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Foreword

Quality apprenticeships based on robust sociabgis¢ and public-private partnerships help
young people overcome the work-inexperience tragt thlocks their transition from
education to employment.

The ILO has identified key success factors arouhathvquality apprenticeship programmes
bridge training to productive and decent work:

Sector-based approaches sustain public-privataengratips and assure the quality of
apprenticeship training and the quality of appieadi employment;

Incorporating entrepreneurship with technical tragninspires young people interested
in starting their own business someday to choogeeaticeships and raises the social
status of vocational training;

Employment services expand young peoples’ awaresfessprenticeships and the kinds
of jobs they can lead to; work with smaller entexsgs to increase apprenticeship
placements; and avoid gender stereotyping so tppteaticeships broaden career
choices for young women and men;

Combining training with earnings, access to sopiatection and respect for labour
rights, apprenticeships open a first job for yoypepple that can lead to career-long
productive employment; and

Combining classroom and workplace training enaleleployers to match training to
their needs.

Better and more broadly available apprenticeshgmg] other training opportunities, can
reduce youth unemployment and poverty when combimigd national efforts to spur job
growth. This paper provides an overview of curgoprenticeship programmes and practices
in a limited number of countries. The evidence &xbons drawn from their experience
provide both motivation and practical recommendetifor making apprenticeship a more
attractive and a more efficient pathway to produecand decent jobs for more young people.

Christine Evans-Klock
Director, Skills and Employability Department
ILO
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OVERVIEW OF APPRENTICESHIP SYSTEMSAND ISSUES

Hilary Steedman®

Introduction

In May 2012, the G20 Labour and Employment Minsteoncluded in Guadalajara, Mexico
that countries should: “...Promote, and where necgss#&rengthen quality apprenticeships
systems....” with a view to fostering ...Sharing of experience in the design and
implementation of apprenticeships programmes arloerg ways to identify common
principles across the G20 countries by facilitatindialogue among our social partners who
have presented us a shared sense of the impod&aperenticeships.”

The G20 Leaders Summit in Los Cabos, Mexico, ireRR0il2 endorsed these orientations.

The B20 Task Force Recommendations at the G20 bb®<Summit also called for scaling
up “...the number, quality and image of internshipd apprenticeships for young people ...”
including a cross-G20 internship and apprenticeskghange scheme.

In June 2012, tripartite constituents at the Imaional Labour Conference’s committee on
The youth employment crisis: Time for actioalled on the ILO to engage in the promotion
of quality apprenticeships, including in developoayntries.

This paper, commissioned by the International Lab@rganization (ILO), examines both
informal and regulated apprenticeship and theiraathges for the employment prospects of
young people, in particular in regulated systernthdn sets out the conditions necessary for
the development of apprenticeship, drawing on exesnfsfom a number of G20 countries.
The roles and responsibilities of the principalragenvolved in regulated apprenticeship are
examined and the paper ends with conclusions asgbms drawn from the cross-country
analysis.

1. Apprenticeships as enablers of smooth School to Work Transitions

The contribution of apprenticeship to jobs andlskilas long been appreciated by countries
eager to promote growth and ease the transitian frdl-time education to work for young
people. Both France and England have around 5cpet of 16-24 year olds in
apprenticeship and have made strenuous effortxpanel numbers. Currently, however,
places offered by employers are not sufficient eetthe huge demand from young people or
to have much impact on youth unemployment in tloesmtries — the unemployment rate is
currently around 20 per cent for 15-24 year oldsboth countries and higher still in
European countries without apprenticeship provislancountries with high proportions of
young (under 25 years of age) apprentices relatvehe employed population - Austria,
Germany and Switzerland, youth unemployment isreatty much lower. In Turkey

! Research Associate, Centre for Economic Performdrandon School of Economics and Political Science
h.steedman@Ise.ac.uk



unemployment levels of certificated apprentices lagbeved to be very low (see Table 2
below).

While a positive relationship between apprentigestnd low youth unemployment can be
observed over time, it would be misguided to se@egiceship primarily as a ‘cure’ for high
youth unemployment. Apprenticeship is first andefoost about skill development to the
benefit of companies, their employees and the wideonomy. Apprenticeship can
accommodate a wide range of abilities and aptitb@éesuse it accurately reflects the equally
wide range of skills required in a modern econorHpwever, it is not a sufficient solution to
improving the labour market transition of young pkeowith poor school achievements or
other disadvantages.

2. Definitions of apprenticeship

The ILO defined apprenticeship in its Apprenticpsiitecommendation (R60, 1939) as
follows :

“... the expression apprenticeship means any systemvhich an employer undertakes by
contract to employ a young person and to train fomher] or have him [or her] trained
systematically for a trade for a period the duratd which has been fixed in advance and in
the course of which the apprentice is bound to vilotke employer's service.” (Para.l)

This definition incorporates some of the key feasunf apprenticeship:

. based in the work place supervised by an employer;

. intended for young people;

. fundamental aim is learning a trade/acquiring &;ski

. training is ‘systematic’ ie follows a predefineapl

. governed by a contract between apprentice and geplo

In 1962, when the ILO reformulated its definition,Vocational Training Recommendation
(R117, 1962), several new characteristics of apjmeship were identified. The new
definition was

“Systematic long-term training for a recognized wgzation taking place substantially within
an undertaking or under an independent craftsmanldlbe governed by a written contract
of apprenticeship and be subject to establishediatds.” (Para. X. 46)

This later definition added new features to thdseady identified above, namely:
. training to established standards for a recognimedipation;
. long-term training.

% The most recent ILO recommendation (R195) make=fewence to apprenticeship and focuses on lifelong
learning and the upgrading of the skills of tholsealy in the labour force. Young people are noerad only
as a one of a number of groups with nationally fified special needs. The recommendation refleateern
over the increasing vulnerability of the low-skilé the labour force in the face of skill-biasedtinological
change, particularly in more developed economiRscently, and in particular since 2007, concerm bigh
levels of youth unemployment has led to much graaterest in apprenticeship.



The 1962 ILO definition makes no reference to ypyeople, in contrast to the 1939
definition. A more recent definition in a papertteared by German, Swiss and British
academics again adds more attributes to the definit

“ ‘Apprenticeship’ is taken to denote training prammmes that combine vocational education
with work-based learning for an intermediate oc¢igpel skill (i.e., more than routinised job
training), and that are subject to externally imgbsraining standards, particularly for their
workplace component”

This definition recognizes that, in addition to th#ributes recognized above, regulated
apprenticeship systems normally incorporate

. off-the-job education and training;
. external regulation of training standards bothrid autside the workplace.

The European Trade Union Confederation (ETUC) Ydb#ttion has published a Charter
entitled Towards quality internships & apprenticeshipsihe Charter draws attention to the
recent development of a raft of workplace-basedruasired programmes primarily for
young people in addition to apprenticeship. The ETYbuth Charter is primarily concerned
with internships and calls for these to be strieduand governed in the same way as
apprenticeship.

It may, therefore, be helpful to preface an analysi how apprenticeship works with a
schematic representation of the defining charesttesi of regulated apprenticeship compared
to informal apprenticeship and workplace basedgotamnts such as internships.

