of stay in gpprenticeship is
huge. In four of the ten largest apprenticeship sectors accounting for roughly a third of dl
goprenticeship dtarts, Hedth and Socid Care, Retailing, Hotes and Catering and Customer
Sarvice, the average actud length of dtay in gpprenticeship was less than one year. In dl
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sectors, average actud length of stay was congderably less than ‘expected and none was
longer than two years ( Fuller and Unwin, 2001).

In its Consultation Document on Modern Apprenticeship published in 2000 the UK
government asked “Can improved LSC ingpection and quality assurance arrangements ensure
traning is done properly without the need for minimum periods of traning?  The
Confederation of British Industry (CBI) representing some 250,000 employers reiterated its
opposition to fixed duration of training periods® This opposition must be understood in the
wider context of employer oppodtion to ‘time-sarving  which characterised  British
goprenticeship in the firg haf of the twentieth century and employer determination to retain
control over dl aspects of learning in apprenticeship.  In their Response to the Consultation
Document, the CBI wrote “Employers are not educators and Modern Apprenticeships are part
of the foundation learning sysem - not the education sysem”. The CBI therefore rgected
proposds put forward in the Consultation Document for minimum periods of traning and for
mandatory period of off-the-job training on the grounds that these “will not deliver the results
wedl want”. (CBI, 2000)

1.2 The content of training programmes

The gx ocontinental European countries consdered here dl require apprenticeship training

programmes to consist of three eements

genera education
technical education
occupationa skills and competences

In the ‘dua-system’ countries, sandards of genera and technical education are differentiated
by occupation. It is accepted that some occupations will make more stringent demands in
cetan aeas of general and technica education than others. In Germany, Audria and
Switzerland, the regiond Ministry of Education and in Denmark the nationd Minisry draw
up standards in consultation with the industry body responsible for a given occupationa area.
There is no atempt to dign dandards of generd or technicad education in apprenticeship with

awider nationa standard.

® “The CBI has reservations about the proposals because they focus on inputs and a time-served approach,
neither of which is a guarantee of competence” from The CBI’s response to the Modern Apprenticeships
Consultation Document CBI, London, 2000
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In France and the Netherlands al apprenticeship programmes are required to offer
generd and technica education components. However, the baance may vary by occupation
and by leve. There is an atempt to dign dandards across occupationd areas and within
levels.

The 1996 reform of vocationa education in the Netherlands specified that at each
level courses were to have three dimensons which correspond to the three eements outlined
above (Down, op.cit.). Theseare

socid/culturd
generd/technica (to ensure progression possibilities)
vocational

Ovedl, in dl these countries, between 70 and 80 per cent of an gpprentice's training period
is spent in the workplace, including time devoted to workplace training. The bdance is
divided roughly equaly between gened and more occupationdly-focused technicd
educetion.

The digribution of the gpprentice training period between time spent in the workplace
and time spent in school or college is thus weighted heavily towards the workplace in dl
countries. In al the ‘dud-system’ countries and in the Netherlands, off-the job education and
traning is ensured through compulsory attendance a publicly provided vocationd
colleges/indtitutions within the wider structure of upper-secondary school provision.

In France, until recently, employers and Chambers of Commerce were the main
providers of off-the-job education and training for apprentices. However, the curriculum to
be followed and assessment procedures are identicd to those in full-time publicly provided
vocationadl education. A recent innovation in France is the provison for apprentices to attend
apublicly provided voceationd lycée for their off-the-job education and training.

Modern Apprentices in the UK are currently only required to ‘work towards an NVQ
qudification & Leve 3 dthough to receive a find cetificate of completion they must obtain
the rdevant NVQ 3 certificate and demongrate competence in Key Skills. The NVQ is a
checklis of occupational competences demondrated and assessed in the workplace.
Consequently, the UK gpprenticeship has not, up to now, measured up to the requirements for



separaedy taught and assessed technicd and generd education found in other European
countries.”

The government-gppointed Nationd Skills Task Force found the lack of a coherent
body of underpinning knowledge, which characterised the NVQ template, to be serioudy
damaging to the development of Modern Apprenticeship? The Modern Apprenticeship
Consultation Document put forward a proposa for a technicd certificate to be an additiond
requirement aongsde the NVQ qudification. This proposd could bring the baance of
learning in the UK Modern Apprenticeship closer to the dructure of that in continental
Europe. However, there is ill no recognition by the UK government that genera education
should continue during apprenticeship.

1.3 Assessment

In the countries of continentd Europe conddered here, the successful completion of
goprenticeship  is conditiond on successful completion of both elements of the
gpprenticeship programme

off-the-job generd and technical education

on-the-job acquisition of skills and competences.

General and technicd education is assessed by tests or examination st and marked by
outsde bodies or the regional education authorities. Occupationa skills and competences are
amogt invarigbly assessed by practicd tesdts (with external assessors), and through ord
examination conducted by a panel of assessors.  In addition, portfolio evidence is now aso
used as part of assessment of practical work in addition to the procedures outlined above.

In the UK, of the dements of the MA that conditute the full qudification - NVQ 3 and Key
Sills, only Key Skills may be assessed by examination. There is enormous variation in the

way NVQ competences are assessed and the extent to which assessors have a financia stake

" The Key Skills requirement is the closest the MA comes to a ‘general education element’. These have been
extremely unpopular with employers and it is thought that relatively few apprentices have achieved them. They
have been further undermined by the practice of some Training and Enterprise Councils (TECs) of making final
payments for apprenticeships on the basis of NVQ 3 alone. Asthere are no national data showing achievement
rates for complete modern apprenticeships it is not possible to say how many apprentices had some sort of
encounter with Key Skills.

8 The National Skills Task Force second report highlighted the need for qualifications which provided
underpinning knowledge and understanding for all apprentices “The government would like to see separately
assessed and certificated underpinning knowledge and understanding as part of all Modern Apprenticeships.”
from DfEE (1999).
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in the outcome of the assessment. Most apprentices are assessed on their performance of
tasks in the workplace® Unlike their European counterparts, UK apprentices are not assessed
by objective methods which promote confidence that consstent standards have been applied
regardless of sector, occupation or employer. While the employer of an apprentice may be
indifferent to the rdiability and trangparency of the qudification awarded, lack of consgent,
objective and reliable assessment lowers the labour-market vdue of the qudification to the
apprentice.

1.4 Thestandardsrequired for successful completion of apprenticeship

The sandard of mathematics required for the British NVQ3 award is congderably less
demanding than that required for apprenticeship qudifications in Europe. (Steedman and
Hawkins, 1994). In a separate study, the technical knowledge required for NVQ 3 was aso
judged to be narrower and less demanding than that required for the equivdent qudification
in Germany. However, some occupaionad competences, in particular speed of working
expected, were found to be more demanding in NVQ 3 than in the equivdent German
qudification (Steedman, et al., 1996)

Overdl, it was judged that a young person who successfully completes an
aoprenticeship qudification in the German-spesking dual system would be able to meet the
gandard for a British NVQ 3 in the same occupation. However, it was judged that the young
person with a British apprenticeship and NVQ3 would not be able to reach the standard
required for the dua-system generd and technica education requirements on the basis of
NVQ 3 done!°

® The description given below of the assessment procedures for Modern Apprentices in the travel industry is
probably reasonably representative.

