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Module 1 – WBL Policy and forms 

 

Introduction 

In the context of WBL4JOB, the following definitions have been adopted: 

Work-based learning: “work-based learning refers to educational strategies that combine 

elements of learning in the workplace with classroom-based learning and provides students real-

life work experiences to apply academic and subject related knowledge to develop generic and 

employability skills and competences.”  

Apprenticeship/dual education: “system that provides occupational skills and typically lead to a 

recognised qualification. It combines learning in the workplace with school-based learning in a 

structured way. In most cases, apprenticeship/dual education lasts several years”. 

Internship: “workplace training period that complement formal or non-formal education and 

training programmes. It may last from a few days or weeks to months.”  

The focus of the WBL4JOB project will be on the improvement of work-based learning at the 

level of higher education and especially on the development of an Apprenticeship model to be 

applied at the level of higher education.  

Module 1 of this Training Package describes the features of existing apprenticeship and dual 

education systems in Europe in four different European countries: Austria, France, UK and 

Estonia. Austria and France have been chosen for two reasons: both countries participate as 

partners in WBL4JOB, and they also have two of the most advanced and well-performing work-

based learning and apprenticeship systems in Europe. The UK system was included as another 

especially representative model existing in Europe. Finally, Estonia offers the opportunity to 

observe how the apprenticeship system has developed in a country with a similar population size 

and which shares the same common Soviet past with Armenia and Moldova. Links to legal acts 

and sources of information are indicated, for each country system, for those readers interested in 

further exploring the topics. 
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After the description of the above four existing European models, the Module introduces the policy 

recommendations recently developed by the Erasmus+ project ApprEnt, carried out in the years 

2017-2019 and designed to refine Higher Education Apprenticeships with enterprises in Europe. 

Based on the ApprEnt recommendations and resources, but also on existing European 

recommendations on quality traineeships and apprenticeships schemes, the Module identifies the 

key policy areas of intervention to implement quality work-based learning and apprenticeship 

schemes in the higher education systems of Armenia and Moldova. 

At the end of the Module a list of questions is included, to help users reflect on the learning 

acquired through the Module.    

 

1. WBL frameworks and systems in Europe 
 

a) The apprenticeship system in Austria 

Introduction 

Austria has one of the best performing and established apprenticeship system, in which work-

based learning (WBL) in companies is combined with learning phases in vocational schools 

(“Berufsschule”). The apprenticeship usually lasts three to four years, depending on the profession, 

and finalise with a final exam, called the “Lehrabschlussprüfung”, which is an educational audit 

carried out by the competent chamber of commerce to assess both theoretical knowledge and 

practical skills.  

When it comes to the Austrian Higher Education system, work-based learning is integrated into 

higher education study programmes through: 

a) Dual-study programmes: they are developed in cooperation with enterprises (usually 

medium to large-sized) and foresee an alternation of phases of practice (at the workplace) 

and theory (at the higher education institution). Right now, only universities of applied 

sciences (UAS) – (called Fachhochschule in Germany) - offer these programmes. The offer 
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of dual-study programmes in Austrian HE started 4 years ago and has, since then, 

increasingly developed.   

b) Work-study-programmes: they usually foresee lectures on weekends and a blended 

learning system, to allows students in full-time jobs to study while working. These 

programmes are usually provided by universities of applied sciences and curricula are 

connected to the prior learning and practical experiences of students. 

c) Continuing education study programmes: These programmes mostly foresee project 

work and reflections, but also internships, with blended learning and lectures on the 

weekends.  

 

Structure and Governance of Austrian apprenticeship system  

The legal aspects of apprenticeships in Austria are covered by 3 ministries: 

● Ministry of Science, Research and Economy (BMWFW), responsible for all topics related 

to companies providing apprenticeships.  

● Ministry of Education (BMB), responsible for all topics related to vocational schools. 

● Ministry of Labour, Social Affairs and Consumer Protection, responsible for all topics 

related to employees.  

 

The Chambers of Commerce, both the national-wide organisation and the independent 

departments based in each federal state, are an important official stakeholder, providing general 

information on apprenticeships, mostly about legal issues. Local Chambers normally organise 

coaching sessions for companies who want to employ and train apprentices.  

The IBW (Institut für Bildungsforschung), an institute close to the chamber of commerce and the 

Austrian Government, also provides guidance and supporting material for employers. 

In addition to these actors, many other stakeholders play a role in apprenticeships, such as labour 

unions and industrial associations, networks (like lehrlingspower.at, Ausbilderforum Tyrol or 

Ausbilderverbund Upper Austria), NGOs, training companies, job market platforms, employer 

branding experts, fair organisers (some job fairs focus specifically on apprenticeships). 

 



WBL4JOB – Apprenticeship Policy and Implementation Toolkit (APIT) 

 

5 
WBL4JOB - 618801-EPP-1-2020-1-AM-EPPKA2-CBHE-SP 

https://www.wbl4job.com/|info@WBL4JOB.com 
 

Organisation of the Apprenticeship 

In the apprenticeship training system, there are two places of learning: the training company and 

the part-time vocational school, with the apprentice being in a training relationship with both.  

The company-based part of the training represents most of the apprenticeship period (80%). For 

companies that cannot fully provide the necessary training, there is an interesting option of 

accessing supplementary practical training in a training alliance. In addition to this, inter-

company training centres are set up by the economy in some sectors.  

 

Apprenticeship mentors/trainers need to sit an examination to prove their knowledge or take a 

forty-hour instructor course. Some trainings or qualifications replace the trainer exam.  

 

Another interesting aspect of the Austrian apprenticeship system is the modularisation of 

apprenticeship occupations with the aim of making the training on offer more flexible, while at 

the same time ensuring common basic knowledge and skills in a vocational field. 

 

 

Apprenticeship contract 

The apprenticeship contract is concluded in writing and signed by both the training company and 

the apprentice. The apprenticeship contract must include the following elements: 

 the name of the apprenticeship occupation in which training is conducted 

 the apprenticeship period 

 the beginning and end of training 

 details regarding the authorised persons to train apprentices  

 other personal data of the apprentice 

 a note concerning compulsory attendance of Part-time Vocational School 

 any periods of training held within the framework of a training alliance with other 

companies or educational institutions 

 the amount of the apprenticeship remuneration 

 date of conclusion of the apprenticeship contract 
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The apprentice receives a remuneration, whose amount is determined for each individual 

apprenticeship occupation in collective bargaining agreements. In the exceptional case that no such 

agreement exists, the remuneration is agreed upon individually and stipulated in the apprenticeship 

contract. The remuneration increases with every apprenticeship year until, in the final year, it totals 

an approximate average of 80% of the corresponding skilled qualified employee wage. 

 

Since early 2016, apprentices also have right to: 

 Health insurance contribution 

 Accident insurance contribution  

 Pension insurance contribution 

 Unemployment insurance contribution 

 

Dual-study programmes in Austrian Higher Education  

Dual-study programmes in higher education build on the successful aspects of the Austrian 

apprenticeship system and are bound to the University Act Hochschulgesetz. Depending on the 

study-programmes, there are also other laws applicable, for example legal provisions for the 

Bachelor of Nursing in Austria. Furthermore, there are legal provision for universities of applied 

sciences (UAS), too. 

There are currently seven providers of dual-study programmes in Austria: 

 IMC Fachhochschule Krems 

 Paracelsus Medizinische Privatuniversität 

 FH Joanneum 

 FH Vorarlberg 

 FH St. Pölten 

 FH Oberösterreich 

 FH Technikum Wien  

In general, higher education dual study programmes are mostly offered in common in the following 

study areas: technical studies/engineering/informatics, business administration, health care, etc. 
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Usually, 15-30 persons are admitted per academic year in a dual study programme. 

 

For an overview of the dual-study programmes currently provided in Austria at Bachelor-level and 

at Master-level, it is possible to make reference to the Austrian Report written in the framework 

of the ApprEnt project, which summarise them in the table found in page 3.1 

 

 

Level of education of Apprenticeship 

System 

The structure of the Austrian National 

Qualifications Framework (NQF) is very 

similar to the European Qualifications 

Framework (EQF). Image 1 provides a visual 

overview of the Austrian qualification system. 

The dual study programmes within higher 

education usually lead to a Bachelors or 

Master’s degree (Level 6 to 7 in the Austrian 

Qualification Framework).  

 

 

  

                                                           
1 https://apprent.eucen.eu/wp-content/uploads/2019/12/ApprEnt_WP1_National-Report_Austria-edited-1.pdf  

Figure 1 - Austrian education and training system  
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Funding system and financial sustainability  

For apprenticeships, the training enterprise bears the costs of company-based training, therefore 

the largest part of costs is borne by companies. The apprenticeship remuneration 

(Lehrlingseinkommen) constitutes a major part of the costs for apprenticeship training.  

A training company can apply for a basic subsidy at the end of every year of the apprenticeship, 

to cover the costs that arise (remuneration, social security contribution). Additional quality-related 

funding is available for specific situations (i.e. training measures that go beyond the job-profile, 

measures for apprentices with learning difficulties, projects to support equal access for women, 

etc.). Basic and quality-related funding are provided by the Austrian insolvency remuneration fund 

or the Public Employment Service. 