Table 1. Principal attributes of apprenticeship compared to informal apprenticeship and other
wor kplace-based arrangements

Wage Legidative | Work- Programme | On-the- | Off-the- | Formal Recognized | Duration
Frame- place of learning job job assessment | certification
work based training | training
Traineeship Maybe No Yes No Maybe No No No Variable
Internship No No Yes No Maybe No No No Variable
Infor mal Pocket No Yes No Maybe No No No Variable
Apprenticeship | money or
in kind
Work-place Yes No Yes No Maybe No No No Variable
Learning
Apprenticeship | Yes Yes Yes Yes Yes Yes Yes Yes Fixed

3 Ryan P., K. Wagner, S. Teuber, U. Backes-Gellng@tp2 Trainee Pay in Britain, Germany and Switzerland:
Markets and InstitutionSKOPE Research Paper No. 96 July.
4 http://www.qualityinternships.eu/




Informal apprenticeship

Apprenticeship in the informal economy is a widesgl phenomenon, including in G20
countries. In order to pass on skills from one gath@n to the next, poor societies have
developed informal apprenticeship systems that @reely workplace-based. A young
apprentice learns by way of observation and inutatfrom an experienced master
craftsperson, acquires the skills of the trade iaridducted into the culture and networks of
the business. Apprenticeship agreements are mosély yet they are embedded in the
society’s customs, norms and traditions. Countimesnediaeval Europe developed strong
apprenticeship systems regulated by crafts asswmtsat the guilds. Today, informal
apprenticeship is an extensive training systenoiumtries with large informal economies all
over the world, including in South Asia, known &g tistad-shagirdsystem. Variations in
terms of practices are wide, yet the basic featemeains the same: the training agreement
between a young learner and an experienced cregtapéo transmit the skills of a trade.

Despite the system’s strength of providing skilldevant to local markets, informal
apprenticeship has a number of weaknesses. Longngdnours, unsafe working conditions,
low or no allowances or wages, little or no sopialtection in case of illness or accident, and
strong gender imbalances are among the decentdedidits often found in apprenticeships.

On the one hand, upgrading informal apprenticeshgonsidered important to address these
weaknesses. On the other hand, compared to ingestinexpanding formal technical
education and training, it is a cost-effective wayinvest in a country’s skills base and
enhance employability of youth, since training méegrated into the production process.
Improved informal apprenticeship systems can alsmachize local economies by
contributing to the diversification of products aservices and the innovation, productivity
and adaptability of micro and small enterprises.

Regulated apprenticeship

Table 1 shows that, compared to other workplacedpsogrammes, ‘formal’ apprenticeship
is structured and regulated, usually by legislaabmational level, is waged, is based in the
workplace, based on a contract which specifiestauraprogramme of learning (including
transferable skills) assessment and final certibcaand the entitlement to off-the-job
learning.

Table 2 shows substantial differences in the scdlgation, age and target groups of
regulated apprenticeship in G20 countries. Onlg a@ountry, England has full gender
equality in apprenticeship. In some countries worme under-represented because some of
the occupations they choose require full-time viocal schooling (Germany) or because
their preferred occupations are not offered in appceship (apprenticeship in Ireland is
predominantly in construction). Considerable dffoas been made in many countries to
attract young women to apprenticeship occupationsenfrequently chosen by young men
but, as yet, these efforts have made little impaagendered choice of occupation.

Australia, Denmark and England do not restrict appceship to young people and
substantial numbers of apprentices are aged 30ver. o By contrast, Austria, France,
Germany, Switzerland and Turkey target apprentipesim young people under 25. In



Germany the latest figures show that between tles afj 16-24 nearly two thirds (62.1 per
cent) of young people will have started an appcestiip®

In the U6S and, to a lesser extent Canada, appeshijzis a way of up-skilling adults already
in work.

Table 2 also shows that in a majority of countnwéth regulated apprenticeship, service
sector and ICT occupations figure among the topetlapprenticeship occupations chosen.

Table 2 Regulated apprenticeship and youth unemployment in selected G20 countries 2011 or
recent year’

Country Duration Business & % Female Apprentices %< 25 Youth
(years) Services per 1000 Unemployment
in Top3 employed 10 yr average(1)
Australia 1-3 Yes 34 40 54 11.4
Austria 3-4 Yes 34 32 100 7.5
Canada 2-5 No 15¢ 30 20¢ 12.7
China 03-Apr n/a 45 n/a n/a n/a
Denmark 3-4 Yes 46 27 65 8.2
France 3-4 No 31 17 97 20
Germany 3-35 Yes 41 39 92 10.9
Italy 3 Yes 43 24 60 25.8
Indonesia 1-3 No (?) 42 n/a n/a 25.9
Ireland 3-4 No 2 10 n/a 8.4
Switzerland 3-4 Yes 42 44 100 6.9
Turkey 23 ? 20 n/a 90¢ 18.4
United Kingdom (2) 1-3 Yes 54 20 60 12.2
United States 1-4 No n/a 14 5¢ 11.1

Notes (1) 1999-2008;(2) Apprenticeship England pWlyuth unemployment for UK<;approximation

SourcesThe State of Apprenticeship in 2010: Australia,tAasEngland, France, Germany, Ireland, SwedenZsandReport
commissioned by the Apprenticeship Ambassadors di&twCentre for Economic Performance, London Sthb&conomics and

Political Science Special Report, 2010, &ttg://cep.Ise.ac.uk/pubs/download/special/cepguZ2Apprenticeship Participation by Age
2009/10: Australia, Austria, England, France, GengaSwitzerland:An Update on ‘State of Apprentiggsbeptember 201December
2011 Apprenticeship AmbassadorsNetwutg://www.apprenticeships.org.uk/~/media/AAN/Docems2/AAN-
StateofApprenticeship2010Update.ashgwards a Model Apprenticeship Framework: A Corafige Analysis of National Apprenticeship
Systems2013, ILO and World Bank (http://www.ilo.org/wcpt/groups/public/---asia/---ro-bangkok/---sro-
new_delhi/documents/publication/wcms_234728.pdNIESCO Institute for Statistics:
http://www.uis.unesco.org/Education/Pages/defapkaretrieved 18.08.2012;0 Statistics for youth unemployment data (19993).

® BIBB Datenreport, 2012. Table A4.5-3.

6Argentina and Brazil have established legal provisito regulate the conclusion of apprenticeshiyraots
aimed to connect young people with the labour ntatkeugh combining technical work and practicalriéng.
The scarcity of statstical information may sigrdttin the Latin American region, formal apprengiup is not
the main mechanism to facilitate young people'st fiontact with the labour market.
http://www.oitcinterfor.org/jovenes/contratos-apieraje

" This table is not exhaustive but includes tho&6 Gountries for which information on apprenticesisi
available and accessible.




The dual-systefhcountries — Austria, Denmark, Germany and Switzetl— have a large
apprenticeship offer which helps to satisfy thesentries’ skill needs, although not all who
seek an apprenticeship manage to find an employangland and France, where apprentice
numbers are smaller, are actively seeking to expla@dumbers of apprenticeships on offer
and to improve standards and quality.