“The Travel Training Programme is a two year course as a full time employee with a travel company with off-
the-job training. Y ou will be required to compile a portfolio of evidence for each qualification, which will show
your capability to fulfil the role of a travel agency clerk. A visit to your training centre is necessary
approximately every six weeks and you will also receive a regular visit by a trained assessor who will check
your portfolio and observe your tasksin the workplace”.

http://www.ttctraining.co.uk/fags.html#ttp accessed on 2001-07-13

19°1n 1996 programmes of study and examination papers from apprenticeship programmes in Germany and
France were evaluated and compared with equivalent qualifications in the UK. These comparisons were
commissioned and reported by researchers at the Centre for Economic Performance (CEP) as part of the CEP's
work for the government’s Skills Audit (Steedman, Green et a 1996). The evaluation and comparison of
programmes of study and examination papers was carried out by experienced teachers and other industry
experts. A full description of the evaluations can be found in Steedman, Green et a. op.cit. at pages 79-83. The
original examinations compared and the judgements of the independent evaluators can also be inspected on
request.
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2. Achieving the Apprentice - Employer Match

In adl sx countries consdered here, responshility for finding an apprentice place rests with
the young person. The young person wishing to enter gpprenticeship must find an employer
willing to take himher on. This places a requirement on the young person to consder
carefully the occupation/sector that he/she wishes to train for and the type of company where
they would like to work. Since employers will be recruiting the gpprentice with a view to
trainability and productive work, a further requirement is that the aspiring gpprentice should
have acquired an appropriate foundation of skills and aptitudes.

These two requirements

- prior consderation of career and career options and

- adequate foundation for training and progressin awork environment

are met in various ways by the countries concerned.

2.1 Finding an apprentice place: the process in the German-speaking ‘dual system’

countries

These countries make systemétic provison for the study of career options avalable through
the gpprenticeship route.  This process garts in the last two years of compulsory school when
gpecific time periods are used by careers teachers to work through information packs, and
other materid which explan career options, the occupationd dructure and the training
required (Jarvis, 1994).

Vidts are aranged to Centres run by the Careers Service and school students are
encouraged to explore the information avalable independently (Steedman, 1994). The
internet now provides additiond high qudity information on careers, the type of work
involved, working conditions, skills and aptitudes required. A wide vaiety of dtes and
sources of information on these matters are now available to young people in the dud system
countries from the internet.  In Germany, br example, the Chambers of Commerce (ndustrie
und Handelskammern) which have responsibility at local level for oversight of apprenticeship
agreements between young people and firms, provide steswhich list al gpprenticeship
places offered locally in arange of recognised occupations (Figure 1).1*

M For example, in Switzerland from http://www.ur.ch/lehrstellen/ in Germany, from
http://www.apa.ihk.de/cgi-bin/suche.php
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As the school student nears the end of compulsory schooling, those who are interested
in pursuing an apprenticeship are helped to compose letters to firms seeking gpprentices.
‘Dry-run’ interviews are held at school by teachers to prepare students for the search for an
apprenticeship.  Once an occupation or a range of occupations have been decided upon by the
school dudent and hisgher parents, the young person will write to firms offering suitable
apprenticeships to ask to be considered for an apprenticeship place.

Applications from young people for agpprenticeships will not aways succeed, of
course, and some who aoply will be disgppointed, dthough most will succeed in entering
apprenticeship if they are prepared to wait/engage in further study (Figure 1). In the most
recent period in Germany, ovedl, gpplications have dightly exceeded places offered,
reversing the trend of the late eighties and early nineties (Table 3).

For obvious reasons, demand for agpprenticeship places in the former East has
consgtently outstripped supply and the above ratio has only been maintained in the former
East by government intervention to subsidise gpprenticeship places. In the West, demand and
supply have been kept in equilibrium despite risng cohort numbers by strong government
pressure on employers.

Nevertheless, the number of apprenticeship places offered and accepted annudly is
dill impressive - 630,000 in 1999 - equivadent to around two-thirds of the 16 year-old cohort.

Table3
Ratio of apprenticeship places offered to places
requested, Ger many, 1993-1999

Year ‘Old’ ‘New’ Lander | All Total new
Lander Germany apprenticeshi

p agreements
(‘000s)

1993 114 .99 112 570

1995 1.05 .96 1.03 573

1997 .99 .90 .97 588

1999 101 .94 .99 631

Source: Berufshildungsbericht 2000, Ubersicht 1

In Audria, where apprenticeship covers a narrower range of more traditiond
occupdtions than in Germany, there has been a marked fal in the number of places offered.
In 1992 nearly haf the age group (48.7 per cent) entered gpprenticeship; in 1996 just under
two-fifths (39.5) did so. In the early ‘90s the supply of places outstripped demand while by
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the mid-90s the ratio of demand for places from young people to supply by firms was over
2:1.

Improved financid incentives to firms have resulted in more training places being
offered and the decline in paticipaion in Audria has now levdled out. A gmilar Stuation
occurred in Switzerland, the Netherlands and France in the early ‘90s and in dl these
countries steps were taken to ensure an improvement in incentives to firms to offer training
places. This has now resuted in an increase in places offered in dl these countries.

Over the last decade it has proved more difficult to achieve the employer-apprentice
match in dl dud-sysem countries compared to previous decades. This is not the result of
firms formdly rasing ther entrance requirements In dl the Germanspesking countries
there are no formad pre-requistes for entry to gpprenticeship. But this does not prevent
employers from having a clear idea of the qudities and potentid needed for successful
completion of goprenticeship. Frms cdam that it has been incressngly difficult to find
young people with the qudities and atributes that they seek among those applying. A
number of factors have contributed. There have been changes in economic activity and hence
in the skill needs of firms and in the type of occupations offered. But the supply of young
people coming forward has dso been modified by the increased probability that a young
person will say on in full-time education &fter the end of compulsory education. It seems
likdy then, that the average ability level of applicants for apprenticeship has declined to some
extent. Combined with more exacting Standards and a more competitive economic
environment, this fdl rases the cost to firms of providing apprenticeship and means that
firms are more reluctant to recruit.

The German-spesking duad system countries have addressed this problem from both
the supply and the demand sde. On the supply sde young people who apply for
goprenticeship without success have been encouraged to take pre-vocaiond or other full-
time courses in post-compulsory colleges. These courses revise and consolidate basic skills
and provide additional preparation for entry to the work environment. Around 10 per cent of
entrants to gpprenticeship in Germany in 1998 had followed such courses. In Germany, the
average age of apprentices has increased markedly, from 16.6 years in 1970 to 18.2 years in
1985 and 19.1 years in 1998. This suggests that those entering in 1998 are, on average, aged

around 18 years.
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2.2 Finding an apprentice place: the processin Denmark

Denmark has seen some decline in numbers entering gpprenticeship.  Nevertheless, as in the
German-gpesking countries, it makes a dgnificant contribution to skill formation; just over a
third of an age cohort currently enter gpprenticeship training programmes.

As in other countries, young people wishing to enter apprenticeship need information
and guidance on occupational choice. Some guidance is provided by teachers in the find
(optional) year of the compulsory school when students are aged 1712 An innovation is that
this find year can be spent partly in school and partly in vocationd college.  This means that,
as in Germany, entrants to gpprenticeship are likely to be aged at least 18.