 

Dual study-programmes in higher education are usually funded by the state, especially if provided 

by public institutions. As opposed to traditional universities, the UAS providers decide themselves 

whether to levy study fees. In Austria, currently 17 of the 20 FH providers levy 363.36 euros study 

fees per semester.2  

 

Successful factors  

CONTRACTUAL/REGULATORY ASPECTS 

- Existence of a clear regulatory framework and governance  

- Accreditation system of training companies 

- Signing of a written agreement between the employer and the apprentice  

- Status of the apprentice as employee and corresponding remuneration  

FINANCIAL ASPECTS  

- Share of financing by enterprises  

                                                           
2 http://www.fachhochschulen.ac.at/en/fh_magazine/2008/study_fees  
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PRACTICAL ASPECTS  

- Professional training available for mentors/trainers 

- Possibility of training alliance, modularisation of apprenticeships  

- National excellence award for training companies 

- The amount of time spent at work is 80% of total learning time  

- Support and information for companies is widely available  

- Comprehensive information available for all parties involved  

 

Weaknesses: 

- Complex governance with many intervening bodies.  

- Apprenticeship system is very strong at lower level, therefore it is mainly associated with 

low levels of qualifications. 

- Dual Studies at higher education level only have a very recent history. 

 

Links to legal acts  

Entire legal regulation for the Vocational Training Act, version of July 14, 2015  

Consolidated federal law: Entire legal provision for the 2005 Higher Education Act 

https://www.ris.bka.gv.at/GeltendeFassung.wxe?Abfrage=Bundesnormen&Gesetzesnummer=20

004626  
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Sources  

ApprEnt national report - The Apprenticeship System in Austria – A National Summary 

https://apprent.eucen.eu/wp-content/uploads/2019/12/ApprEnt_WP1_National-Report_Austria-

edited-1.pdf  

Federal Ministry for Digital and Economic Affairs (BMDW), Apprenticeship system - The Dual 

System of Vocational Education and Training in Austria, edition 2020 

https://www.bmdw.gv.at/en/Topics/Vocational-Training-and-

Skills/Apprenticeshipsandvocationaltraining.html  

Cedefop European database on apprenticeship schemes – Dual Apprenticeship in Austria 

https://www.cedefop.europa.eu/en/publications-and-resources/data-visualisations/apprenticeship-

schemes/scheme-fiches/dual-apprenticeship  

PETANOVITSCH ALEXANDER and SCHMID KURT – ibw, on behalf of Technical University 

of Applied Sciences Rosenheim, Report on the Permeability of dual vocational education and 

training, comparative study including Austria, Germany, Switzerland, Italy, France, and Slovenia, 

2020 

Mayr, T., Tritscher-Archan, S. (2016): Der österreichische Qualifikationsrahmen. 

Umsetzungsstand, Ziele und Erwartungen. In: ibw aktuell 18, Februar 24, 2016. Vienna: Institut 

für Bildungsforschung  

http://www.fachhochschulen.ac.at/en/fh_magazine/2008/study_fees, retrieved 14 April 2021 
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b) The apprenticeship system in France 

Introduction 

The French apprenticeship system has a long history. It has been in place since 1919 and has been 

modified and reformed several times. In recent years, apprenticeship has been promoted as a lever 

to help address youth employment. The French government has set specific objectives in this 

respect and has deployed several measures to encourage its use, and to simplify its organisation.  

The law of 5 September 2018 reforming vocational training has deeply transformed the 

apprenticeship system in France with the aim of simplifying its organisation and encouraging its 

development. Although its implementation has been progressive since 2019, this law already 

seems to have had clear impact on the development of apprenticeship with a 16% increase in the 

number of apprenticeship contracts concluded in 2019 contrasting with the dynamic in previous 

years. 

Apprenticeship is most common in secondary education in France, but it is continuously 

developing at higher education level: the number of higher education apprenticeships has more 

than doubled since 2005, and higher education students now represent 40% of apprentices. 

However, the development of apprenticeship seems to be most acute at level 5 and 6 EQF, while 

apprenticeship remains rather unusual at level 7. While the effects of the 2018 reform are still 

unclear in this respect, they may arise in the coming years.  

 

Definition and scope 

In France, apprenticeship is defined by the alternance between theoretical learning in a training 

institution and practical learning in the workplace. The concept of apprenticeship is defined by law 

in the framework of the ‘apprenticeship contract’ (contrat d’apprentissage) and the 

‘professionalisation contract’ (contrat de professionalisation), which are the two main 

apprenticeship schemes. The ‘apprenticeship contract’ is mainly targeting young people involved 

in formal education, while the ‘professionalisation contract’ is targeting young professionals, in a 

continuing education perspective. Part b) of the module “The apprenticeship system in France” 
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will mainly focus on the ‘apprenticeship contract’, although the differences between both types 

are minor. 

Apprenticeship provides young people aged 16 to 29 with a general education curriculum, both 

theoretical and practical, with the aim of acquiring a professional qualification based on a diploma 

or a professional credential. Apprenticeship gives access to all levels of professional certification, 

from secondary to higher education. 

 

 

 

 

 

 

 

 

 

 

Figure 2 - Apprenticeship opportunities at all levels of the French education system. Source: 

European Observatory of Service-Learning in Higher Education 

 The apprenticeship lasts from 6 months to 3 years, depending on the target credential or diploma 

and the initial level of the apprentice.  
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Focus on higher education 

At higher education level, apprenticeship can give access to the three following types of degrees 

(which can also been accessed through formal education):   

BUT (Bachelor Universitaire de Technologie): 3-year university technology diploma at level 6 

EQF, implemented since 2021, which can be accessed through apprenticeship starting the first, 

second or even third year of the degree. BUT exist in 24 specialised fields for a direct gateway to 

the working world or to continue studying.  

Licence Professionnelle: Vocational Bachelor’s degree at level 6 EQF.  More than 1,620 

specialised fields are offered for professional integration in a wide range of sectors). 

Master: professional-oriented Master’s degree (level 7 EQF) in a specialised field.  

 

All types of companies from the private sector, including non-profit organisations, can hire 

apprentices provided that they take measures to ensure the successful implementation of the 

apprenticeship. The employer must ensure appropriate equipment of the company, methods used, 

working/hygiene/safety conditions and professional and educational skills of the mentor. 

 

The apprenticeship framework: the apprenticeship contract 

Apprenticeship is governed by an individual labour contract concluded between the apprentice, 

the employer and the training institution in the form of an administrative form (generic template) 

and submitted for validation to the OPCO (Opérateurs de compétences), French authorised bodies 

facilitating vocational training. The contract can be either limited or unlimited, in which case it is 

starting with the apprenticeship period. 

The contract must include the following: 

 Starting date of the contract 

 Duration of the apprenticeship period 

 Working time 
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 Name and surname of the employer – or name of the company 

 Number of employees in the company 

 Degree or professional certification prepared by the apprentice 

 Salary of the apprentice during each year of the apprenticeship period   

 Name, surname and date of birth of the mentor 

 Written confirmation from the employer of the appropriate qualification and experience of 

the mentor and trainer 

 Activity of the company in connection with the degree or professional certification 

prepared by the apprentice 

 Terms and conditions of the non-financial benefits perceived by the apprentice 

 Address of the training organisation 

In addition, a training agreement is signed between the training institution and the employer and 

defines training arrangements such as the share of on-the-job and off-the-job training, the training 

programme and period, the cost, etc. 

 

Contractual commitments 

The apprenticeship contract defines the commitments of the three partners:  

> The employer commits to:  

 remunerate the apprentice according to the legal framework; 

 deliver effective training and mentoring during the duration of the contract. The employer 

must appoint a mentor with appropriate qualification and/or experience relevant to the 

sector and qualification aimed at by the apprentice. 

 allow the apprentice to follow his/her theoretical training in the training institution and take 

the final exam. 

> The learner commits to: 

 work for the employer within the full duration of the contract. The learner is subject to 

labour laws and sectoral/company regulations as any other employee. He/she benefits from 

the same rights (including healthcare, pension, unemployment and annual leave). 
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 follow his/her theoretical training within his/her training institution and take the final exam. 

Each training institution decides the exact number of hours spent in the workplace for each 

diploma. However, training off-the-job, at the training institution, must represent at least 25% of 

the total duration of the apprenticeship contract, and between 15 and 25% of the total duration of 

the professionalisation contract.  

>  the training institution: 

 defines training objectives and provides theoretical training to the learner with the 

objective to achieve qualification;  

 cooperates closely with the company and follows the learning pathway of the learner 

 appoints a tutor to support the apprentice during the apprenticeship period and liaise with 

the mentor 

 

National governance and regulatory framework 

The law of 5 September 2018 has considerably modified and simplified the governance of the 

vocational training and apprenticeship system. Besides the contractual relation between the 

learner, the company and the training organisation, the apprenticeship system involves the 

following stakeholders: 

> ‘France Compétences’ is a governmental body created in 2019 as the main body in charge of 

vocational education and apprenticeship. Its creation has considerably simplified the governance 

of apprenticeship in France. France Compétences oversees the funding, regulation and reform of 

the vocational training and apprenticeship system. France Compétences is redistributing financial 

contributions to different stakeholders including the OPCO, the regions, and the State.  

> The ‘Répertoire National des Certifications Pofessionnelles (RNCP)’ is the repository of all 

degrees and qualifications authorised by the State. France Compétences is the institution in charge 

of the authorisation process.  