3. Why do apprenticeship systems work?
Why does apprenticeship work for employers?

Convincing employers of the benefits of participgtiin apprenticeship is the most
fundamental requirement of a successful appremipesystem. Employers need:

» as little bureaucracy as is compatible with goochiadstration;

* good information and ongoing support from a lawrglanization/college;
» the right set of incentives to balance costs amefits;

* young, well-motivated applicants with a good lewkyeneral education.

Business Europe, an employer organization repriegspdfl Employer Federations from 35
European countries has listed the following advgeddo firms of apprenticeship:

* companies have their staff trained according tetpral requirements;

* companies and their employees get used to trasmogintegrating “newcomers” and
they see the importance of learning;

» provided that vocational schools are well-equippgzljng people can bring to the
company the newest know-how from the training togg

* employing apprentices is a unique source of raoerit for companies; former
apprentices constitute a “pool” of competencestonpanies or even for a sector,

e apprentices contribute to production;
« apprentices contribute to the company with newgnand enthusiasth.

Thus apprenticeship provides firms with young erjpés who have mastered the skill set
necessary for a given role within the firm. In #idd, the apprentice has acquired

knowledge and transferable skills. He/she hasrbbdgothe culture of the firm and an

appreciation of its organization and operation. evéhapprentices are recruited as full-time
employees the return from apprenticeship on tma’diinvestment is substantial. The case is
made below from evidence of a cost-benefit analysepprentice training in England.

Training an Apprentice in engineering was relagivekpensive compared to other sectors
(estimated as £28,762, on average, across thesttaties) but such costs must be set against
the potential benefits of training. The engineeraage studies indicate that the employer’'s

8 Dual-system’ refers to the fact that planned lemrtakes place in two locations — the employeranpises
and the vocational school.

° Business Europe, 2012. Creating Opportunitie®/farth: How to improve the Quality and Image of
Apprenticeships. http://www.businesseurope.eu/Content/default.aspéiga568&docid=29967




investment was, on average, paid back in less theee years. More importantly, the
evidence points to significant benefits to estdinlients from investing in Apprenticeships
through lower labour turnover, a better fit betwdles skills possessed by employees and the
skills required by the company, and some contrelr @kill-shortages potentially pushing up
wage rates. There is also evidence of apprentigegibg innovation into workplace'$s

Why does apprenticeship work for young people?

In many countries the extraordinary richness ofwbekplace as a learning resource is under-
appreciated. Both informal and regulated appresltipp systems make full use of this
resource and can unlock capacities in young pdabptehad not been appreciated or exploited
in school.

However, safeguards for young people from exploitatwhen in apprenticeship are as
necessary today as in the past. Despite the s\sstrangth of providing skills relevant to
local markets, informal apprenticeship has a nundfeweaknesses. Sometimes, informal
apprenticeship can become exploitative if a mastmftsperson breaches the training
agreement in failing to impart their skills adeaghat thus keeping apprentices dependent on
them for too long. And sometimes, “informal appreeship” simply masks child labour.

These problems are not always confined to inforemgbrenticeship. A recent survey
undertaken by the European Trade Union Confederdi@UC) found that in a number of
EU countries legislation to protect apprenticesasalways enforced or that legislation itself
is inadequaté®

When apprenticeship is managed by the social partméthin a legislative framework
democratically determined, benefits to young pe@pke considerable. A number of recent
studies confirm that a completed apprenticeshiptiyréncreases a young person’s chance of
being employed?

One of the principal reasons for relatively smosthool to work transitions in dual system
countries is the superior matching of training abdur market demand that results from
apprenticeship training being contingent on thesrotf a place from employers. In 2010,
nearly two thirds (61 per cent) of German apprestizvere taken on as full-time employees
in their apprentice firm® Matching is clearly not perfect and arises int fpcause smaller
artisan establishments have a much lower propetwsitffer employment to apprentices than
large firms, hence the overproduction of apprentiained individuals in some artisan
occupations in dual system apprentice countrieslowever, the transferable skills and
general education components of dual system appeshtp contribute to apprentices’
employability on completion and this ‘overproducti@an be viewed more positively in the
light of research showing that, not only are Gernapprentices highly mobile after

¥ Hasluck C., T. Hogarth et al., 2008he Net Benefit to Employer Investment in Apprestiip Training
Institute for Employment Research, University of Wiak
http://www.apprenticeships.org.uk/~/media/AAN/Docemts/Research_1_625.ashx

11Quality education for quality jobs European Tradedu Confederation (ETUC).
http://www.etuc.org/IMG/pdf/Brochure_ ETUC_Youth EMNpdf

12 Summarized in Quintini G., J. P. Martin et al.020 The Changing Nature of the School to Work Transitio
Process in OECD CountridZ A Discussion Paper No. 2582.

13 BIBB Datenreport, 2012. Table A4.10 2-4.




apprenticeship, but that mobility is also assodaie the majority of cases, with higher
earnings-*

While most regulated apprenticeship systems offeung people much improved
employment prospects, not all can be shown to dffgher pay or career prospects in the
medium ternt> However, in the case of English apprentices asd i the US, it has been
shown that a completed apprenticeship is positimeociated with higher earnings.

Analysis of apprentice wages in the UK has showrstntial wage returns to young men
with a completed apprenticeship both at Advanceeivél 3) and Intermediate (Level 2)
Level compared to individuals with the same levelocational qualification but without
apprenticeship. For young women returns are abeal dput only at the Advanced Level of
apprenticeship®

Hollenbeck (2011) finds that the returns to appoeship training [in the US] far exceed the
returns to other types of training, including tweay, community college programs. A
broader study of 10 states also documents largestatistically significant earnings gains
from participating in apprenticeship (Reed, 20%71).

The main challenge for young people in apprentipesbuntries is finding an apprentice
place. Wherever apprenticeship is well-regulated astablished, applicants outnumber
places — in the case of the best companies — leradwindreds to one.

Why apprenticeship is good for governments

What are the challenges facing governments andéssiwishing to expand apprenticeships
and why is this so challenging? Apprenticeship nge of the oldest social institutions but

‘modern’ apprenticeship has ambitious aims — toaech general education and to develop
technical knowledge and skill to internationallynguetitive standards. Its implementation in

complex modern labour markets requires high lewdldrust and cooperative behaviour

between public authorities, employers and the yqergon.

Why do we need the involvement of public authositie usually state or national
governments - in what was, for centuries — andlistilin informal apprenticeship, a private
arrangement between parents and employers? Fbowexla century now, governments in
apprenticeship countries such as Austria, GermadySaitzerland have sought to rebalance
the potentially unequal relationship between emg@aand apprentice by legislation which
gives the apprentice a legal status and the rglctuire general transferable education and
skills alongside more firm-specific skills in apptieeship. Having insisted on this right,
government also pays for this component of appresiiip thereby becoming a major player
in the apprenticeship bargain.