Another form of preparation is offered by the basic programme of the VET course. In
Denmark, dl young people who opt for the vocationa route to qudifications spend between
10 and 60 weeks (average 20 weeks) full-time in the equivdent of a College of Further
Education on what is cdled the Basc Programme. In this programme basc subjects and
vocational subjects ae supplemented by educationd and occupational guidance and
counsdling. The sudent can ‘sample€ various vocationa areas and decide on a suitable
vocational route. Students with definite choices of occupation can ‘fagt-track’ through the
basc programme while those who require more support and consolidation can spend longer
in the basic programme.

Before garting on the main part of the vocationd programme (typical duration 3-3%
years) the student must find an employer willing to enter into an gpprenticeship agreement.
The vocationd college plays an important part in this process through links with employers
by means of the locad Trade Committees (employer/employee organizations). If a student
fals to find an apprenticeship place the college may offer a ‘virtud place and the Student
will cover the required occupationa skills in the college!®  Currently around 6 per cent of
gpprentices in Denmark have places provided by a college.

The apprentice will dternate periods in the workplace and periods in college and be
required to follow courses which amount (maximum) to 60 weeks of full-time study over the

3-3% year training period.

12 Byt the OECD (1999) Thematic Review of the Transition from Initial Education to Working Life Country
Note: Denmark iscritical of the national careers information service (RUE) in Denmark.
13 OECD (1999) page 14.
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2.3 Finding an apprentice place: the processin France

The aspiring apprentice in France is less likey to have been prepared for the choice of an
apprenticeship  occupation while a school.  The guidance process in French secondary
schools (college) is normdly redtricted to outlining the routes that 16 year olds can follow
through the education system and the qudlifications that can be obtained.

This sharp divison has its roots in the shap didinction made in French society
between the public and private sectors. The education system is a pillar of the public sector
while gpprenticeship has traditiondly been supported and provided by the private sector,
most notably French employers.  French employers and those who work within the structures
of gpprenticeship complain in terms smilar to those of ther counterparts in the UK of the
lack of datus of gpprenticeship and the perception that apprenticeship is only for the rgects
of the school sysem. That was undoubtedly the Stuation for many years when the number of
gpprentices in France remained smal (around 200,000 a year) modly in artisan trades and
occupaions.  However, snce a number of changes were made to the laws governing
goprenticeship - induding dlowing apprentices to obtain the whole range of educationd
qudifications up to and including Magters degrees, apprenticeship has expanded dramaticaly
(Figure 2 and Section 4.2 below).**

Figure2
Apprenticeship in France, numbers, 1980-1999
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14 1n addition, the old rivalries between public and private sector have been broken down by the establishment in
the 1990s of Centres de Formation des Apprentis - CFA situated in publicly-provided secondary schools.
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The young person seeking an gpprenticeship may vist a loca advisory centre for young
people (PAIO), the locd office of the nationa careers guidance organisation ONISEP, the
loca Chamber of Commerce (representing loca employers offering gpprenticeships) or the
loca Centre for Apprenticeship Training (CFA).

On the internet, arich range of well-presented information is available, for example
http:/Amww.apprentissage- pacatm.fr/ is a web dte provided by the Regiond government of

the Provence-Alpes-Cote dAzur Region. Regiond governments now have much of the
respongbility for promoting apprenticeship in France and the web dte given above provides
step by step information for employers and young people in the region.

Another source of information on the internet isthe officid Ste
http://Amww.cidj.as0.fr/ which provides detailed descriptions of a wide range of recognised

occupations, asociated  qudifications and ways of dudying for them, induding
apprenticeship.

As in the Gemangpesking dud system countries, the aspiring agpprentice is
encouraged to seek out an employer willing to take on an gpprentice. The steps to be taken
by a young person wishing to enter apprenticeship are quite challenging and st out on the
web page of eg http://apprentissage-pacatm.fr without many concessons to youth and

inexperience.

In practice, it seems likely that the aspiring apprentice will fird make contact with a
CFA and enrol provisonaly for a course a an appropriate level in the desired occupation.
The CFA will then provide ligts of likdy employers or even put the young person in touch
with a likdy firm. Many CFAs are associated with a Chamber of Commerce so that links
with local firmsare likely to be strong and varied.

2.4 Finding an apprentice place: the processin the Netherlands
Students in the Netherlands look for gpprenticeship places themsdves, modly with the

support of colleges. Apprenticeship places must be accredited by the nationa sector bodies
for vocationa education and training™. Information about apprenticeship places is available

15 There are 21 national bodies for vocational education and training. These are organised on a sector-by-sector
basis, for example there are bodies for butchers, hairdressers, workers in health care and the process industry.
They are centres of knowledge and expertise in relation to vocational courses organised for individual sectors or
job categories. The employers and employees organisations from the sector form the governing boards of the
national bodies. Most national bodies have a mixed character. They are private bodies (foundations or
associations) which are charged with public tasks in the framework of the Adult and Vocational Education Act.
Their public statutory tasks are:
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from the internet (Wwww.edugatenl) or from the sStes of the nationa bodies (www.colo.nl).
The nationd sector bodies have the task of ensuring that sufficient companies and

organisations are in place s0 as to be able to provide the necessary number of training places.
The nationd bodies dso ensure that qudity of onthe-job and off-the-job vocational practice
complies with the quadity standards set for each sector. In the Netherlands some 150,000
active training companies are recruited and registered as gpprentice companes. In order to
be legdly enforcegble, the gpprenticeship contract must be sgned by the student, the schooal,
the gpprentice company and the nationa sector body.

2.5 Finding an apprentice place: Britain

There is no sysematic provison for introducing students in British schools and colleges to
career opportunities offered by apprenticeship.  Furthermore, there is no webdte available at
nationd, regiond or locd level which provides comprehensve information on gpprenticeship
by occupation/sector together with links to dtes giving detals of employers offering
apprenticeships or to other ways of ng provision.*®

While a andl minority of gpprentices in Britan enter apprenticeship by applying
directly to an employer, for example in answer to an advertissment, most are channelled
through locd Training and Enterprise Councils (TECs), now Leaning and Skills Councils
(LSCs) who then direct the young person to a ‘training provider'. In England done, there are
some 1330 training providers. O these, just under 20 per cent are employers. A further third
are private companies and a further 20 per cent are Further Education Colleges. The
remainder are Chambers of Commerce, Group Training Associations, Loca Authorities and
not-for-profit providers. Only around 5 per cent of al apprentices are directly recruited and
traned by employers. The remainder are the responsbility of the training provider who
contracts with the TEC/LSC to find an employer willing to teke the young person.

to develop and maintain the qualification structure for vocational education;
to guarantee a sufficient number of placement addresses and to promote the quality of these
placements;
- toassessand accredit companies and organisations providing work experience.
16 The closest we have come in the course of several hours of web-surfing is http://www.worktrain.gov.uk In a
search for training opportunities in Birmingham in Mechanical Engineering at NVQ Levels 1,2 or 3 we were
offered an apprenticeship in Technical Services. But a similar search for the travel sector revealed no
apprenticeships in Birmingham, despite the fact that at http://ttctraining.co.uk nine firms in the Birmingham
areaare listed as offering apprenticeshipsin the travel industry.