> The OPCO (OPérateurs de COmpétences) are authorised bodies facilitating vocational training 

by funding apprenticeship contracts to CFAs and supporting SMEs to identify their training needs. 
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There are 11 OPCO, each of them in charge of one economic sector. Their governance involves 

representatives of employers and employees.  

> URSSAF (Network of Organisations for the Collection of Social Security and Family Benefit 

Contributions) is collecting the training and apprenticeship tax from companies and transferring it 

to France Compétence. 

> CFAs (Centre de Formation d’Apprentis – Apprentice Training Centre) are training 

organisations created through conventions between regions and different stakeholders such as 

Chambers of Commerce, public education institutions, companies, associations, etc. They play a 

key role as provider of formal education, but they are also in close contact with companies and 

provide specific support to the apprentice in the implementation of their apprenticeship and 

achievement of their learning objectives. They also provide social support, career guidance and 

can intervene in case of the conflict between the employer and the apprentice. 

To benefit from apprenticeship subsidies, all training organisations (including universities) must 

be officially recognised as CFA and respect several requirements in terms of costs of the training, 

accountability and quality assurance.    

 

 

 

 

 

 

 

 

  

Figure 3 - Governance and financing arrangement in France 
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> Career guidance organisations, including employment agencies, provide support and 
guidance to learners. 

> AGEFA-PME is an intermediary body mandated by CGPME – the Confederation of SMEs – 

to support the provision of apprenticeships by small and medium enterprises. A web portal 

provides a wide range of services to companies, including up-to-date information and tools to 

facilitate apprenticeship for both learners and mentors.  

 

Financial sustainability 

 Apprenticeship costs covered by companies 

The law is setting remuneration arrangements as a share of the legal minimum wage, which varies 

according to the age of the apprentice and his/her level of education at entry. Apprenticeship costs, 

including the apprentice’s wage, is covered by the employer who pays all on-the-job training costs. 

 Financial support to CFAs 

CFAs have access to subsidies paid by OPCO after the signature of an apprenticeship contract with 

an apprentice and a company. The amount of the subsidies is fixed by the professional field as a 

flat rate per contract signed. These subsidies can be complemented by financial support provided 

by regions to CFAs.  

In addition, OPCO are partially covering annex fees funded by CFAs, such as accommodation or 

restauration fees, but also educational equipment.  

To encourage the modernisation of CFAs, in connection with companies, some expenses linked 

with investment costs can be deducted from the apprenticeship tax. 

 Financial support to companies 

Most financial support available to companies hiring apprentices was cut by the 2018 law. An 

apprenticeship allowance remains available to companies hiring apprentices at level 4 EQF or 

below. 

Specific subsidies exist for companies employing an apprentice with disabilities. 
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 The training and apprenticeship tax:  

Financial support to apprenticeship is largely supported by the training and apprenticeship tax 

(Contribution unique à la formation et à l'alternance), paid by all the companies that have at least 

one employee. In addition to apprenticeship, this tax is also funding formal technology and 

vocational education. However, the part of the tax funding apprenticeship has increased following 

the 2018 law and is predominant.  

The amount of the training and apprenticeship tax depends on the number of employees of the 

company, and on the payroll. 

Although the training and apprenticeship tax is paid by companies to ‘URSSAF’, the French body 

collecting social contributions that fund social security, ‘France Compétences’ is redistributing 

financial contributions to different stakeholders including ‘Competence bodies’ (OPCO), regions, 

and the State. 

 

Success factors 

CONTRACTUAL/REGULATORY ASPECTS 

- Existence of a clear regulatory framework and governance  

- Signing of a written agreement between the employer, the apprentice and the training 

institution 

- Status of the apprentice as employee and corresponding remuneration  

- Commitment of the company to delivering effective training and appointing a mentor with 

appropriate experience 

- Close cooperation between the company and HEI to follow the learning pathway of the 

learner 

 

FINANCIAL ASPECTS 

- Share of financing by enterprises  

- Subsidies to training organisations as a flat rate per contract signed 
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PRACTICAL ASPECTS 

- Apprenticeship gives access to all levels of professional certification, from secondary to 

higher education. 

- Online information available on the French Government website. 

- Practical information available on an online portal set up by the French Government to 

inform and support employers, applicants and training bodies.  

 

Weaknesses: 

- Recent apprenticeship system implemented progressively between 2019 and 2021, and 

lack of time to evaluate the impact of the reform.  

- Lack of awareness from universities of the necessary means to support apprenticeship, in 

particular regarding students support and prospection for companies. 

- Apprenticeship mainly associated with low levels of qualifications, whereas it is available 

at all levels of qualifications up to higher education. 

- Bad perception of vocational training in France. 

 

Links to legal acts or other relevant documents 

The main laws regarding apprenticeship are in the sixth part of the French Labour Code 

https://www.legifrance.gouv.fr/affichCodeArticle.do;jsessionid=184DEBE9BB0BC6010C89164

C3AA1DACD.tpdila17v_3?idArticle=LEGIARTI000006903996&cidTexte=LEGITEXT000006

072050&dateTexte=20160607) 

New law reforming the apprenticeship system: LOI n° 2018-771 du 5 septembre 2018 pour la 

liberté de choisir son avenir professionnel  

https://www.legifrance.gouv.fr/loda/id/JORFTEXT000037367660/ 
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Sources 

https://publication.enseignementsup-

recherche.gouv.fr/eesr/FR/T260/l_apprentissage_dans_l_enseignement_superieur/#ILL_EESR13

_ES_18_03 

ApprEnt national report – France (2017). https://apprent.eucen.eu/wp-

content/uploads/2019/07/ApprEnt_WP1_National-Report_France.pdf 

Cedefop European database on apprenticeship schemes – France. 

https://www.cedefop.europa.eu/en/publications-and-resources/data-visualisations/apprenticeship-

schemes/country-

fiches/france#:~:text=In%20France%2C%20an%20apprentice%20is,training%20and%20school

%2Dbased%20training.&text=Through%20the%20contract%2C%20apprentices%20commit,full

%20duration%20of%20the%20contract 

Cedefop Database on financing apprenticeships in the EU 

https://www.cedefop.europa.eu/en/tools/financing-apprenticeships/apprenticeship-

schemes/apprenticeship-contract#title10 

Guy Amsellen, Nicole Phoyu-Yedid – on behalf of the Ministère de la Culture (2020), Les 

incidences de la réforme de la taxe d’apprentissage sur les établissements d’enseignement 

supérieur culture 

Inspection Génerale des Finances, Inspection Générales des Affaires Sociales (2020), 

Conséquences financières de la réforme de l’apprentissage et de la formation professionnelle 

Romain Pigeaud – on behalf of Centre Inffo (2014), Apprenticeship-type schemes and structured 

work-based learning programmes in France 

https://cumulus.cedefop.europa.eu/files/vetelib/2015/ReferNet_FR_2014_WBL.pdf 

https://www.service-public.fr/particuliers/vosdroits/F2918 

https://publication.enseignementsup-

recherche.gouv.fr/eesr/FR/T260/l_apprentissage_dans_l_enseignement_superieur/#ILL_EESR13

_ES_18_03 
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c) The apprenticeship system in the UK3  

Introduction 

The system of apprenticeships in The United Kingdom is complex, due to the differing approaches 

to policy in the constituent parts which followed the creation of the Scottish Parliament in 1999 

and the Welsh Assembly Government in 2007. This review will therefore largely concentrate upon 

policy in the largest constituent, England. 

Apprenticeships have a long tradition in the UK but were largely associated with older, 

manufacturing industries. In the 1980s apprenticeships greatly declined as a result of de-

industrialisation and Government’s abolition of the Industrial Training Boards which oversaw 

them. This led to a serious decline in the availability of trained labour so that in 1994, the UK 

Government introduced Modern Apprenticeships based on frameworks laid down by the newly 

created Sector Skills Councils. The contents of an Apprenticeship framework were later set out 

under the Apprenticeships, Skills, Children and Learning (ASCL) Act of 2009, followed by the 

Specification of Apprenticeship Standards for England (SASE). In 2009, the National 

Apprenticeship Service was founded to coordinate apprenticeships. 

Apprenticeships are available at a range of levels, from GCSE-equivalent (EQF level 2) to 

postgraduate degree-equivalent (EQF level 7). In most recent years, there has been a decline in the 

proportion of apprenticeships offered at level 2, since employers are choosing to develop standards 

at higher levels. The introduction of the Apprenticeship Levy has been a needed development but 

was not exempt from critics. The fact that apprenticeships are available in all sectors reflects the 

reality of a post-industrial economy. The extension of Apprenticeships to include Level 7 also 

recognises the importance of vocational education and training at all levels. 

 

  

                                                           
3 This report was prepared with the support from Jon Talbot, Senior Lecturer at the Centre for Work Related 
Studies at the University of Chester in UK. 
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Definition of apprenticeship in the UK system  

According to the apprenticeship funding rules: 

 

 An apprenticeship is a job with training, through which apprentices gain the technical 

knowledge, practical experience, wider skills and behaviours they need for their immediate 

job and future career. This is possible through formal off-the-job training4 and the practice 

of the new skills in a real work environment. 

 The job must have a productive purpose and should provide the apprentice with the 

opportunity to embed and consolidate the knowledge, skills and behaviours gained through 

the apprenticeship. 

 The employer must provide the apprentice with appropriate support and supervision to 

carry out their job role and their apprenticeship. 