14 Euwals R., R. Winkelmann, 2002. ‘Mobility aftepprenticeship — Evidence from Register D#&pplied

Economics Quarterly/ol. 48 No. 3-4 andWerwatz A., 2002. ‘Occupational Mobility after Agmticeship —
How Effective is the German Apprenticeship SysteAlied Economics Quarterlyol. 48 No. 3-4.

15 Quintini G., J. Martin op.cit.

18 Mcintosh S., 2007 A Cost-Benefit Analysis of Apprenticeships and Oueeational Department for
Education and Science Research Report # 834.

Y Towards a Model Apprenticeship Framework: A ComfigeaAnalysis of National Apprenticeship Systems
2013, ILO and World Bank (http://www.ilo.org/wcmggBoups/public/---asia/---ro-bangkok/---sro-
new_delhi/documents/publication/wcms_234728.pdf).



In countries with well-established apprenticeshipg institution of apprenticeship is hardly
contested between the political parties. Insteadjyrowing cross-party consensus can be
detected that apprenticeship is desirable and dhmisupported by public funds.

The current severe difficulties experienced by yppeople entering the labour market has
helped to develop this consensus since all availavidence shows higher employment
probabilities for young people with completed appiceship. Democratically elected

governments will be under pressure to promote mieassuch as apprenticeship which
provide good employment prospects for young people.

But apprenticeships benefit society and the econbsnynuch more than just improving
employment prospects for young people, importamaigi that is. Apprenticeships match the
supply of skills with demand from employers muchrenefficiently than is possible with a
system of school-based full-time vocational educati They develop high level skills
identified by employers as necessary for growth imedeased productivity. To the extent
that skills developed in apprenticeship promotehéigvalue-added economic activity they
are good for growth and for general welfare. Thghér earnings associated with higher
productivity provide higher tax take which govemmis can use for health, education and
other general welfare measures.

Market failurein skills provision

Because apprenticeship develops general knowleaidie¢ransferable skills, skills learned in

apprenticeship are highly transferable betweenewdfit employers. There is, therefore,
always the possibility that the employer's investtria training may be lost to a competitor

who recruits already skilled workers, the well-kmo¥poaching' problem. When the cost is

borne by one agent and the benefit acquired byhanoa classic incentive problem prevails.
Both employers then substitute recruitment forniraj as a source of skills, with adverse
effects on the supply of skills upon which both elegh. This gives rise to a classic case of
market failure which requires institutional measui@ correct.

Correcting market failure

Market failure can be corrected in three main wayé$rst approach in a deregulated labour
market is to leave employers to determine the caraé their apprenticeship programmes.
Training can then be tailored to the specific regmients of the sponsoring employer,
increasing its hold over its ex-apprentices. Tlascurrently the case in countries like
Bangladesh and India. This ‘solution’ is howeveattractive. Apprenticeship becomes just
another form of job training, with its wider educaal and occupational potential
undeveloped. This type of apprenticeship is ubjike develop high skills and high value-
added for the company concerned.

The collective funding approach

A second approach involves collective funding. @thployers who stand to benefit from
skills developed by apprentice firms contributeatoommon fund from which the expenses
of those who provide training are reimbursed, in whole ontpdhereby rebalancing
incentives from recruitment towards training.

In Denmark all employers, both public and privgiay an amount into a fund called the
employers' reimbursement scheme regardless of wheath not they provide training



placements. In 2012, all employers are obligedayp gn annual contribution of DKK 2 921

(EUR 393) per full-time employee. These funds dmentallocated to the places of work
taking in apprentices so they do not bear the @gbstiining alone. These employers receive
wage reimbursement during apprentices’ periodobége-based training.

In France firms pay an apprenticeship tax whickeisat 0.05 per cent of the salaries for firms
with < 250 employees and 0.06 per cent for firmthwi 250 employees. Exemption from
the tax is conditional on firms training a spedfisumber of apprentices.

The collective organizational strategy

A third approach looks to collective organizatiamdgyeer pressure. Employer collectives -
such as employers’ associations, trade associatiodsSChambers of Commerce - are given
powers to influence individual employers to provaggrenticeships. If such policies are not
to fall back on ineffective exhortation, employegsbups must be able to alter the incentives
facing individual firms.

In Germany, membership of the local Chamber of Cenem is obligatory for employers
over a certain size. In addition, employers areoaraged to join Employers’ Associations,
for example, by ‘extension rules', under which they required to follow the terms of the
collective agreements (e.g. on trainee pay) neigatiat sectoral level by those associations.

4. How to make apprenticeship systems work?

Apprenticeship operates within the wider contextcaftural traditions and aspirations of
individuals and the complexity of labour market ulkegion. Straight transplantation of
institutions from one cultural context to anothethaut regard to these factors has long been
condemned as naive and likely to be unsuccessiolwever, policy which identifies more
universal characteristics underpinning successfidtesns, for example, incentives to
participation, management of equity issues, ovemesgnmarket failure, can provide a
valuable guide to policy makers seeking to builéxpand a viable apprenticeship offer.

Legal basis - a clear and enforceable formulatioh rights and responsibilities of the
apprenticeship partners

In modern economies apprenticeship is normally leggd by law. A standard format
relieves firms of the burden of individually negiiing each contract and provides each party
with a clear statement of rights and responsibegitwith redress for failure to observe the
apprenticeship contract.

In Germany the 1969 Vocational Training Act spedfthe length of apprentice training and
the examinations to be carried out by chamberowofreerce to test workplace learning, and
obliges employers to release apprentices to undérgee tests. It requires employer and
sector representatives to draw up a specificatfonaskplace learning for every recognized

apprentice occupation, with the proviso that ttemiework promotes transferable skills and
knowledge within an occupational context. The Aeicps vocational training in the hands of
firms and chambers and thus emphasises the penofmployer responsibility for content
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while defining the basic framework guaranteeingumutights and obligations of employers
and apprentice¥

In addition to Germany, a further six European ¢nes — Austria, Denmark, England,
Ireland, the Netherlands, and Switzerland — regulabprenticeship through an Act of
Parliament.

While legislation is necessary for high quality egiceship provision, the most effective
legislation safeguards rights and responsibilidethe main partners while leaving questions
of apprenticeship content, assessment and cetitlicéo be agreed between employer and
employee representatives. Legislation should:

* recognize the unique status of the apprentice aamde and secure the right to high-
guality training with strong transferable elements;

» set out the right of apprentices to a training valnce commensurate with their
productive contribution net of training costs;

 set a minimum duration for the apprenticeship aedusge provision for career
progression;

e exempt young apprentices from minimum wage legmtatand set a separate
minimum wage for young apprentices.

Legislation should be coherent and aim for a sinbpleeffective framework.

Trade union representatives in Indonesia emphasegein relation to apprenticeship ‘what
needs to be addressed in this instance is actmallythe fact that there isn't enough
legislation, but, quite the contrary, that theréois much of it'*°

The fundamental role of the social partners

International experience shows that, once legalgeefrds are in place, employer engagement
and constructive dialogue with employee represeetatis the most fundamental condition
for a successful apprenticeship system. Apprestipeis strongest in countries where both
employer and employee representative organizatramsleheartedly support and promote
apprenticeship and the conditions necessary fautsess. Ongoing social dialogue is the
necessary prerequisite for this commitment.