17



Frequently, most of the training and assessment which comprises gpprenticeship in Britain is
carried out by the provider rather than the employer where the apprentice is based.*’

26 Employing an apprentice: the process in the German-speaking ‘dual system’

countries

Many employers in the German-spesking dua system countries will ether have had direct
experience of being an goprentice and will dmost certainly have a subgantid number of
employees who have obtaned an gpprenticeship cetificae.  Especidly in Germany,
employers having direct experience of being an apprentice will not be confined to the smaler
atisantype firms  Apprenticeship, followed by full-time technicd study is a recognised
route into management in Germany.

Employers wishing to offer an gpprenticeship will, if necessary, turn for guidance to
the locd Chamber of Commerce (IHK). The IHK has a lega obligation to champion the
interests of industry and commerce in its area and offers a wide range of business services to
dl firms The IHK takes respongbility for most of the employer's adminigrative paperwork
asociated with taking on an apprentice and organises the intermediate and find apprentice
examinations. An employer who turns to the locd IHK webgte will find a ‘checklist’ of
conditions for taking on an gpprentice. Essentidly the employer will

Need to have in place an employee (aged at least 24) with a completed apprenticeship
in the occupation offered together with an additional pedagogica qudification.

Release the apprentice for off-the - job training as required by law.

Ensure the young person taken on has had a medicd examination in the previous 14
months.

Provide a traning plan to show tha the occupdaiond requirements of the
gpprenticeship can be met in the stipulated time.

Provide training materias a own expense

Register the gpprentice for the examinations for the agpprenticeship certificate and

provide time off for taking the examinations.

7 Information based on analysis of the Training Standards Council database.

18 This requirement can be waived for alimited period in the case of firms offering apprenticeship places for the
first time. http://www.bielefeld.ihk.de/bildung

accessed 10/04/2001

18



2.7 Employing an apprentice: the processin France

Although apprerticeship in France is largely provided by the private sector, it is nevertheess
heavily regulated by French law. The procedure that a French employer must follow to take
on an gpprentice (set out with great clarity on the web dte apprentissage-paca given above)
is nat for the fant-hearted. However, French employers are used to detalled legd regulation
of employment relations and it is possble that the requirements seem to them less daunting
than they might to a British counterpart.

As in Germany, the local Chamber of Commerce and the local Centre de Formation
des Apprentis (CFA) help to put employers in touch with young people seeking an
apprentice.

In Britain the complexities of the funding regime associated with apprenticeship are
widely recognised as being too complex for most employers to manage’® Training providers
have filled the gap, as described above. However, training providers are in turn driven by
funding incentives which derive from government targets for numbers of young people
placed in government-supported training.  Depending on the paticular funding regime
adopted by each TEC, funding may bias training towards low-cost provison which does not
necessarily correspond to local skill need. Once the government targets have been met, and
funding committed, additiond employers wishing to take on an gpprentice have been refused
adequate funding (rationing).

2.8 Employing an apprentice: the processin the Netherlands

In order to train an apprentice a company must be assessed and accredited by the appropriate
nationa sector body (see note 15). To be accredited as an gpprentice company the company
mugt fulfill the fallowing criteria

the gpprentice must carry out work tasks appropriate to the occupation trained for

the company must provide a trainer/supervisor for the student, alow time for training
and provide some facilities

the student usudly makes hisher own application for an gpprenticeship, but if the
dudent cannot find an apprenticeship place, it is dso the respongbility of the

19 “69% of employers (surveyed) used an external organisation for assessment and accreditation while others
out-sourced applications for funding (58%) and recruitment of apprentices(40%).” CBI (2000) op.cit.
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vocationa college (ROC). The college is respongble for ensuring suitable on-the-job
training fadilities

3. Access, Motivation, Completion and Subsequent Employment of Young

People on Apprenticeship Programmes

3.1 Who entersapprenticeship?

There are no legaly prescribed pre-requistes for entry to gpprenticeship in the countries
conddered here. Neverthdess, in the dud system countries it is well-known that good school
marks will open the door to a prestigious occupation or firm. The importance that firms
attach to school marks means that most young Germans have an incentive to do as wdl as
possible at school in order to have a chance of the apprenticeship of their choice. Only a very
few fall to obtan a recognised school-leaving certificate in the German-spesking countries
and in Denmark. Apprenticeship is not primarily seen as a way of providing for al low
atainers.  For this purpose there are other more suitable work-based programmes. Its
primay am is to renew the nationd skills base and develop the skills of young people.
However, many young people with farly modest academic atanments find an
gpprenticeship place and benefit from apprenticeship in the dud sysem. It is not possble to
obtain data on socio-economic origins of apprentices in these countries. However, for a
number of countries we know for gpprentices the prior school history and/or qudlifications
obtained on leaving compulsory school.

Germany

Figure 3 shows the prior qudifications of young German gpprentices. Just under haf have no
qudifications or qudifications equivdent to GCSE bdow grade C. Just over a third have
GCSE A-C levd or higher. Some 17 per cent have gained the equivaent of A-leve.
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Figure3
Prior qualifications of apprenticesin Germany, 1998
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Source: Ber ufsbildungsbericht 2000 Ubersicht 18

Switzerland

In Switzerland, where sdection after age 11 predominates, around two thirds of pupils are in
‘broad’ genera education which can lead to Aleve type study at the upper secondary stage
and around one third are in ‘basc’ education. Almog dl of those in ‘basic’ education enter
apprenticeship; a further third of a cohort enters from ‘broad’ genera education. Comparison
of prior mathematics attainments of Swiss students in the ‘basic’ education classes has shown
that average atanments in mathematics are congderably higher than the average for pupils
of smilar ability in England?®® It is perhaps for this reason of sound basic skills that, on
average, young people in Switzerland continue to enter gpprenticeship & a younger age than
in Germany and other European countries.

Austria

In Audria, just under one quarter of al entering gpprenticeship have completed only eight
years of the nine compulsory school years (Students may enter apprenticeship after eight
years of schooling). Around 40 per cent have completed a pre-vocationa year after eight or
nine years of school. The remaining third have completed or part-completed upper secondary
school, dmost dl in technica and vocationa upper secondary schools (Figure 4).

20 Bierhoff and Prais (1995) page 40, “After creaming off the top 20 per cent in each country for university or
other full-time higher education (30 per cent are planned for England), we are |eft with hardly some 20 per cent
in England who would be capable of entering an apprenticeship compared with 45-50 per cent in Switzerland.”
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Figure4
Prior Educational Leve of Entrantsto Apprenticeship in Austria, 1994
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Source: Lassnigg and Schneeberger, op.cit. Table A-3.6b

France

In France around one third of those entering apprenticeship in 1998-1999 had school
attainments well below the average, a sgnificant proportion had atended Specia Education
classes before entering gpprenticeship. Around haf had reached the find class of
compulsory school; of these, two thirds had reached something like a GCSE Grade A-C
dandard. A further 18 per cent of entrants came from classes leading to the Baccadauresat

qudification or, in some cases, had passed the Baccdaureat and started on a course of higher
education (Figure 5).
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Figure5
Prior Educational Attainments of Apprentices, France, 1998

@ <3 eme (a)
3 eme (b)
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Source: Ministry of National Education Repéres et Références Statistiques page 141

Notes: (@) Students of well below average attainments, of whom one third are classified as having special
educational needs. (Have entered apprenticeship before reaching the final class of compulsory schooling.)