 

Types of apprenticeship in the UK system 

In the UK there are different levels of apprenticeship, taking between one and six years to complete 

depending on the level:  

Intermediate Apprenticeship (Level 2 of the National Qualifications Framework): provides 

learners with the skills and qualifications for their chosen career and allow entry (if desired) to an 

Advanced Apprenticeship.  

                                                           
4 Off-the-job training can include: the teaching of theory (for example, lectures, role playing, simulation exercises, 
online learning, and manufacturer training); practical training, shadowing, mentoring, industry visits, and 
participation in competitions; or learning support and time spent writing assessments/assignments. It is up to the 
employer and the main provider to decide how the off-the-job training is delivered. 
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Advanced Apprenticeship (Level 3): to start this programme, learners should have five GCSEs 

(grade A*-C) or have completed an Intermediate Apprenticeship. This 

will provide them with the skills and qualifications needed for their 

career and allow entry (if desired) to a Higher Apprenticeship or degree 

level qualification. Advanced apprenticeships can last between two and 

four years. 

Higher Apprenticeship (Level 4/5; equivalent to a Foundation 

Degree): to start this programme, learners should have a Level 3 

qualification (A-Levels, Advanced Diploma or International 

Baccalaureate) or have completed an Advanced Apprenticeship. Higher 

apprenticeships are designed for students who are aged 18 or over.  

Degree Apprenticeship (Level 5/6; achieve bachelor's degree) and (Level 7 Masters): to start 

this programme, learners should have a level 3/4 qualification (A-Levels, Advanced Diploma or 

International Baccalaureate) relevant to occupation or have completed an 

Advanced Apprenticeship also relevant to occupation. Compared to the 

'Higher Apprenticeship', it offers the possibility to graduate with a bachelor's degree at an 

accredited university. Degree apprenticeships can last between two and four years.  

 

Governance 

The content of each apprenticeship is currently set out in either a ‘framework’ or a ‘standard’. 

Frameworks are currently being phased out in favour of standards, which are designed, since 2013, 

by groups of employers (so called trailblazers) from the relevant sector, setting out the knowledge, 

skills and behaviours that apprentices need to acquire.  

 

The Department for Education of the UK Government is responsible for the apprenticeships 

programme in England, with the National Apprenticeship Service (NAS) managing the overall 

programme. The Education and Skills Funding Agency (the ESFA) is responsible for 

apprenticeships policy and funding, and for overseeing the delivery of the programme, approving 

the training organisations which can deliver apprenticeship training. The Institute for 

Figure 4 – Apprenticeships in the UK (taken 
from The Complete Guide to Higher and 
Degree Apprenticeships) 
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Apprenticeships & Technical Education, an independent public body set up in April 2017, is 

responsible for ensuring the quality and consistency of apprenticeships, including offering support 

to employers in developing apprenticeship standards.  

 

Key elements of apprenticeship in the UK  

 

a) Apprenticeship agreement between the employer and the apprentice 

The apprentice must sign an apprenticeship agreement with the company at the beginning of the 

apprenticeship.   

A template apprenticeship agreement is available on the web of the UK Government. Although it 

is not compulsory to use this template, whenever forming an apprenticeship agreement the legal 

requirements must be met.  

 

b) Employment contract and wage  

The apprentice is engaged by the company through an employment contract, for a period long 

enough for him/her to complete the apprenticeship successfully (including assessment). 

The apprentice must be paid a lawful wage. More information on the national minimum wage, the 

apprenticeship rate, and the definition of an employee can be found on the UK Government’s 

website. 

 

c) Apprenticeship duration and employment hours  

The apprentice must attend a practical period of training for a minimum duration of 12 months. 

He/she must be involved in active learning throughout the apprenticeship5.  

 

The apprenticeship must meet the minimum duration rules. The minimum duration of each 

apprenticeship is based on the apprentice working at least 30 hours a week, including any off-the-

job training they undertake. There must be evidence of the agreed average weekly hours in the 

evidence pack, including time spent on off-the-job training.  

                                                           
5 The framework or standard specification or assessment plan may require the practical period of training to be 
longer. 
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To be eligible for government funding at least 20% of the apprentice’s normal working hours, over 

the planned duration of the training period within the apprenticeship (for standards this is called 

the practical period, which ends at the gateway for end-point assessment), must be spent on off-

the-job training.  

 

d) Recognition of prior learning and experience  

Before concluding the apprenticeship agreement, the education provider must assess the 

apprentice’s existing knowledge, skills and behaviours against those required to achieve the 

occupational competence. This is because funds available for apprenticeships should not be used 

to pay for training knowledge and skills already attained by the apprentice.  

 

e) The commitment statement between employer, apprentice and education provider 

Before the apprenticeship starts and the agreement is signed, the employer, the apprentice and the 

main education provider should draft and sign a copy of the commitment statement (also known 

as individual learning plan). This sets out how the three parties will support the achievement of 

the apprenticeship. The document must set out: 

 Name of the apprentice, job role and normal working hours.  

 The employer’s details and those of the main education provider  

 Details of the apprenticeship, including level, the start and end dates  

 The amount of off-the-job training that will be delivered to meet the minimum 20% 

requirement 

 The planned content/components and schedule of eligible training.  

 A list of all organisations delivering the training content/components.  

 An agreement of what is expected from, and offered by the employer, the apprentice, and 

the main education provider to achieve the apprenticeship and details of how all parties 

will work together.  

 Details of tripartite progress reviews (main provider, employer, apprentice). 

 The process for resolving any queries or complaints regarding the apprenticeship, including 

quality.  
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A template commitment statement is made available but it is not mandatory to use it. 

 

Higher and degree apprenticeships 

Higher and degree apprenticeships are available at levels 4 to 7. They combine work with study 

and may include a work-based, academic or combined qualification or a professional qualification 

relevant to the industry. Higher apprenticeships go from level 4 to 7 and are equivalent to a 

foundation degree and above e.g., a professional qualification.  

 

Degree apprenticeships are available at levels 6 and 7 (full bachelor’s and Master’s). They were 

introduced in 2015 and since then higher education institutions and employers have worked 

together to develop degree apprenticeships in a range of occupations. Entry requirements vary 

from programme to programme, depending on sector and prior skills. Currently, there are: 

 

 134 apprenticeships at level 6 and 7: 

- 93 are degree apprenticeships (level 6, 70; level 7, 23) 

- 52 are ‘integrated degree apprenticeships’ (the assessment of the degree and the 

apprenticeship are aligned) 

 

Degree apprenticeships are governed by the same policy that applies to other apprenticeships.  

 

Apprentices are entitled to the same rights as other employees: a contract of employment and at 

least 20 days paid holiday per year, plus bank holidays. They spend most of the week at work 

(usually a minimum of 30 hours) watching, learning from colleagues, and performing work. They 

normally work closely with someone more senior who will review their work.  

 

In the first year, apprentices earn at least the minimum wage for apprentices (£3.90 per hour from 

April 2019). Many companies pay more than this, particularly for higher level apprenticeships: 

apprentice can potentially earn upwards of £300 per week.  

 

One of the reasons businesses take on apprentices at this level is that they need a highly skilled 

workforce. At the same time, students find the scheme interesting since a degree or higher 
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apprenticeship can lead to a degree-level. Moreover, it is estimated that over 90% of apprentices 

go into work or further training and that higher apprentices could earn £150,000 more on average 

over their lifetime, compared to those with Level 3 vocations.6  

 

In 2017/18, there were 59,080 starts on higher and Degree apprenticeships. There are many 

different apprenticeships on offer, from accounting to aerospace engineering, with new 

apprenticeships being developed all the time. They can be offered by big companies (Rolls Royce, 

GlaxoSmithKline, Goldman Sachs, the BBC, etc.) but also by smaller ones.  

 

Interested candidates can access a vacancy listing of higher and degree apprenticeship online. 

 

Funding system and financial sustainability 

The apprenticeship programme was reformed in spring 2017, with the introduction of an 

apprenticeship levy.7 According to this system, employers with an annual pay bill of more than £3 

million must pay an apprenticeship levy of 0.5% of their pay bill. Money raised by the 

apprenticeship levy pays for all apprenticeships, including those in smaller employers who do not 

pay the levy. Employers can use their levy contributions, plus a 10% government top-up, to pay 

for apprenticeship training and assessment. Smaller employers who do not pay the levy are 

required to pay 10% of the cost of training and assessing apprentices, while the government pays 

the rest.   

 

The Skills Funding Agency (the SFA) is responsible for funding adult further education by 

allocating training providers a budget. Each year the amount of funding which is allocated to 

providers is mainly determined by the amount they had received the year before. If they failed to 

spend their budgets, they will see their allocation reduced.  

 

                                                           
6 https://www.gov.uk/government/publications/key-facts-about-apprenticeships/key-facts-about-apprenticeships  
7 The levy was introduced to overcome the historical reluctance of employers to invest in training of staff. 
However, some employers see the levy just as a tax and have not really altered their behaviour, while others might 
still be deterred by the bureaucracy. One of the critical issues is that companies often use the levy to 'reward' 
existing employees rather than new, younger recruits: some employers are replacing their professional 
development programmes and management training with apprenticeships, raising concerns over the use of public 
money for paying training that already existed in other forms. 
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In principle, apprenticeships for 16–18-year-olds are entirely funded by the Government8. Adult 

apprenticeships are ‘co-funded’, while the funding rate is further discounted for apprentices over 

25, or for those accepted in larger companies. Finally, university graduates are not eligible for any 

Government apprenticeship funding, but they can do an apprenticeship provided the employer is 

willing to pay for it.  