Business Europe recently published recommendatitmsemployers for improving
apprenticeship. The main recommendation was

‘Take part in the governance of dual learning appceship systems and contribute to the design
of curricula and their adaptation over tinie’.

18 Ryan P., 2000. ‘The Institutional Requirement&pprenticeship:

Evidence from Smaller EU Countridsiternational Journal of Training and Developmgnt

January 2000, 4(1), pp 42-65.

¥ Towards a Model Apprenticeship Framework: A ComfigeaAnalysis of National Apprenticeship Systems
2013, ILO and World Bank (http://www.ilo.org/wcmdpgBoups/public/---asia/---ro-bangkok/---sro-
new_delhi/documents/publication/wcms_234728.pdf).

“Business Europe op.dittp://www.businesseurope.eu/Content/default.aspsiga568&docid=29967
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Employers are the key to apprenticeship opporesiéind the most important players in the
apprenticeship arena. Based on their assessmprés®nt and future skill needs they recruit
a young person and both then freely enter intordract which sets out respective rights and
responsibilities.  Both young people and employeilt be encouraged to engage with
apprenticeship if the right incentives and safedsiare in place.

Employee organizations/trade unions play an import@le in helping to ensure that
apprentices’ rights in law are safeguarded. In ynaountries they contribute to the
management of successful apprenticeship systeitweir principal interest is the protection
of the interests of all employees, including appoes.

An apprenticeship contract enforceable in law fisralamental condition of the protection of
apprentices’ interests. In most apprentice coesttiis contract provides apprentices with a
special ‘trainee’ or ‘learner’ status which empkasitheir dual role in the workplace both as
learner and worker. Apprentices also enjoy thegdtbtection of health and safety at work
legislation as appropriate for their age. A tpatiod of several weeks is often incorporated
to allow either the apprentice or the employer nd éhe contract without penalty if either
party so wishes. After this trial period, as lagythe apprentice fulfils the requirements of
the apprenticeship contract and while the busimesgins solvent, the contract cannot be
terminated prematurely by the employer. Followihg completion of the apprenticeship,
both apprentice and employer are normally freedodk whether to agree to enter into an
employment relationship.

Trade unions play a significant role in the [USpegmticeship system. Not only do some
unions work with employers to organize programsi hunion representatives play a
significant role in the governance of State [ande¥el] apprenticeship agencfes.

Existing employees and apprentices suffer wheneapioes are used as full substitutes for
those already employed since this can lead to danthypressure on employees’ wages.
Apprentices are equally disadvantaged by such ipescsince they fail to acquire a broad
range of skills and may be dismissed altogeth#éreaénd of the apprenticeship.

In most established apprenticeship systems theedasfgexploitation of apprentice labour
has been lessened by regulation and legislatidten promoted and sponsored by employee
organizations. Individual employers may, nevdds® fail to observe such regulation. In
these cases union/employee representatives ompthean help to identify and rectify these
failures and insist that the apprentice’s rightsdspected.

Employee organizations/trade unions can play anoftapt part in representing the
apprentice’s interest in acquiring transferable gederal skills in addition to occupational
and firm-specific skills in the course of the apygieeship. Historically, German trade unions
have pressed for longer apprenticeship periodstlaaghasing out of the shorter two-year
apprenticeship. They have also defended the gkeeducation and transferable elements of
the apprenticeship programmes against employersymesto increase occupational and
company-specific skills.

ZTowards a Model Apprenticeship Framework: A ComfaesAnalysis of National Apprenticeship Systems
2013, ILO and World Bank (http://www.ilo.org/wcmggEoups/public/---asia/---ro-bangkok/---sro-
new_delhi/documents/publication/wcms_234728.pdf).
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In Spain the social partners are involved in theiddal General Council of Vocational
Training and the Advisory Committee for Vocatiofiahining and in Italy the social partners
were recently (end of 2011) involved in the refasfrapprenticeships. The trade unions from
these countries also report that the crisis hasreat the conditions under which
apprenticeships are implemented: in Spain, diffitabour market prospects have pushed
young people to stay longer in education. In Wyat, recent reform of apprenticeships
included apprentices in the social security sysbemreduced financial assistance. In ltaly,
companies use apprenticeship contracts less frdguevhen they are used, it is often
because of their lower cost.

It is in the apprentice’s interest to gain a figaltification of the apprenticeship which is
nationally recognized in the occupation trained foEmployers might consider this a low
priority since a nationally recognized qualificationcreases the likelihood that the
investment in the apprentice might be lost if thealdied apprentice leaves for another
company. Employee organizations/trade unions ceessp for nationally recognized
certification to be awarded on successful comptetibapprenticeship.

Together with employer representatives employeeesgmtatives can play an important role
in designing apprenticeship content which servesriterests of both parties — employers and
apprentices and which includes general, transfersiills and education.

In Denmark, union and employer representativesrsithe boards of vocational schools that
provide off-the-job training for apprentices andpaint the school Directd® In the
Netherlands a central Council of the social pagneorks with representatives of VET
colleges to develop qualifications that are requmatcomes for apprentices and for full-time
VET learners?

Genuine employer engagement is not secured sinmpbugh employer representation on
official bodies set up by government. Many cowdriwith relatively under-developed

apprenticeship systems — for example, England, deraand Italy require employer

representation on bodies that regulate apprenfgeshHowever, successful employer

engagement, as found in, for example, Switzerlaedds commitment of time and resources
at all levels of apprenticeship management.

In a recent OECD survey of employer engagement ajitprenticeship it was found that
Swiss employers had a direct influence on everye@spf apprenticeship — curriculum
content, recruitment, qualifications and assessftent

One of the strengths of apprenticeship in Turketh# social partners are actively involved
in decision-making. The Turkish Confederation afadesmen and Craftsmen (TESK)
supports apprenticeship through funding, organiziaiming and awarding certificatés.

%2 ETUC, 2012.Quality Education for Quality Jobs.
http://www.etuc.org/IMG/pdf/Brochure_ETUC_Youth_ENbdf

% Bosch G. and J. Charest, 2008. ‘Vocational trgjrind the labour market in liberal and coordinated
economies’ Industrial Relations Journal 39:5 428-44

2 Westerhuis A. ‘The Meaning of Competence’ in Bnoetn et al, 201Knowledge, Skills and Competence
in the European Labour Mark&outledge, London.

2 OECD, 2009.Learning for Jobs: OECD Reviews of Vocational Ediccaand Training: Switzerland.
http://www.oecd.org/education/highereducationandtéerning/42578681.pdf
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Through their contribution to the planning of appree programmes, firms can ensure that the
programme develops the generic skills required floe work processes of their own
organizations. In that way firms are locked intairting to a high standard since, once
apprentices become full-time employees, the piafitg of the firm will depend on the quality of
their skills.

The essential transmission mechanism from grasts toonational negotiations on apprentice
programmes is well-supported and genuinely repteggnsector and regional employer
organizations. Only if employers are prepared évote time and resources to developing
training programmes at every level — from that feé individual firm to national level — can

programmes be developed which promote skills thatenhance firms’ productivity. Firms also
need the space to exercise flexibility with regémdtraining programmes, adding additional
elements, and adapting programmes to fit with tweirk organization.