(b) Students of average or somewhat less than average ability. (Have reached final class of compulsory
schooling.)

(c) Students who have started/completed a course leading to the Baccalaureat (A -level equivalent).

In the UK in a recent year, of those entering Modern Apprenticeship programmes, 11 per cent
held an A-levd qudification or eguivdent and the remainder were divided dmost equdly
between those with 4 or more GCSE passes a Grades A-C and those with passes below this
gandard. Only 5 per cent had no qudifications.

The didribution of British apprentices by prior qudification does not appear to be
very different from that in Germany or indeed in France. A somewhat higher proportion of
UK apprentices have A-levd type qudifications than in Switzerland and Audtria

3.2 Incentivesto enter and complete

Germany

The German gpprenticeship attracts young people as a result of a combination of negative and
postive incentives.  Similar incentive gructures pertain in the other German-spesking dud
sysem countries.  There are no absolute barriers to the employment of young people in
Germany once they have completed compulsory schooling (definition of completion is
complex and varies from Land to Land). However, firms are barred from employing young
people under 18 in the wide range of occupations for which an gpprenticeship programme
exigs  Effectivdly, employment opportunities for under 18s ae limited to unskilled
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occupations and only around 1 or 2 per cent of the cohort is in employment at age 16 or 17.
Consdered aongside the dtractive range of occupationd training open to young people, this
means that the youth labour market is of only very limited attraction to school leavers.

A further important negative incentive is the length of universty degree courses and
high drop-out rate in Germany which deter some of the more academic from applying to
university and leads a substantia proportion to enter gpprenticeship.

The sngle most important podtive incentive is the socid and quas-inditutiondised
recognition accorded to the apprenticeship qudification.  Whatever the apprenticeship
occupation, a completed apprenticeship confers a professond identity and consequent
recognised socid status?! A further postive incentive to participation and completion is the
redriction endwined in many collective agreements that access to technician and Meister
datus is open only to those who have completed the relevant gpprenticeship. In the
Handwerk (artisan) sector, the apprenticeship certificate is a necessay condition for
independent practice and apprenticeship followed by a period of full-time professond
education is a recognised route to management in many indudries.  But the gpprentice will
not only be able to count on socia recognition and career possbilities as a result of passng
the find examinations The dability of collective barganing arangements in Germany
which negotiate the skilled/semi-skilled wage differentid give confidence that a completed
gpprenticeship will be rewarded on the labour market.

The combination of these negeaive and podtive incentives explans why nearly two-
thirds of young Germans enter apprenticeship. A subgtantid proportion of dl those with
school-leaving qudifications equivalent to 5 GCSE Grades A-C (Realschulabschluss) choose
goprenticeship in Germany whereas in the UK most of their counterparts would normaly am
for univergity entrance.

The negative incentives, which aise from the very dgricc German labour-market
regulation relating to occupationd qudification, are not present in Denmark, France and the
Netherlands to the same extent. Universty courses, while longer than in the UK, are not as
long as in Gemany. Furthermore, a more well-developed full-time route to vocationd
qudifications a Levels 3/4 exids in these countries (and, to a lesser extent in Audria) which
tends to regtrict the range of occupations for which gpprenticeship can prepare. In dl these
countries efforts have been made to improve the attractiveness of gpprenticeship to more

21 |n German, the term gelernte- meaning a person who has acquired specialised knowledge and skill - is
routinely used of those who have completed an apprenticeship.
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academicdly able students by improving links and bridges to the range of qudifications

avaladle from full-time education.

France

In France, State regulations have adways prescribed that gpprentices must study for
nationdly-recognised vocationd qudifications which are the same as those awarded in full-
time education. As noted in Section 1 above, this principle has recently been extended to dl
levels of nationdly-recognised vocationd qudifications up to and including Masters degrees.
While numbers teking the higher levels through apprenticeship reman reaivey smdl, there
iS no doubt that recent strong growth in apprenticeship numbers results from agpprentices
taking the higher levd qudifications. Furthermore, the datus of apprenticeship is being
dowly transformed by grester association with the more predigious levels of qudification in
the French system (Simon, op.cit.).

Denmark

In Denmark apprenticeship programmes have been modularised and the same ‘catdogue  of
courses is avalable to those in initid vocationa education and adults in adult education
programmes. Programmes have been made more atractive by the emphasis placed on the
individudisation of programmes with the am of reducng <Sudent drop-out. In
apprenticeship programmes, individuaisation takes the form of adlowing students to complete
the study programmes required over vaiable time periods within st minima and maxima.
For apprentices, the VET college curriculum is dsructured around basc subjects, area
subjects, special subjects and optiond subjectss.  These lagt two dlow for greater
individudisation of the programme both to adapt to the interests of the company (specid
subjects) and to adapt to the interests of the individua apprentice (optional subjects). As in
the Netherlands, higher levd vocaiond courses provided within the framework of higher
education, including technicad courses in a wide range of occupationa fidds and indudtries
are ecificaly tailored to graduates from gpprenticeship.

The Netherlands

In the Netherlands, <sudents on vocationd courses sudy for the same vocationd
qudification, whether on apprenticeship or on full-time courses.  Subgtantid amounts of
work-based training are required for the full-time students and not only for apprentices.
Switching between study on the apprenticeship route and on the full-time route is therefore
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made eader. The clear formulation of levels of training (see Table 2 above) adso dlows those
on the apprenticeship route to continue subsequently to a higher level of qudification (either
in apprenticeship or in the full-time route). Perhaps for these reasons the Netherlands has a
particularly high proportion of mature entrants to apprenticeship. In 1998 only 37 per cent of
apprentices were between 15 and 19 years old, 47 per cent were aged between 19 and 27, 12
per cent between 28 and 40 and 4 per cent were over 40.

Britain

In the other European countries examined here, care has been taken to try to ensure tha
reform of the overdl dructure of education and training improves incentives to follow
aoprenticeship programmes.  In Britain, the reverse has been the case. One of the man
attractions of apprenticeship to young people - the ability to ‘earn while you learn’ may have
been undermined by the progressive introduction of the Educational Maintenance Allowance
for young people in full-time education. The initiative to establish a technicd certificate as
pat of the goprenticeship qudification, was initidly floated without much thought for how it
might promote progression to proposed new degree level qudifications (Foundation Degree).
Fndly, the pool of wdl-qudified (5 or more GCSEs Grades A-C) applicants for
gpprenticeship continues to be drained by the government's rapid expanson of places in
higher education.??

3.3 Completion and successrates

In the German-gpesking duad sysem countries there is provison in the apprenticeship
contract for a trid period a the beginning of the gpprenticeship. At this point a proportion of
apprentices leave - because of a redisation that the choice of firm/occupation is not a suitable
one. Around one fifth of German gpprentices leave the apprenticeship before the end of the
officid duration, of whom many do so in the trid peiod. A dgnificant proportion
subsequently  re-enter gpprenticeship in a different occupation and/or with a different firm.