  

In addition to this, there are other financial incentives such as the Apprenticeship Grant to 

Employers, which can apply to those who have not participated in the programme for at least 12 

months, have under 1,000 employees, and are taking on a new apprentice who is between 16 and 

24 years old.  

 

 

Successful factors of the UK apprenticeship system 

 

CONTRACTUAL/REGULATORY ASPECTS 

- Existence of a clear regulatory framework 

- Signing of a written agreement and a commitment statement between employer, apprentice 

and education provider (also known as individual learning plan) 

- The apprentice has an employment contract and receives an adequate wage 

- Apprenticeships are available in a high number of sectors 

- Recognition of the importance of vocational education and training at all levels 

 

FINANCIAL ASPECTS  

- Compulsory payment by employers: they still have to pay even if they do not use their levy 

funds 

 

PRACTICAL ASPECTS  

- The amount of time spent at work is over 60% of total learning time  

- Support and information for companies is available  

                                                           
8 The Government pays the provider what it estimates to be the total cost of delivering the framework. 
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- Online and comprehensive information available on the UK Government website 

 

Weaknesses 

- The introduction of the levy has attracted a lot of criticism from employers 

 

Links to legal acts or other relevant documents 

Apprenticeships, Skills, Children and Learning Act 2009 

https://www.legislation.gov.uk/ukpga/2009/22/contents  

 

Specification of apprenticeship standards for England 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file

/734414/Specification_of_apprenticeship_standards_for_England.pdf  

 

Sources 

https://www.gov.uk/topic/further-education-skills/apprenticeships   

https://www.gov.uk/guidance/apprenticeship-funding-rules-for-employers/glossary  

https://www.gov.uk/government/publications/higher-and-degree-apprenticeships 

Which? University, The Complete Guide to HIGHER AND DEGREE APPRENTICESHIPS 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file

/781848/Uni_Appr_guide2019_web2.pdf  

The apprenticeships programme: progress review, Ninety-Eighth Report of Session 2017–19,  

Report of the House of Commons Committee of Public Accounts 

https://publications.parliament.uk/pa/cm201719/cmselect/cmpubacc/1749/1749.pdf  

Degree apprenticeships review 2021 https://apprenticeships.blog.gov.uk/2021/01/22/degree-

apprenticeships-review-2021/  
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URN 12/1323 - The Richard Review of Apprenticeships 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file

/34708/richard-review-full.pdf  

 

Modern Apprenticeships: the way to work, The Report of the Modern Apprenticeship Advisory 

Committee, 2001  

Apprenticeship systems in England and Germany: decline and survival. Thomas Deissinger 

in: Towards a history of vocational education and training (VET) in Europe in a comparative 

perspective, 

2002 https://web.archive.org/web/20110721084144/http:/www2.trainingvillage.gr/etv/publicatio

n/download/panorama/5153_2_en.pdf  

Apprenticeships in the UK- their design, development and implementation, Miranda E Pye, Keith 

C Pye, Dr Emma Wisby, Sector Skills Development Agency, 

2004 https://web.archive.org/web/20110930113151/http:/www.employersforapprentices.gov.uk/

docs/research/Research_1_205.pdf  
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d) The work-based learning system in Estonia9 

Introduction 

Even though traditional apprenticeships have strong roots in Estonia, they were left out for several 

decades, during Soviet times. Apprenticeships have been formally re-introduced in the Estonian 

education system only recently: they were introduced to VET in the form of stand-alone study in 

2006 but remained mostly unpopular. The paradigm changed in recent years, when the 

development of apprenticeship became a clear priority of the State. Although the number of 

students involved in apprenticeship remains low, new projects have been introduced to promote 

its development and enhance its progressive introduction at higher education level.  

 

Definition and scope 

In Estonia, work-based learning can be implemented either as part of a school-based form of study 

or as part of a work-based form of study, which is equivalent to apprenticeship training. 

 Work-based learning as part of the school-based form of study 

This form of work-based learning is initiated and coordinated by the training institution, which 

oversees the development of the curriculum and the admission process of the learner.  

Practical training periods are integrated into formal education/into the curriculum: school-based 

learning periods alternate with practical learning in the workplace. This form of study leads to 

qualifications up to higher education level. 

This is the most common form of work-based learning in Estonia, and the only one to be legally 

introduced in higher education. In general, higher education institutions are free to introduce 

practical training into the curriculum as much as needed for the achievement of the required 

competences.  

                                                           
9 This report was prepared with the support from Marge Kõrvits, Open Learning Specialist at the University of 
Tallinn in Estonia. 
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In professional higher education, the required amount of practical training is regulated and should 

constitute at least 15% of the curriculum. 

For some professions, such as medical and teaching professions, additional regulations are legally 

introduced by the Government to define the proportion of practical training.   

 The workplace-based form of study: a stand-alone learning pathway (apprenticeship in 

Estonia)   

Apprenticeship or workplace-based learning is a form of education where the share of learning in 

a company or institution is significantly higher than usual and makes up at least 2/3 of the volume 

of learning. Apprenticeships take place in co-operation between a school, a student and an 

employer. The study takes place based on the curriculum which sets the duration, content of 

modules, learning outcomes and assessment principles. The curriculum is completed in 

cooperation between a school and a company. During study, a specific profession is learned by 

working under the guidance of mentors in their field. The student performs company tasks in the 

workplace that help him/her to achieve the learning outcomes described in the curriculum. In 

addition, teaching takes place in an educational institution. 

The duration of the work-based learning experience depends on the learner’s curriculum and level 

and can vary between 3 months and 2.5 years. 

There is no age limit for pursuing work-based training. 

The workplace-based form of study was initially meant for people already working and in need of 

formal qualifications or learners who wish to work while acquiring a VET qualification. However, 

it is currently piloted at higher education level.  

 

The PRÕM project – systematic development of the practical training and apprenticeship 

learning in VET and HE 

A project called PRÕM – for the systematic development of the practical training and 

apprenticeship learning in VET and HE – funded by the European Social Fund, was launched in 

2015. As part of this project, a working group on apprenticeship was established with 
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representatives of the Ministry of Education, VET institutions, professional associations and 

employer representatives to work on the development and promotion of systemic work-based 

learning systems.  

The PRÕM project produced initial results: the number of apprentices in VET has gradually started 

to increase, together with the number of employers offering apprenticeship opportunities in their 

companies. The project also encouraged mentors to improve their skills and undertake training.  

Following a preliminary study involving relevant stakeholders (the Ministry of Education and 

Research, the Innove Foundation10, universities and social partners including the Estonian 

Employers’ Confederation), a pilot was launched in September 2017 to extend the work-based 

form of study scheme to higher education. Since then, the Estonian Entrepreneurship University 

of Applied Sciences (tourism and restaurant entrepreneurship programme) and Tallinn Health Care 

College (occupational therapist programme) have been piloting apprenticeship in higher 

education.  

The feedback collected from some of the actors participating in the piloting show that the aim of 

piloting work-based learning in higher education was to test the regulations on the organisation of 

studies, to involve employers more in the conduction of studies and to motivate students to 

complete their studies in addition to working. The legislation regulating higher education does not 

prevent the implementation of work-based learning and the principles for implementing work-

based learning developed for the pilot project provide a secure framework for the form of learning. 

The main keyword of the first academic year was adaptation and adjustment. The situation was 

new for the school, the student and the employer.  

From the pilot testing, it appears that work-based learning in higher education is possible but would 

be ideal if it were not a one-off exercise but a continuous activity. Starting work-based learning 

once is resource-intensive and it is not sensible to conduct it in one group only. It is very important 

that the process is led and developed by a person (workplace-based learning coordinator) who 

forms a well-functioning team around them. From the feedback received during and at the end of 

the pilot project, as well as from the research, it turns out that the cooperation between the parties 

needs the most attention. Consideration should also be given to how best to link school teaching 

                                                           
10 Now called HARNO.  
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to the company's opportunities and needs. It could be helpful to organise seminars where learners 

are given the knowledge and skills to draw up an individual plan, because it is the learner's 

knowledge, skills and initiative in linking learning at school and at work that is key. It is important 

to raise the awareness of all parties about the form of study, both at the beginning of the studies 

and during it. More attention should also be paid to supervisors on the part of the company in order 

to explain what the expectations of the school and the learner are for the company and vice versa 

- how the company can best contribute to the study. 

 

The following sections is focusing specifically on apprenticeship as a stand-alone learning 

pathway as it is formalised in VET and piloted in HE. 

 

The apprenticeship framework: contractual commitments 

The apprenticeship is formalised by a tripartite contract between the institution, the learner or 

his/her legal representative and the company that conducts the work practice, regulating their 

relation and setting out the specific organisation of workplace-based study and the duties and 

obligations of each party to the contract.  

In addition, an individualised curriculum specifying the learning outcomes is attached to the 

contract. An expert opinion on whether the workplace is suitable for meeting the learning 

objectives and guaranteeing health and safety protection must also be attached to the contract. 

The company commits to: 

 Pay a wage to the apprentice for fulfilling job assignments. The remuneration is at least 

equal to the national minimum wage established by the Government. The wage is a form 

of taxable income (as a regular salary). 