The role of government

Governments should not seek to micro-manage appeship. The example of England
shows that this can lead to the exclusion of enmgr®yrom important decisions and an
overload of form-filling and bureaucratic contrals order to comply with government
regulations’’

The English apprenticeship model marginalised thpleyer contribution to apprenticeships
and stripped employers of their traditional rolet@nsmitter of skills and knowledge. The
funding model incentivised providers and employersinimise the apprenticeship duration
— in 2006 for apprentices at all levels the avera@y was just over one year. Costs to
employers of taking on young (16-18) inexperienapgrentices were correspondingly high
since the first year of an apprenticeship is irablif a time of low productivity and high
training costg®

Commenting on the role of central government inrappceship, Culpepper and Thelen
emphasise that government’s role should be that fatilitator and regulator, ensuring that
social partners act in the interests of the gergradl

‘while organized employers are the crucial actoith wespect to the survival of strong plant
based training, the state plays a critical rolaailitating coordination among therfr.

The [German] Federal government makes the overwhglmmajority of decisions on

vocational training only after union and employerspresentatives of the BIBB [Federal
Institute of Vocational Training] have given thewonsent. The participation of the social
partners at the Federal level is based on the osaserinciple. This shapes the activities of

% Towards a Model Apprenticeship Framework: A ComfigeaAnalysis of National Apprenticeship Systems
2013, ILO and World Bank (http://www.ilo.org/wcmdpgBoups/public/---asia/---ro-bangkok/---sro-
new_delhi/documents/publication/wcms_234728.pdf).

21 Learning and Skills Improvement Service, 20&implifying End-to-end Apprenticeship Processas fo
Employers. http://www.lsis.org.uk/Services/Publications/Docunte£l SIS2011-05-
SimplifyingApprenticeshipProcesses.pdf

%8 Steedman H., 2011. ‘Challenges and Change: Apjesitips in German-speaking Europe’ in Dolphin T.
and T. Lanning (ed$Rethinking Apprenticeshipmistitute for Public Policy Research (IPPR) Londo
Culpepper P. D. and K. Thelen, 2008. ‘Institutians! the Collective Actors in the Provision of Fiag:
Historical and Cross-National Comparisons’ in MalfetJ. and H. Solga (ed$kill Formation:
Interdisciplinary and Cross-National PerspectivedP, Cambridge.
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the Federal Institute to such an extent that the ob the state is frequently reduced to a
notary functiort

Institutional support for apprenticeship

All partners in apprenticeship — firms, apprentieesl the public authorities need assurance
that the quality and standards required by the eaggjmeship programme are respected and
achieved.

In a number of apprentice countries institutiongdmort is provided by an organization that
provides labour market intelligence on changingdl sideds, collects and monitors statistical
information and provides support to employers’ oigations updating or devising new
training programmes. This support provides earBrning of problems and challenges
arising in apprenticeship provision and advisesegowment on intervention where required.

The definition of apprenticeship requires that muwfhthe training is provided in the
workplace. The quality of workplace training degemon the quality of the trainers based in
the apprenticeship firm. Workplace trainers thdweseneed training for this role and most
apprentice countries provide national certificatiand training programmes that can be
accessed part-time while in employment.

The formal inspection regime used in schools antleges is not appropriate for
apprenticeship, although more informal visits bynadstering authorities can help to iron
out quality problems. This means that assessnfemitoomes of apprenticeship becomes a
vital method of ascertaining the quality of tharinag provided during apprenticeship. This
is not the case in all apprenticeship countries.

National assessment and certification of appresiiigeoutcomes in Indonesia and India is
not compulsory ‘this means that there is no waydébermine whether apprentices are
achieving qualification level competencies throtggir apprenticeship’.

If widely recognized across the national territogpprenticeship certification promotes
mobility and skills matching.

Effectively, there is not so much a national appoeiship system in Canada as 13 provincial
and territorial apprenticeship systems...The Intarmmal Standards Red Seal Progam
provides the national overlay of these systemseldging occupational standards to be used
in common by all provinces and territorf&s.

Assessment needs to be objective, reliable, arefrealty set and administered. However, it
should not be so onerous as to distort the traimiipin the firm. The assessment
arrangements in Denmark, illustrate the way in Whiexibility to adapt to the needs of
different occupations/trades can be combined watlalility and validity leading to labour
market recognition of skill level. These arrangatsere similar to those found in other dual
system countries —Germany, Austria and Switzerland.

30 streeck W. et al, 198The role of the social partners in vocational trimig and further training in the
Federal Republic of Germar§EDEFOP, Berlin.

31 Towards a Model Apprenticeship Framework: A ComfgesAnalysis of National Apprenticeship Systems
2013, ILO and World Bank (http://www.ilo.org/wcmggEoups/public/---asia/---ro-bangkok/---sro-
new_delhi/documents/publication/wcms_234728.pdf).

15



The final examination [in the Danish apprenticeshystem] varies from programme to
programme. In some cases it consists entirely ofleege-based examination; in others it
comprises a combination of a college-based exammabdnd a journeyman’s test
(svendeprgVe in others only the journeyman’s test conductgddeal trade committees. A
combination is, however, most common assessing patject based practical assignments
and a theoretical examination, either oral, writberboth. The relevant local trade committee
nominates external examiners. Generally, two eatezmaminers assess individual students
in cooperation with the teacher. The content ofnr@rations is developed by the training
college in consultation with trade committees. Aftassing the journeyman’s certificate, the
graduagg acquires a qualification at skilled-workerel and is able to enter the labour
market:

Promotion, administration and oversight of appreaship

Apprenticeship works best where the functions ahpotion, administration and oversight
are carried out by a single body rather than byralyer of different bodies. A model where
responsibility for these functions is located atdlolevel works has the advantage of
closeness to participating firms — the most imparfdayers in apprenticeship provision.

In Germany, Chambers of Commerce at local leveligeobusiness intelligence and advice
as well as being responsible for finding and adgsiew apprentice employers, liaising with
current apprentice employers, administering apprentontracts and examinations. In
Denmark and the Netherlands these functions areedawut by publicly-funded Vocational
Colleges. In France, Vocational Colleges (Centles-ormation d’Apprentis) are publicly-
funded but provided and run by sector-based emplonganizations. These colleges are the
first point of call for apprentices and employerd Bssessment is managed at regional and
national level.

Excessive rigidity and burdensome administrativpir@ments can deter firms from offering
apprenticeships.

[In Indonesia]lt is for the smaller, and often infal companies, that the apprenticeship
system, by managing to be both confusing and dged;iis failing to deliver its potential. A
better system should recognize that a lot of skitlquisition is taking place at much lower
level of production and find ways to recognize apgrade the skills acquired by often low
educated youth in small production units, so thasé people may then have a chance to
improve on their employment prospetts.