22 | 2000, after the government funded additional university places, 37 per cent of the <21 year old age group
in England entered HE although the percentage of all 17/18 year olds with the normal entry requirement of 2 A-
level/GNVQ passes was only 35 per cent. |t therefore seems likely that the continuing push for expansion of
HE is damaging apprenticeship recruitment by ‘scraping the barrel’ of those with some form of academic
qualification. Gource: DfEE Statistics of Education 1999: GCSE/GNVQ and GCE/AGNVQTable 16; DfEE
Stetistics of Education 1998: GCSE/GNVQ and GCE/AGNVQ Table 12; DfEE Statistica First Release
35/1999; National StatisticsHESA SFR 48, Table 4)
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Of those who remain in gpprenticeship dmost al (95 per cent) are successful in the find
examinaions - some &fter retaking the examinations.  (Bundesministerium fir Bildung und
Forschung, 2000).

In Denmark, it is not easy to cdculae find completion rates for vocationd
qudifications because of a tendency for young people to change direction while studying.
For vocationd education overdl, the completion rate is caculated a about 65 per cent.
However for gpprenticeship training the rate is much higher, estimated a 90 per cent (OECD,
1998).

Drop-out from vocationa courses is adso of concern to policy-makers in the
Netherlands. Around 20 per cent of students on a two-year vocationa course drop out in the
first year of their course (Brandsma and Noonan, 2000).

In Britain no reliable esimates are available to show how many of those who gart on
a Modern Apprenticeship gain the full qudification (NVQ 3 and Key Skills qudification).
But figures showing proportions of apprentices gaining any full NVQ qudification (at Leve
2 or 3) reved that only two thirds ganed any full NVQ qudification; just under hdf gained
an NVQ 3 (DfES, 2001). However, this success rate, low as it is in comparison with other
countries, is condderably higher than for dl young people who embark on an NVQ 3 in
apprenticeship, part-time or full-time education. In 1997/98 just under a fifth of dl 16-18
year olds who were enrolled for an NVQ course a Leves 3 or 4 successfully obtained the
certificate aimed for (Payne, 2000).

3.4 Progression from apprenticeship to employment

When evduating gpprenticeship as a means of improving employment chances of young
people it is important to bear in mind the socid and educationd groups from which
apprenticeship draws new entrants (see Section 3.1 above). In generd, it can be sad that
gpprenticeship in dl the countries consdered here manages to include (sooner or later) nearly
dl thelow ataners leaving the education system at the end of compulsory education.

In France, Denmark and the Netherlands and to a lesser extent in Audria,
apprenticeship currently includes only a small proportion of more able sudents. In Germany,
the range is quite wide but ncludes most of the low attainers (Section 3.1). When examining
unemployment rates of young adults with completed apprenticeship it is therefore,
appropriate to compare their outcomes with those who completed compulsory education but
obtained no higher leve of qudification/traning.
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Apprentices in Audria have an unemployment rate close to the nationd average and
haf that of those who have only compulsory education. Much the same is found for
gpprentices in Denmark.

A recent OECD study shows that te youth to adult unemployment ratio remains low
in ‘dua system’ countries compared to other European countries and the US (Table 4).23

Table4
Y outh to Adult Unemployment Ratio

Audria 16
Denmark 1.6
Finland 2.3
Norway 4.1
Sweden 2.2
Switzerland 1.7
United Kingdom 24
United States 3.0

Source: OECD (2000) From Initial Education to Working Life Table 2.8

In Germany, more detalled dudies are avalable of employment/unemployment rates
for individuds immediatdly after successful completion of an apprenticeship.  In 1998, the
latest year for which figures are available, 58 per cent of dl apprentices in the ‘old’ Federd
republic regions were taken on by their traning firms while the figure in the ‘new’ regions
was lower a 46 per cent. Almog dl those taken on were employed in skilled postions
(Fachkraft). Large firms were much more likely than smdl firms to take on gpprentices that
they had trained. Apprentices who had high marks in ther find gpprenticeship examinations
had a much higher probability of employment than those who had just scraped through the
examination. In November 1999, around three months after completing an apprenticeship,
only 4 per cent of the ‘high flyers were unemployed compared to 21 per cent of those who
had just scrgped through. But while around 20 per cent of those in the ‘old’ regions were
unemployed immediady after completing an goprenticeship, this figure fals subgtantidly
over the subsequent months.  In the case of trained shop assstants for example, only 5 per
cent are unemployed 3 months after completing compared to 20 per cent immediately on
completion.

23 OECD (2000), From Initial Education to Working Life, Table 2.8. The study did not include France and the
Netherlands.
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Problems of sdection bias make rigorous evauation of the economic outcomes of
goprenticeship notorioudy difficult (Ryan, 1998). Neverthdess, Ryan concludes that, for
those with no other training or further education, apprenticeship appears to confer both
employment and pay gains. A more recent survey of the literature for France, the UK, the US
and Germany (Ryan, 2001) suggests that apprenticeship tends to increase the employment
content of early working life dthough effects on pay and promotion ae less dear. In this
context (and bearing in mind caveats concerning sdlection bias) it is good to note that, in
contras to qudification outcomes, employment outcomes for British gpprentices leaving
Modern Apprenticeship programmes are good, with 84 per cent of those who left in 1999 in a
job and only 5 per cent unemployed.

4. Managing and Financing Apprenticeship

Apprenticeship is one of the oldest forms of public-private partnership and successful
management of the interess of dl the parties involved - employers, individuds and the
government - cals for skilful management of incentives and structures.

A high and sudaned leve of demand (from employers for agpprentices) and supply
(of young people) with respect to gpprenticeship places indicates that a postive equilibrium
relationship between the parties concerned has been achieved.

4.1 The German-speaking dual-system countries

Severd levels should be diginguished for undersanding the management of gpprenticeship
in German-speaking dua- system countries.

At the Feded leve, the Ministry of Educaion approves and issues training
regulations for each recognised occupation. These regulations, which are the result of
consultation at locd, regiond and nationd level between the rdevant employer and employee
sector organisations, conditute a broad framework within which the firm's own training plan
( see Section 2.6 aove ) mug fit. The Federd parliament aso approves the legidative
framework, in Germany the Berufsbildungsgesetz (BBiG), which prescribes the terms of the
aoprenticeship agreement between employers and agpprentices and the regulation of the
prescribed examinations and assessments for the award of the apprenticeship certificate.
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The regions (Lander) have responghbility for the curriculum, financing and provison
of dl educaion beow the tertiary levd. Responshility for developing the curriculum to be
followed by agpprentices in the off-the-job training edement of the gpprenticeship which is
provided in the vocationd college (Berufschule) rests with the Land authorities The Land
a so provides the schools and trains the teachers.

The Lander voluntarily co-ordinate curricula a dl levels of the education system
through the Standing Conference of Lander Minigers of Education. Lander committees for
vocaiond traning composed of equa numbes of employer, employee and Land
representatives advise on the content of the curriculum in the vocationa schools.

Finance for apprentices off-the-job vocationd education and training in the
Berufschule flows from the Land Minisry of Education to the Berufschule. The origins of
the Land finances are diverse and include tranfers from the Federd government. These will
not be discussed here.