 Appoint a mentor with appropriate professional and pedagogical competence and provide 

training in the workplace in accordance with the training plan agreed upon with the 

education Institution.  
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The apprentice commits to: 

 Effectively fulfil job assignments as defined by the company. 

 Follow education institution-based training.  

The apprentices retain their student status and all the corresponding rights, unless they sign a work 

contract with the company (which is then covered by the Labour Law). The apprenticeship contract 

is only partly covered by the Labour Law, which is regulating the working time.  

The training institution: 

 Provides training to the apprentice. 

 Defines a training plan in cooperation with the employer and appoints a supervisor to 

oversees the implementation of this plan. 

 If agreed in the tripartite contract, the training institution can transfer up to 50% of the cost 

of the study place to the enterprise to cover the salary of the workplace supervisor. 

 

National governance and regulatory framework 

Several stakeholders are involved/consulted in the development of national strategies on 

apprenticeship: the Ministry of Education, the Education and Youth Authority (Haridus- ja 

Noorteamet) subordinate to the Ministry of Education and Research, VET institutions, universities, 

professional associations, social partners (including the Estonian Employers’ Confederation) are 

involved in working groups as part of the PRÕM project.  

At local level, social partners participate in advisory bodies, aiming at connecting the training 

institution and society and advising on the development and organisation of teaching and education 

and economic activities. Advisory bodies are for instance involved in the assessment of practical 

training.  

Chambers of commerce are involved as awarding bodies and are responsible for qualification 

exams. They participate in assessment commissions and accreditation councils of VET schools.  

 



WBL4JOB – Apprenticeship Policy and Implementation Toolkit (APIT) 

 

36 
WBL4JOB - 618801-EPP-1-2020-1-AM-EPPKA2-CBHE-SP 

https://www.wbl4job.com/|info@WBL4JOB.com 
 

Financial sustainability 

Estonia is funding its apprenticeship programmes from state budget (around 600 study places per 

year). EU structural funds (benchmark for year 2020 – 8000 study places) have been used until 

2020 to expand apprenticeship training.  

The training institutions cover the cost of the training at school, of the mentors’ training and the 

salary of the education supervisor. Based on the agreement in the tripartite contract, the training 

institution can transfer up to 50% of the cost of the study place to the company to cover the salary 

cost for workplace supervisors.  

In most cases of work-based study, the training of the students is in the interest of the employer, 

who cover the entire cost of training in the workplace.   

In both cases, the employer pays the salary to the learner as established in the trilateral 

apprenticeship contract (the salary cannot be lower than the minimum wage set by the 

government).  

 

Success factors 

CONTRACTUAL/REGULATORY ASPECTS 

- Signing of a written agreement and an implementation plan between employer, apprentice 

and education provider 

- The apprentice receives an adequate wage 

- The amount of time spent at work is over 2/3 of total learning time  

- Accreditation system of training companies (experts’ opinion) 

- Appointment of a supervisor with appropriate professional and pedagogical competence 

by the company 

- Appointment of a supervisor by the training institution to oversee the implementation of 

the learning plan 

FINANCIAL ASPECTS 

- Share of financing by enterprises  
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- If agreed in the tripartite contract, the training institution can transfer up to 50% of the cost 

of the study place to the enterprise to cover the salary of the workplace supervisor 

 

Weaknesses: 

- Apprenticeship system is more successful at lower level. It has only being piloted at higher 

education level, therefore it is mainly associated with low levels of qualifications. 

 

Links to legal acts or other relevant documents 

 “Töökohapõhise õppe rakendamise kord” Legal Act from 2013 

https://www.riigiteataja.ee/akt/129122013002?leiaKehtiv 

Sources 

ApprEnt - National Report - Estonia (2017) 

https://apprent.eucen.eu/wp-content/uploads/2019/07/ApprEnt_WP1_National-

Report_Estonia.pdf  

Cedefop European database on apprenticeship schemes – Estonia. 

https://www.cedefop.europa.eu/en/publications-and-resources/data-visualisations/apprenticeship-

schemes/country-fiches/estonia 

https://www.cedefop.europa.eu/en/publications-and-resources/data-visualisations/apprenticeship-

schemes/scheme-fiches/workplace-based-learning 

 

Cedefop (2018). Developments in vocational education and training policy in 2015-17: Estonia. 

Cedefop monitoring and analysis of VET policies. http://www.cedefop.europa.eu/en/publications-

and-resources/country-reports/vetpolicy-developments-estonia-2017 

OECD (2016), Education Policy Outlook: Estonia. www.oecd.org/education/policyoutlook.htm 

Republic of Estonia, Ministry of Education and Research, https://www.hm.ee/en/news/proportion-

apprenticeship-training-vocational-education-rise-sharply 
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2. A global view to WBL - The ApprEnt policy 

recommendations 

ApprEnt is a project funded by the Erasmus+ programme and coordinated by eucen in the years 

2017-2019, involving a mixed consortium of higher education institutions and Chambers of 

Commerce/Associations of SMEs in 7 different European countries. The project aimed to foster 

cooperation between HEIs and business through the promotion and improvement of work-based 

learning (WBL), especially apprenticeship schemes.  

From the point of view of University-Business collaboration, the ApprEnt project understood “HE 

Apprenticeship” as programmes having all or a minimum of four characteristics out of the six 

listed below: 

1. Learning alternates between the workplace and an education centre 

2. Mentoring is a strong aspect preserved by the employer and the HEI 

3. The programme is part of a formal or continuing education training 

4. Successful learners receive a recognised certificate 

5. The training involves signing a contract or formal agreement by the student 

6. The apprentices receive remuneration in the form of wage or salary   

The resources and tools11 produced by ApprEnt include: 

 National reports describing the HE apprenticeship system in the partner countries 

 33 case studies of existing HEA practices including their transversal comparison 

 A prototype training course for mentors and supervisors of HEA programmes 

 Guidelines for a Higher Education Apprenticeship Model Agreement 

 Advocacy Pack promoting the potential and benefit of these schemes 

 A set of Policy Recommendations for a better European Higher Education Apprenticeship 

model 

 

                                                           
11 All tools and resources are available for free on the project website: https://apprent.eucen.eu/tools/   
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The ApprEnt policy recommendations  

The ApprEnt Policy Recommendations pin down the ten most important issues that policy makers 

should consider for developing and improving higher education apprenticeship programmes and 

highlight how these ten key areas should be harmonised in different countries to facilitate mobility 

and recognition. The policy recommendations are addressed to four different target groups: EU 

policy makers, national policymakers, higher education institutions and enterprises. They illustrate 

the actions that each actor should take to improve HEAs in the specific area addressed. 

The ApprEnt recommendations cover 10 main areas of action. They are summarised below, to 

serve as an additional guide in the process of creating or reforming the higher education work-

based learning and apprenticeship systems in Armenia and Moldova. 

Regulations  

It refers to the need to establish a clear definition of higher education apprenticeships, clarifying 

what distinguishes them from other schemes and covering quality issues and expected outcomes.  

Strategic policymaking 

It focuses on the need to bring about specific policy vision for higher education apprenticeships, 

considering the national context. While the responsibility of setting up this strategic vision stays 

with the policy level, it is up to higher education institutions and business to implement the special 

policy measures, create coordinating efforts and resources, and encourage students to participate.  

Training  

It highlights the need to ensure that mentors12 in companies and HEIs have the pedagogical skills 

and competences needed to guide and support students, and that they are provided proper training.  

Mobility 

It refers to the necessity of supporting mobility schemes for learners and also for academics and 

non-academics involved in HEA schemes at regional, national or international level.  

Guidance, coordination and assessment 

                                                           
12 In the framework of the ApprEnt project, mentors (from SMEs and industry) and supervisors (from HEIs) are both called 

“mentors” in ApprEnt, as a global concept.  
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It recommends the establishment of dedicated and permanent ‘orientation and guidance’ spaces 

(both online and face-to-face) to provide information about HE apprenticeship schemes and ensure 

smoother administrative processes. It also signals the need for suitable assessment methods and 

tools to monitor the learning achieved (e.g. the use of ePortfolios and / or periodical common 

reflection sessions).  

Quality Assurance 

It refers to the responsibility, for all the actors involved in HEA schemes, to apply appropriate 

quality criteria involving the needs of both sides – HEIs and SMEs, considering knowledge-based 

analysis for future labour market and skills needs, and ensuring the quality of the training of the 

mentors.  

Allocate resources 

It stressed how the promoting work-based learning (WBL) and apprenticeship positions entails 

making more resources available to support them. These include both financial and non-financial 

resources.  

Funding companies 

It reminds how no progress can be made unless funding and support is provided. As for HEIs and 

enterprises, they should be responsible for allocating in the annual budget a section to improve and 

enlarge apprenticeship collaboration (e.g. in terms of training, time and / or dedication of staff, etc.).  

Transparency 

It recommends ensuring transparency by monitoring, comparing and sharing implemented actions, 

including the expenditure required for the implementation of HE apprenticeship schemes, 

pedagogical methodologies, learning outcomes and assessment criteria.   