[In Canada] Many of the provincial governments rafed their apprenticeship systems from
around the mid-90s to 2005, including revision leé¢it statutory framework. Reform was
focussed on making apprenticeship policies indudtiyen, and shifted responsibility away
from legislative regulation towards control by seat committees composed of employer
and labour associations. Sharpe and Gibson (20@bh ¢hat the increased flexibility and

32 CEDEFOP, 2012Vocational Education and Training in Denmdrixembourg.

¥ Towards a Model Apprenticeship Framework: A ComfiaeaAnalysis of National Apprenticeship Systems
2013, ILO and World Bank (http://www.ilo.org/wcmggBoups/public/---asia/---ro-bangkok/---sro-
new_delhi/documents/publication/wcms_234728.pdf).
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improved content in apprenticeship programs arisingh these changes has led to greater
employer participatiori®

The role of Vocational Colleges

Practically all apprenticeship programmes reque apprentice to spend part of his/her time
learning away from the workplace. This is normalpvided in publicly-funded Vocational
Colleges although it is increasingly possible fbe ttechnical and knowledge elements of
apprenticeship training to be provided in the wdakp using electronic media. In Australia in
addition to publicly-funded Vocational Collegesjvpte training providers provide off-the-job
training for apprentices and are paid from puhlicds.

The use of publicly-funded Vocational Colleges édi-the-job training provides economies
of scale, bringing together apprentices from adangmber of work places and allowing
different specialised learning programmes to bevigeml according to the needs of different
occupations and sectors. However, large, pubfiohgded colleges are sometimes unable to
respond rapidly enough to technological changehm @reas where they teach and the
occupational experience of teachers themselves lmeaputdated. Private providers can
respond more rapidly to changes and employ staferfiexibly. However, it has proved
difficult in England and Australia to ensure theality of private provider provision.

Ensuring the relevance of college-based learningwvtwk-based training is a difficult
challenge. Even if they are training for the sameupation, the sequencing of apprentices’
workplace training will differ depending on theayvin which the individual firm is
organized. It is, therefore, rarely possible foi-tbe-job learning in a collective setting to
correspond to workplace learning. Workplace tnar@n play an important role by liaising
with colleges and helping to link theory and preeti

It is important that employers have the opportumdt provide input to the technical and
knowledge components of apprenticeship programmensure that these are relevant and
up-to-date.

Finance

For employers to participate, apprenticeship néeddfer a cost-effective way of developing
skilled employees familiar with the firm/organizati The young person needs an assurance
that acceptance of a (lower) apprentice wage ilcbmpensated by the chance to acquire a
recognized occupational qualification and statu§he way in which apprenticeship is
financed will determine whether or not apprentigeghrovides the incentives needed to
encourage employers and young people to participate

The financing of apprenticeship is both complex aitally important for its viability. In the
first place, apprenticeship is costly. Those whendjit from training - employers,
apprentices and the wider society - should contilmorrespondingly, for reasons of both
fairness and efficiency. The case on efficiencyugds is a matter of incentives: when
investment in apprenticeship leads to a commersueward, an incentive to undertake
training is present. If cost sharing reflects bgrsharing then the outcome will be a
sufficient supply of places and a correspondingatsrfrom young people.

3 Miller L. (op.cit.)
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A number of apprentice countries, including EnglaRcance and Turkey fix a minimum
apprentice wage which is a fixed proportion of daelt employee minimum wage and which
increases with age. In Germany the social partaensto agree an apprentice wage (trainee
allowance) which approximates to a third of theltwdage for the sector and increases with
age. In Denmark the apprentice wage starts oid ger cent of the adult wage and increases
to 50 per cent. However, Danish employers are emsgied for wages paid when
apprentices are in off-the-job training.

Just as the benefits of apprenticeship are sharéidns, apprentices and society, so the costs
should also be shared. The apprentice can expeggtih, in terms of expected future
earnings and career prospects. The sponsoringogargains a larger subsequent supply of
skilled labour, according to the willingness of theprentice to stay after training. Other
employers also gain, to the extent that ex-apprestieave to join them. The taxpayer and
the wider economy also gain, since a greater supipskilled labour increases productivity
through more rapid innovation leading to lower prodprices, as well as through the
development of a more educated and knowledgeabietgo

These wider social and economic benefits justifpagor public contribution to the costs of
apprenticeship. This most frequently takes thenfof college-based courses provided free
of charge to employers for recognized apprentigsshi

In continental European apprenticeship systemsefample, in Austria, Denmark, France,
Germany and the Netherlands, the costs of thetipagtvocational education courses that are
built into apprenticeship programmes are met framblip fund. In Australia government
funds both public and private providers of appm@mtiraining. In the US, with some
exceptions, sponsors [employers] receive no puhbhding for the work-based learning or
classroom-based components of apprenticeship.

If the public benefits of apprenticeship are judggeéater still, then government should
contribute to the costs of the work-based trair@agvell.

Problems arise when the anticipated benefits teeeparty become small and uncertain and
when costs remain high and certain. A young persaly not accept a place when more
skilled work offers few advantages over less s#ileork. Similarly, the employer may not
offer a place when costs are disproportionatekydaelative to benefits. Getting cost-sharing
right in apprenticeship is, therefore, fundamemdakecuring a good supply of apprentice
places and sufficient demand from young people.

The experience of countries with well-establishpgranticeship shows that the ideal cost-
sharing equilibrium is highly sensitive to changesthe wider economy. Flexibility of
response from the social partners and vigilancer fnational authorities is needed to restore
the desired equilibrium. In recent years, androftecyclical downturns, governments have
made payments directly to employers to incentivisam to offer an apprenticeship for the
first time or to take an additional apprentice caed above their skill needs.

In Austria, where employer offers of apprenticecpahave been insufficient, payments are
made for each additional apprentice place oveptheious year or for firms which return to
apprentice training after a break. In Germany, gogernment has promoted changes in
training regulations which have helped firms touesl training costs. These allow greater
flexibility in the translation of training progranes into firms’ training activities. This and
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other measures allowing greater flexibility haveal@ed firms to earn greater benefit from
apprentices’ productive work.

Apprentices contribute to the cost of their tragnloy accepting lower pay relative to skilled
workers in their sector and relative to what theuld have earned in full-time employment
without training. If apprentice pay is pushed elds that of the skilled employee, then
employers may stop offering apprenticeship altogieth

In Great Britain the pay of apprentices roughly lded, relative to that of other employees,
during the period 1930-70, shifting training costisadily towards employers. The Industrial
Training Boards simultaneously raised training ggads, and with them total training costs,
from the mid-1960s onwards. Employers thus borsiag share of a rising total cost; with
the result that apprentice places driedup.

A minimum level of apprentice pay is frequently bgtgovernment although firms are free to
pay above that level if they so choose. In sudaksgpprenticeship the apprenticeship
duration allows the employer to recoup some oftth@ing costs as the apprentice gains
more skills and becomes more productive.

5. Recent challenges faced by apprenticeships

Because apprenticeship is so deeply embedded ie#heconomy, the relationship between
the supply of apprentice places and demand frormgopeople is highly sensitive to
economic and technological change and to globalpebitive pressures on firms.