The Vocationd Education and Traning Act (BbiG) determines which bodies are
respongble for oversght and monitoring of apprenticeship in firms. These ae normdly the
Chambers of Industry, Commerce and Trades (IHK) for the different indudgtrid and
occupationd sectors, and the various federal and Lander authorities for apprenticeship in the
public sector. Each IHK is required to set up a vocationa training committee comprisng Sx
representatives each from employers and employees and six vocationd school teachers (who
play a consultative role). These committees are responsble for most decisons required by
the statutory competence of the IHK with respect to apprenticeship.

Finance for apprentices in-firm training is provided by the firm. Frms cover the cost
of

Teaching materids

Fees to the IHK (membership compulsory for dl firms whether they recruit
apprentices or not)

Working/protective clothing

Cost of external courses (if firm choosesto provide)

Codt of training management and other training personnd (Meister)

Apprentice wages

30



There are normdly no direct financid transfers of public money to firms with respect to
apprenticeship.  However, since re-unification, the Federa government has increasingly fully
or patidly financed a number of additiond apprenticeship places for unemployed young
people. There are dso tax bresks for companies that train (Hummelshem and Timmermann,
2000).

In a smdl number of sectors (g construction) the sector has agreed to a self-imposed
levy on dl firms to finance gpprenticeship. There are dso a number of arangements in
various sectors and locdities for the setting up of joint training facilities. These are normdly
funded by employers directly through fees pad and indirectly through levies pad to the
Chambers of Commerce.  Joint training workshops dso receive government funds for
traning unemployed young people and adult unemployed and Federd or Land capitd grants
for infrastructure.  However, these grants are normadly one-off pump-priming payments
rather than arecurrent funding stream.

Apprentice wages are fixed by sector level collective agreement and are normdly
aound one third of the adult rate for the occupation trained for. German trade unions
srongly support gpprenticeship as can be seen from their active involvement a dl levels of
decison-making and oversght of apprenticeship. It is well understood, there fore, that both
employers and trade unions have an interest in mantaining a good supply of young people
and of apprentice places. Therefore, the leve of apprentice wages relative to the adult wage
fixed in collective agreements may vary according to whether the sector is having difficulty
recruiting young people or having difficulty finding employers to offer places  Apprentice
wages may rise to something in the order of hdf the adult rate for the find year of
gpprenticeship. It is thus widely recognised that agpprentices make an important finencd
contribution to apprenticeship costs through wages foregone.

The issue of net codts of training incurred by German employers is a complex one and
cannot be explored here. Nevertheess, it can be reported that the accepted view is that the
gndler atisantype employers gan some net benefit from goprenticeship within  the
goprenticeship period while the dtuation is reversed for larger employers paticularly in the
enginesring sector.

4.2 France

The management and funding of gpprenticeship training in France is condderably more

complex than in the ‘dud-sysem’ countries and will not be examined here in deall.
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Essentidly, apprenticeship operates on a levy/grant bass with apprentice wages redtricted to
fixed percentages of the nationd minimum wage (SMIC) regardless of sector.

Legidation in 1993 and 1996 made changes which help to explain the recent very
rapid growth in gpprenticeships in France. The Act of 1993 srengthened the role of the
Maitre d Apprentissage (based in the firm) while the 1996 Act changed the proportion of the
levy which was ear-marked for gpprenticeship (as opposed to other forms of initid VET).
The proportion was doubled and disparities between regions smoothed out by means of
redigributive mechaniams (Michdet, 1995). It can be seen from Figure 2 above that this
measure appears to have helped to bring about a dight increase in the number of gpprentices
at the CAP (NVQ2) leve and the continued rapid growth in gpprentices a higher levels.

4.3 Denmark

In many ways, gpprenticeship in Denmark is managed and funded in a manner amilar to that
in the German-gpesking dua system countries.

Centra government regulation is confined to objectives and framework conditions
and the recognition of qudifications. This provides maximum freedom to innovate a the
locdl leve.

At ndaiond levd a Trade Committee for every VET course (with parity of
representation of the socid partners) formulates the broad curriculum for each course and
determines duration, objectives and examination dandards (Danish Ministry of Education,
1999).

At loca leve, every college is required by law to set up one or more loca education
and training committees to match the types of education and training programmes offered by
the college. These committees (with a mgority of employer/employee representatives on a
parity basis) play a vitd link role between the college and the locd firms. They ensure that
locad labour needs are satisfied, support the colleges in finding apprenticeships for students
and enaure that college teaching isrelevant to firms' requirements.

There are three different sources of funding for gpprenticeship in Denmark.

The government provides finance for off-the-job college based vocationd training by
means of direct trangfer of funds to the college.

32



The employer pays the apprentice a wage (which is regulated by collective bargaining
agreements).

The agpprentices wages while attending off-the-job traning in college ae 90%
refunded by grants from a collective employers fund (AER).2*

4.4 The Netherlands

A far-reaching restructuring process of vocational educetion and training has teken place in
the Netherlands as a result of the Adult and Vocationa Education Act (WEB) 1996
(Brandsmaand Noonan, op.cit.).

The key inditutions in the organization and provison of apprenticeship are now the
46 Regiond Training Centres (ROCs) formed from many smdler bodies and providing for
full-time and gpprenticeship courses for young people and adults.

At naiond levd, joint committees - Nationd Education Committees (LOBs) - of
employer and employee representatives specify the skills to be reached a the find
examination for each levd of the qudification framework.

Government funds for vocationd education and training are transferred directly to the
ROCs. In addition, the ROCs are free to bring in funds from other sources, e.g. offering
courses to locd firms (Bertdsmann Foundation, 1999). They ae granted consderable
autonomy to meet regiona <kill needs as they think fit. Government dso funds the LOBs
based on the traning pecifications developed, the number of plants providing training and
the number of gpprenticeships and other workplace training offered. As in Germany, tax
bresks are offered to firms that train apprentices.

In a number of ways the organization of vocationd education and traning in the
Netherlands seems to share common characteristics with the UK. Some output-related
funding is used to try to improve productivity and efficiency. The freedom granted to the
ROCs to respond to regiona needs resembles the ideds which led to the re-organization of
Further Education in England under the FEFC. The drdification of training by levels and the
emphasis on specifying outcomes has common characteristics with NVQs.

There are, however, important differences.  The first is the reiance on publicly-
funded and administered inditutions - the ROCs - to act as the focus and driver of vocationa

24 The AER fund was introduced in 1977 and is a self-governing institution with parity representation from
employer and employee organizations. The main objective of the AER is to provide firms with incentives to
create apprenticeships. If a shortage of apprenticeship places arises, the number can be increased by financial
support from the AER fund.
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education and training. The second is the full participation of trade union representatives
with employers a dl levds in the specification of training outcomes.  The third is the
continued reliance on externdly-set examinations as the mgor part of the find assessment of

college-based training.