Sustainability 

It refers to need of ensuring sustainability by allowing for permeability between education levels 

through flexible trajectories and mobility. This also means fostering a long-term vision and enduring 

actions. 
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Other useful ApprEnt policy tools  

In addition to the set of policy recommendations illustrated above, the ApprEnt consortium has 

developed two more useful policy tools:  

 Guidelines for a Higher Education Apprenticeship Model Agreement 

 Advocacy Pack for Higher Education Apprenticeship programmes: by learning you 

teach, by teaching you learn 

 

The ApprEnt Guidelines for a Higher Education Apprenticeship Model Agreement are based 

on the awareness that a good setting up will make the apprenticeship a better experience for the 

three parties involved: the company, the apprentice and the HEI. One key component of the 

preparatory set up is the design and signing of an agreement that binds all parties in a common 

objective. The Guidelines have been designed to support the three main parties involved in the HE 

apprenticeship scheme to conclude such an agreement, supporting them in clearly defining the 

objectives of the apprenticeship placement, the expected achievements and the general conditions 

that will define the training period.  

Proposing a unique model would have been a challenge because each partner country had different 

laws and cultural features, and each institution was governed by different rules. Therefore, 

ApprEnt elaborated the tool in the form of a guide to help the reader understand the importance of 

the different points that should be ideally included in the apprenticeship agreement, allowing users 

to decide how to adapt and design their own model. A sample model agreement was also drafted, 

which integrates all the recommended points. Although this is not a real model (i.e. it has not been 

used by anyone yet), the objective is to show potential users a way of wording the suggestions 

proposed in the guide.  

The ApprEnt Advocacy Pack was created based on the awareness that, although higher education 

apprenticeships have proved to offer a solution to some of the current societal challenges, 

addressing the real needs of industry and preserving the academic requirements of higher education 

institutions, more needs to be done to inform potential users (especially learners and employers) of 
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the benefits and relevance of this type of schemes. The ApprEnt Advocacy Pack can therefore be 

used to promote and give visibility to higher education apprenticeships scheme. 

The Advocacy Pack includes:  

 Flashcards highlighting the benefits of these programmes, with testimonies from real 

users:  

- Addressed to potential apprentices 

- Addressed to mentors 

- Addressed to HEIs 

- Addressed to enterprises 

- Addressed to policy makers 

 Set of Policy Recommendations 

 Guidelines to develop an Agreement Model 

 Generic training course for mentors 

All ApprEnt tools and outputs can be found and downloaded for free on https://apprent.eucen.eu  
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3. Key recommendations to Armenia and Moldova for 

implementing high quality WBL and apprenticeship 

schemes 

Based on the fact-finding report developed by Armenian and Moldovan partners of WBL4JOB 

and on the successful work-based learning and apprenticeship practices reviewed in this Module, 

taking into account existing European recommendations on quality traineeships and 

apprenticeships schemes, but also the recommendations recently elaborated by the ApprEnt project 

– specifically dedicated to improving higher education apprenticeship – it is possible to identify 

some key areas deserving attention when introducing and implementing high-quality work-based 

learning and apprenticeship schemes in the current Armenian and Moldovan higher education 

system.  

Some of the recommendations apply more specifically to apprenticeship schemes, while others 

can be applied to all forms of work-based learning comprising internships and traineeships. 

As highlighted by the ApprEnt project policy recommendations, any reasoning and advancement 

towards improving work-based learning should be part of an overall strategic goal to better 

integrate work-based and vocationally oriented learning within academic learning/general 

education. This strategy should closely consider the labour market needs and make sure work-

based learning brings benefits to both learners and employers. By ensuring this, work-based 

learning schemes, and apprenticeships, can be one of the most effective way to ensure the transition 

of learners from education to employment and they can embed high quality standards both in terms 

of learning content and working conditions.  

Establishment of clear regulatory framework 

National authorities should establish clear regulatory frameworks governing the identified work-

based learning schemes, based on a structured and transparent dialogue among all relevant actors 

and stakeholders. Regulations need to include a clear definition of the work-based learning scheme 

in question and will need to clarify what distinguishes the specific scheme from other schemes. In 

the case of apprenticeships, this should include the recognition of the apprentice status and may 

include the establishment of accreditation procedures for companies and workplaces that offer 
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apprenticeships, or the establishment of legal requirements for companies and workplaces. Since 

apprenticeships are often subject to different legislation (education, labour, etc.), it is important to 

ensure consistency through legislations, protecting the rights and responsibilities of the main 

partners involved.  Clear regulations are key to ensure the transparency of the system, prevent 

inadequate working conditions (including the use of cheap or even unpaid labour) and ensure high 

quality standards. The role of each stakeholder taking part in the governance of WBL/apprenticeship 

should be clearly stated.  

Conclusion of a written agreement 

Work-based learning schemes should be based on a clear written agreement, which should indicate 

the learning objectives, the rights and obligations of all parties involved (i.e., higher education 

institution, enterprise, and the learner) the working conditions under national law, weather an 

allowance or compensation is provided, etc. The agreement should include at least the following 

elements:  

 Purpose of the Agreement 

 Organisation of the scheme and individual learning plan 

 Responsibilities of the educational institution 

 Responsibilities of the enterprise 

 Responsibilities of the intern/apprentice 

 Evaluation and certification of skills 

 Financial provisions and remuneration 

 Applicable Labour Law 

 Policies on confidentiality and the ownership of intellectual property rights (if applicable) 

 Modification and termination of the agreement 

 Nature and resolution of disputes 

 Dating and signing of the agreement 

The agreement should clarify the circumstances and conditions under which the training may be 

extended or renewed after the initial agreement expired. It should also specify that either the 

learner/apprentice or the scheme provider may terminate it by written communication, providing 
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advance notice of an appropriate duration in view of the length of the scheme and relevant national 

practice.   

Learning outcomes and objectives  

Learning outcomes and training objectives should be clearly defined and stated in the written 

agreement. In relation to apprenticeship schemes, learning outcomes should be defined in 

accordance with national legislation and agreed by the employers, the education institutions and, 

where appropriate, trade unions. This is necessary to ensure a good balance between job-specific 

skills, knowledge and key competences for lifelong learning supporting both the personal 

development and career opportunities of the apprentices. The tasks assigned to the 

learner/apprentice should enable him/her to achieve the stated objectives. To ensure the potential 

employability of apprentices, the content and learning outcomes of apprenticeships should be 

reviewed continuously taking into consideration the evolving labour market needs. Suitable 

assessment methods and tools should be in place to monitor the learning achieved (e.g., the use of 

ePortfolios and/or periodical common reflection sessions). 

 

Working conditions and compensation 

It is vital to ensure that the rights and working conditions of the learner/apprentice are respected 

under applicable national law. This includes defining aspects such as the maximum weekly 

working time, the minimum daily and weekly rest periods and, where applicable, minimum 

holiday entitlements. It should be clearly stated whether employers provide coverage in terms of 

health and accident insurance as well as sick leave.  

 

The written agreement should clarify whether an allowance or compensation is applicable, and if 

this is the case, its amount. Apprentices should be paid or otherwise compensated, in line with 

national or sectoral requirements or collective agreements where they exist and based on 

arrangements on cost-sharing between employers and public authorities. Apprentices should also 

be entitled to social protection, including necessary insurance in line with national legislation. 

Furthermore, the host workplace should comply with relevant rules and regulations on working 

conditions, in particular health and safety legislation.  
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Recognition and certification 

The knowledge, skills and competences acquired during work-based learning and apprenticeship 

schemes, should be recognised, and validated with specific certificates, based on a fair, valid, and 

authentic assessment. The completion of an apprenticeship scheme should lead to clear, effective, 

and recognised national qualifications. 

Quality Assurance 

A clear framework for quality assurance of work-based learning and apprenticeship must be 

established, setting clear roles and responsibilities for the parties involved, mechanisms for 

cooperation, systematic feedback mechanisms between HE institutions, learners/apprentices and in-

company mentors. Quality assurance measures include the use of valid and reliable assessment of 

the learning outcomes, as well as the tracking of employment and career progression of the 

apprentices. 

Supervision and mentoring  

It is key to provide the necessary supervision and mentoring of the learner/apprentice and to 

monitor his/her progress. Therefore, the work-based learning or apprenticeship provider should 

designate a mentor to guide the learner/apprentice through the tasks. A supervisor should also be 

designated at the educational institution. Furthermore, good collaboration and exchange between 

the higher education institution and the enterprise should be fostered: the supervisor at the higher 

education institution and the mentor in the company should work as a team, together with the 

learner/apprentice. Periodical communication (both face-to-face and online) between them is 

important and help improve the learning results.  

Training of mentors  

To ensure quality work-based learning and apprenticeships, higher education supervisors and 

company mentors need the necessary pedagogical skills and competences to guide and support 

learners. They should therefore be provided with proper initial and continuous training. National 

policy makers should promote and encourage training for mentors through financial and logistical 

resources, while higher education institutions and employers should introduce and encourage 

training for trainers/mentors, allocating adequate time and resources and offering “compensation in 
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kind” (time or credits). It is also important that full recognition of the mentors’ role and competences 

is promoted.  

There are some basic requirements that trainers/mentors should have:  

 They should be experienced workers/employees with a specified number of years of 

previous work experience in the concerned area  

 They should be ready to acquire and update the necessary competences to supervise the 

apprentices in the workplace 

Information and guidance spaces 

The lack of appropriate guidance and information is one of the causes of low-quality work-based 

learning and apprenticeship schemes. For this reason, dedicated and permanent orientation and 

guidance spaces should be established (both online and face-to-face) to provide information about 

work-based learning and apprenticeship schemes and to establish links between enterprises, HEIs 

and students.  