Ideally, within a given legislative framework praed by government, apprentices and
employers agree a mutually acceptable apprentigeaad apprenticeship duration, so that
both bear the costs of training and both captusbaae of the returns. Apprenticeship can
thus be seen to depend on achieving an equilibresting on the three partners in the
process — apprentices, employers and government.

But in the real world, and particularly in the l&as decades, the pressures of globalization,
and the growth of the knowledge economy have tbreat the stability of the equilibrium
between employers, the apprentice and the govertriimenrmakes apprenticeship work.

In the last two decades in Germany, Austria and &lsnmark, many young people with

basic school-leaving qualifications who, in thetgasind apprentice places relatively easily,
have failed to find places Employers now discriadéhmuch more than in the past in favour
of apprentices with good or very good school adtnesnts. Many less-qualified young

people have had to accept a period of remedialagduncafter compulsory school and the age
of entering apprenticeship has risen.  School deye been lengthened and schooling
restructured to address the problems of the leabfigal.

Short-term targeted government subsidies have bsed to compensate companies for the
additional cost of taking ‘hard to place’ appreaicGovernment and employers have struck
a new bargain whereby leading employers and emplogganizations pledge to provide
increased numbers of apprentice places but sonmengaregulations are relaxed to lower
employers’ costs.

% Steedman H., H. Gospel and P. Ryan, 1998prenticeship: A Strategy for Grow@entre for Economic
Performance, London School of Economics and Paliicience.
http://cep.lse.ac.uk/pubs/download/special/appcentiip.pdf
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The difficult adjustment of apprenticeship in regged apprenticeship countries has been
costly for all the partners. Employers have hadfend off the threat of government
intervention in their management of apprenticeddypncreasing their cooperation with the
public authorities. Young people have been forttedpgrade their qualifications or face a
long walit for a place. Government has investedcimooling, pre-apprenticeship and short-
term subsidy to employers to take on more apprestic Nevertheless a new equilibrium
appears to have been achieved without fundamergaitypromising the leading role of the
social partners in the apprenticeship system.

6. Conclusions and lessons learnt
Paths to the gradual upgrading of informal appreeships

In many G20 countries, informal and/or regulategrapticeship functions in at least one

sector of the economy and often in more than oApprenticeship in these countries may

have only some of the characteristics of a matppgemticeship system (see Table 1 above).
Nevertheless, if informal apprenticeship has brawdgnition among employers, parents and
young people, it can prove to be a useful platftoom which to expand provision.

Compared to investing in expanding formal techniedlication and training, upgrading
informal apprenticeship to incorporate reliableeassnent and recognized certification is a
cost-effective way to invest in a country’s skiidgse and enhance the employability of youth.

Well-designed approaches aim to overcome weaknessethe system step-by-step.
Upgrading an informally organized system requimegf pilot testing, close monitoring, and
evaluation that allows for lessons learned to ltk ack into policy and reflected in the
adjustment of approaches. Judicious timing of tlagious stages of intervention, and
selection of the best combination of elementspéiitical importance.

Expanding regulated apprenticeships

The example of Ireland shows that a high qualityl-wegyulated apprenticeship offer can be
quickly put in place when the social partners inmaportant sector of the economy recognize
the need. This was the case of the constructictorsen Ireland where apprenticeship
expanded rapidly after the introduction of a stadsldbased apprenticeship system in 1991.

Australia has recently greatly expanded apprertipesumbers. This has been in part the
result of increased flexibility in the definition f oapprenticeship. Alongside
‘traditional’apprenticeship in the artisan tradesl arafts, what were previously known as
traineeships have been renamed ‘apprenticesh{ps’average these traineeships offer more
flexibility than traditional apprenticeships, haseshorter duration and standards aimed for
can be at a lower leva!.

Unfortunately, the bursting of the housing bubloléreland led to a sharp fall in construction
apprenticeship and the system had failed to difyemsto sectors less affected by cyclical
factors, for example, health and education. Tipecmlisation also disadvantaged young

36 OECD, 2008Learning for Jobs Country Note: Australia.
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women. Nevertheless, those apprentices in Ireldma had received a high quality training
were well-placed to take skilled work in other Edlotries.

Young women’s choice of apprenticeship occupatimesge remained focussed primarily on

business and service sector occupations despitpaigns to attract them to predominantly

male occupations. A diversified apprenticeship robould respect women’s choices and

provide high quality training for service sectorcopations such as health and child care —
frequently preferred by young women.
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An appropriate regulatory frameworks for apprenshig

Regulation of the apprenticeship contract by natiolaw can be an important step in
strengthening apprenticeship. However, consuhatiath the social partners and TVET
education authorities should precede legislatidoegislation needs to heed the law of
Occam’s razor and aim for as little complexity @ssampatible with the legislative aim.

The most basic function of a legal framework foprgmticeship is to define the parameters
within which firms may legitimately operate appieaship contracts. It needs to clearly
specify the status, rights and obligations of apfices and employers. The legal framework
removes uncertainty both for the employer and lier dpprentice as to whether the contract
they have entered into will be respected and upinelaw. Removing uncertainty lowers the

transaction costs of apprenticeship both for engi®wand for apprentices.

Employers’ associations and trade unions play kegs

The experience of many countries currently develgpapprenticeship demonstrates that
strong, regional and/or sector-based employer &dgmts need to be developed alongside
apprenticeship provision. Collective action by éogprs to define the occupational skills

content of apprenticeship and to influence the Kadge elements creates value both for
employer and apprentice. The employer acquirevaek skills and the apprentice acquires a
gualification with a real labour market value.

If the apprentice is assured - through officialkgaognized certification - of an outcome that
will bring increased earnings, employment and aapessibilities he/she is more likely to

accept a lower wage for the duration of the appreship. This in turn helps employers to
achieve a sustainable balance between apprenficesisis and benefits. The status of
apprenticeship will rise and attract well-qualifigpplicants.

Trade unions play a vital role in achieving thidapae by negotiating apprentice pay levels
below those of fully-skilled workers while at thense time insisting on high quality training
with substantial elements of transferable skilld knowledge.

National recognition of apprenticeship certificatio

The examples of many countries demonstrate thabnatrecognition of apprenticeship
certification greatly enhances the value of thelioation. However, over-rigid national

skill specification can inhibit the development apprenticeship in its early stages.
Recognition within a region or sector of econontgt\aty can provide the flexibility needed

for apprenticeship to flourish and grow.

The facilitator role of government

Government, either at national or regional levet ten important role to play in the
development of apprenticeship. Essentially, gowemt needs to play the role of facilitator,
bringing together the social partners and the dtcaconstituency, and promoting an
efficient flow of information to all the partiesvalved. Government acts in the public
interest by encouraging employers and apprent@asvest in skills. Government must then,
evaluate and adjust the incentives to both patiegarticipate in apprenticeship when
economic and/or social change affects the costflvempiilibrium that promotes the optimal
level of skill production through apprenticeshifubsidies from public funds to employers
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and/or apprentices can help to reduce the uncegrtdivat surrounds the apprenticeship
contract for both parties. These have proved tadmessary in times of cyclical downturns
in the economy when the supply of apprentice placesduced.
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