45 Britain

In Britain, unlike the other European countries described above, apprenticeship is not
regulated by national legidation. Indead, regulations and guiddines issued by the
Depatment for Education and Skills (DfES formerly DfEE) are followed in a variety of ways
in different sectors, leading to wide variaions in provison from sector to sector and locdity
to locdity. Financid flows in Britain are dso more complex than the arrangements for other
European countries outlined above. Public funds flow from the budget of the DfES to loca
bodies (now Learning and Skills Councils (LSCs), formerly Training and Enterprise Councils
(TECs). Funds are then didtributed to training providers who contract with a variety of
bodies for the provison of apprentice training and assessment required by DfES regulations.

Funds then flow from providers to these bodies. In the process, equity and transparency are
largely logt s0 that the funding devoted to off-the-job training of apprentices can vary from
one loca body to another and from one provider to ancther. This contrasts sharply with the
greater dandardisation of off-the-job training funding and provison on the continent
achieved by direct transfers to public sector providers.

Conclusions

In every other European country, offers of gpprenticeship places enable individud firms to
ggna immediate and anticipated skill needs to young people. Apprenticeship sructures then
endble firms to meet those skill needs by appropriate training in partnership with government.
By offering places, employers provide good qudity information to young people and ther
parents on future career posshbilities. Young people are thereby encouraged to invest in
further education and traning in a way which hdps to meat <ill needs and improve the
probability of future employment.
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In Britain, government practice of target-setting for apprentices in terms of numbers
has led to the ddelining of employers in favour of ‘traning provides to whom most
government funding is channdled on condition that they enable the government to meet its
targets.  Traning providers then ‘place young people with employers with little regard to
local skill needs®® The prime advantage of apprenticeship as a means of signaling skill need
and satisfying demand for skills has thereby been dmost entirdly dissipated.

In every other European country, apprenticeship is a recognisable ‘brand’.  Although
goprenticeship occupations differ in various ways, the nationd framework, underpinned by
binding legidation on key features (duration, standards and assessment) provides a common
identity which dlows the ‘marketing’ of gpprenticeship to employers and young people.

In Britan apprenticeship has no legaly-defined identity.?®  This in tun gave rise to
wide vaiations in the adminigration of government funding for MA by the Traning and
Enterprise Councils until their abolition ayear ago (Training Standards Council, 2000).

Vaiability in duraion, dandards, achievements and funding are such tha it is
impossible to define gpprenticeship in Britain except as ‘some combination of paid work and
traning' .2’ While other factors have contributed, this must be one of the main ressons for the
chronic information falure that cripples atempts to promote agpprenticeship in the UK - and
which has led in the past to apprentices who did not know they were on apprenticeship
schemes and widespread confusion among employers.

It is a condition of gpprenticeship in dl other European countries that young people in
apprenticeship continue to be educated like their contemporaries within publicly provided
upper secondary educetion.  This requirement permits a smple and dable pattern of financia
flows and ensures that vocationd practice is underpinned by sound technica knowledge and
generd education and greeatly facilitates further progresson to higher-level vocationa courses
from apprenticeship.

In Britain, lobbying by employers organistions in the early 1980s led to the
introduction of Nationd Vocaiond Qualifications (NVQs) which could be awarded on the

bass of assessment on employers premises aone.  The same organisations pressed for the

%5 “The strategy of the previous Conservative and the current Labour governments has been to concentrate on
volume, in terms of apprentice numbers .... rather than on skill formation ... important for UK economic
growth”, Fuller and Unwinop.cit., page 52.

® For asustained comparative analysis of this issue see Ryan (1999).
27 «A combination of paid work or work experience combined with a training element” was the best
understanding of apprenticeship revealed in the 1998 survey of young people. Under half (40 per cent) were
able to provide this description of apprenticeship. The remainder either gave an even vaguer response or did not
know (30 per cent) (Coleman and Williams, 1998).
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abandoning of any minimum fixed period for apprenticeship programmes and for NVQ to be
the only qudification to be ‘amed for' in government-sponsored youth training.  Employer
pressure (CBI, op.cit.) has continued to ensure that apprentices in Britain have no entitlement
to education during apprenticeship.

There is ample evidence (Fuller and Unwin, op.cit.) that in asmal number of sectors
with a tradition of apprenticeship training, schemes provided are of good quality and produce
wdl-qudified young people?® But these sectors only account for around one fifth of young
people on apprenticeship in Britan today. It is clear that the Modern Apprenticeship
initigtive has faled to spread good practice, as it exigts in the traditional sectors, to sectors
new to gpprenticeship - such as Hedth and Sociad Care, Customer Service (Sc), Business
Adminigration, Hotds & Catering, Hairdressng and Retalling - which together account for
around half of al gpprentice sartsin Britain and for dmogt dl female gpprentices.

This falure only serves to underline the fatd weskness of a non-dtatutory framework
for apprenticeship, compounded by a rush to fulfil government targets with little regard to
qudity or locd <kill requirements. But it should not be assumed that dl is wdl in the
‘traditional’ gpprenticeship sectors where standards are high. Employers in these sectors are
being damaged by the wesknesses of the scheme as a whole.  Wadl-qudified recruits to
aoprenticeship are difficult to find, information about the excdlent opportunities available to
young people in thelr industries does not reach its target population and employers are unable
to access government funding for apprenticeship in areas where totd funds available have
aready been dlocated dsewhere®®

In every other European country except Britain, employers legitimate concern to
minimise cods and maximise spedific training is counter-balanced by other bodies which are
accorded a compensatory role in the governance of gpprenticeship by the legidative
framework. In the dua-system countries, trade union representatives perform the essentia
role of representing the interests of employees and of apprentices themsdves a every levd -
locd to nationd - of the apprenticeship structure.  In France and the Netherlands trade union
influence is less important but the role of protecting the interests of the apprentice and of
other employees is undertaken by government and by education interests.

28 The criterion applied is two-thirds or more of all leavers gaining a full NVQ or other recognised qualification
(based on Fuller and Unwin, op.cit., Table 2.).

29 For example, the electrotechnical industry estimates an annual shortfall of 35,000 apprentices that the industry
needs to recruit but currently is unable to do so. Two-thirds of firms surveyed in thisindustry in 1998 reported
vacancied/difficultiesin recruitment of apprentices. (National Electrotechnical Training, 1999).
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Apprenticeship was characterised above as a public-private partnership. In the British
‘patnership’ both trade unions and government have falled to provide sufficient
compensatory counter-baance to the voice of employers in the design and day to day running
of gpprenticeship programmes.  With only a very few honourable exceptions, mainly in the
‘traditiona’ sectors such as engineering and dectricd contracting, trade unions have done
nothing to protect the interests of young people entering gpprenticeship.  Unlike their German
counterparts they have not fought for the right to education and tranderable traning and
unlike their Danish counterparts, they have not upheld the importance of assessment based on
objective evidence. And for successve governments, the work-based training route has been
dl but invisble®® The result, as set out here, is that apprenticeship in Britain, judged as a
programme, falls short of that provided elsawhere in Europe on every important measure of
good practice.

30 Fuller and Unwin (op.cit.) point out that the DfEE has no record of employers who provide apprenticeship
places. See also Richardson (1998), “Most of his report (Dearing Report: Review of Qualifications for 16-19
Year Olds, 1996) was concerned with the two full-time post-compulsory routes...work-based learning received
very slender treatment in relation to the size and complexity of its client group” and “when it came to education
and training policy in general during 1994-97 it was school standards that continued to dominate media and
political debate”.
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