 

Public information events and information sessions should be organised on a regular basis, to 

provide information on available work-based learning and apprenticeships schemes, and to promote 

the advantages and benefits of these types of schemes.  

 

Career guidance, mentoring and learner support should be provided before and during the 

apprenticeship to ensure successful outcomes, to prevent and reduce dropouts as well as support 

those learners to reengage into relevant education and training pathways.  

 

Apprenticeships should be promoted as an attractive learning scheme through widely targeted 

awareness-raising activities. Proposing learners, alumni and/or people working in the relevant areas 

as 'ambassadors' or role models can be an effective way to do this. The benefits of work-based 

learning and especially apprenticeship schemes for companies should be stressed, in terms of lower 

recruitment costs, positive effects on the skills of mentors and staff in general, company’s reputation. 
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Allocation of funding and support 

To effectively promote work-based learning, both financial and non-financial support should be 

provided, especially to small and medium-sized enterprises (SMEs) that still tend to see 

apprenticeships as a burden because of the administrative costs involved.  

 

One way to provide financial support would be for national policymakers to grant tax discounts to 

employers who offer work-based learning/apprenticeship placements. Cost-sharing arrangements 

between employers and public authorities could also be envisaged. Higher education and enterprises, 

on their turn, should allocate in the annual budget a section to implement work-based learning 

collaboration (e.g. in terms of training, time and/or dedication of staff, etc.).  

 

While financial support measures can be an incentive especially for those companies which do not 

have already apprenticeships in place, other non-financial supporting measures can include promoting 

the benefits of apprenticeships to employers, promoting a training culture among SMEs, facilitating 

external training for SMEs that cannot provide training for a full apprenticeship, supporting with the 

identification of the company’s skill needs, providing information and toolkits that help SMEs, 

facilitating matching services.  

Transparency   

Increased transparency requirements to improve working conditions and mobility. Work-based 

learning and apprenticeship providers should include in their vacancy notices information on the 

terms and conditions of the traineeship, on whether an allowance and/or compensation and health 

and accident insurance are applicable. They should be encouraged to give information on 

recruitment policies, including the share of apprentices recruited in recent years. Employment 

services and other providers of career guidance should be able to provide the same kind information. 

Ensuring transparency also requires the competent actors to monitor, compare and share 

implemented actions, including the expenditure required for the implementation of HE 

apprenticeship schemes, pedagogical methodologies, learning outcomes and assessment criteria.  

The tracking of employment and career progression of the apprentices should be pursued, in 

accordance with national and European legislation on data protection. 
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Involvement of social partners  

Quality work-based learning and apprenticeships schemes should be established through structured 

partnerships involving all relevant actors and stakeholders, such as social partners, businesses, 

intermediary bodies such as chambers of commerce and professional organisations, education and 

training institutions, youth and parent organisations, as well as local, regional and national public 

authorities. Social partners should be involved in the design, governance and implementation of 

apprenticeship schemes, in line with national industrial relations systems and education and training 

practices. The role of the social partners should be strengthened by consistent capacity building 

actions. 

Sustainability and flexible pathways  

The sustainability of work-based learning and apprenticeship needs should be ensured by ensuring 

permeability between education levels and more flexible trajectories. Entry requirements for 

apprenticeships should consider relevant prior informal and non-formal learning and/or, if relevant, 

the accomplishment of preparatory programs. Apprenticeships should allow access to other learning 

opportunities, including at higher education and training levels, career pathways and/or, where 

relevant, the accumulation of units of learning outcomes.  
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QUESTIONS TO HELP REFLECT ABOUT THE MODULE LEARNING  

1. Which are the typical elements included in the Austrian apprenticeship contract? 

2. Which are the name and main features of work-based learning programmes provided in 

Austria at higher education level?  

3. Which are the most successful factors of the apprenticeship systems in Austria?  

4. What are the contractual commitments of the three main actors involved in the French 

apprenticeship framework? 

5. How is the financial sustainability of the French apprenticeship system ensured? 

6. Which are the most successful factors of the apprenticeship systems in France?  

7. What are the different types of apprenticeship existing in the UK system? 

8. What are the key elements of apprenticeship in the UK? 

9. What are the position and rights of the apprentice in the UK higher and degree 

apprenticeships? 

10. How is the financial sustainability of the UK apprenticeship system ensured? 

11. Which are the most successful factors of the apprenticeship systems in the UK?  

12. What are the main features of the Estonian apprenticeship system?  

13. What is the Estonian PRÕM project and what are some of its main results so far? 

14. What are the contractual commitments of the three main actors involved in the Estonian 

apprenticeship framework? 

15. Which are the most successful factors of the apprenticeship systems in Estonia?  

16. Which is the role of national public authorities in promoting/regulating apprenticeships in 

the systems described?  

17. Which of the features of the apprenticeship systems described in this Module do you think 

are more easily adaptable to the Armenian/Moldovan higher education system?  

18. What are the main funding/financial methods described in the Module? Which are the most 

interesting aspects of these systems and which do you think could be more easily applied 

in the Armenian/Moldovan context?  

19. Can you mention some of the most important recommendations to implementing high-

quality work-based learning and apprenticeships in the HE system?  
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20. Why is the establishment of a clear regulatory framework so important to implement high-

quality work-based learning and apprenticeships in the HE system?  

21. What are the elements which should not be absent in any written apprenticeship agreement?  

22. Is supervision and monitoring important in work-based learning and apprenticeships? How 

should cooperation between the academic and enterprise mentors work? How to ensure 

training of mentors? 

23. How should the lack of appropriate guidance and information be overcome to ensure high-

quality work-based learning and apprenticeship schemes?  

24. What type of financial and non-financial support can be provided to ensure high-quality 

work-based learning and apprenticeship schemes? 

25. Why do we need to ensure transparency and sustainability? How can this be done?  
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  Austria France UK Estonia Spain  
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Dual study programmes 
developed in cooperation 
with enterprises foresee 
an alternation of phases 
of practice (at the 
workplace) and theory (at 
the higher education 
institution). Right now, 
only universities of 
applied sciences (UAS) 
offer these programmes. 
 
Work-study 
programmes usually 
foresee lectures on 
weekends and a blended 
learning system, to allows 
students in full-time jobs 
to study while working.  
 
Continuing education 
study programmes: 
project work and 
reflections, internships, 
blended learning and 
lectures on weekends 
 

‘Apprenticeship 
contract’ (contrat 
d’apprentissage) mainly 
targeting young people 
involved in formal 
education and 
‘professionalisation 
contract’ (contrat de 
professionalisation) 
targeting young 
professionals, in a 
continuing education 
perspective. They are both 
defined by the alternance 
between theoretical 
learning in an education 
institution and practical 
learning in the workplace 
with the aim of acquiring 
a professional 
qualification. 
 
At higher education level, 
apprenticeship can give 
access to 3 types of 
degrees. 

Apprenticeship is a job 
with training, combining 
formal off-the job 
training with practice of 
the new skills in a real 
work environment.  
It may include a work-
based, academic or 
combined qualification 
or a professional 
qualification relevant to 
the industry. 
 
At HE level, 
apprenticeship is referred 
to as Higher 
Apprenticeship (level 
4/6 EQF) or 
Degree Apprenticeship 
(level 5/6 to 7 EQF) 

WBL as a school-
based form of study 
integrates practical 
training periods into 
formal education: 
school-based learning 
periods alternate with 
practical learning in 
the workplace.  
 
Workplace-based 
learning is equivalent 
to apprenticeship 
training and is defined 
as a form of study 
where work practice 
constitutes at least 
two-thirds of the 
volume of a 
curriculum. A pilot 
was launched in 
September 2017 to 
extend the work-
based form of study 
scheme to higher 
education. 
 
 

Dual education is 
defined as an 
alternance of paid 
work in a company 
with theoretical 
training at the 
university, 
therefore fostering 
links between 
university 
education and 
training on-the-job 
(apprenticeship).   
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  Austria France UK Estonia Spain  

Similar framework at 
lower and HE level 

Same framework at lower 
and HE level 
 

Same framework at 
lower and HE level 

Progressive 
introduction of 
apprenticeship at HE 
level with the same 
framework as lower 
level. 
 

HE framework 
being formalised as 
similar to lower 
level. 

Q
u

al
if

ic
at

io
n

 le
ve

l Up to level 7 EQF Up to level 7 EQF 
 
 

Up to level 7 EQF Up to level 7 EQF 
 
 

Up to level 7 EQF 

S
h

ar
e 

of
 p

ra
ct

ic
al

 t
ra

in
in

g 

80% of on-the-job 
training at company 
 
Dual studies: more than 
50% but flexible 
(weekly minimum 
working time is 32 
hours). 

Minimum 25% of 
theoretical training 
(apprenticeship contract). 
Between 15 to 25% of 
theoretical training 
(professionalisation 
contract).  
The remaining time is 
spent in practical 
training.  
 

60% of total learning 
time spent at work 
(usually a minimum of 
30 hours a week are 
spent at work) 
 
 
 
 
 
 

1) VET level: 
fixed in 
legislation – 
on-the-job 
training has to 
take place 2/3 
in company. 

2) HEI level: not 
fixed in 
legislation - 
on-the-job 
training has to 
take place 
about 50% in 
company.  

 

Level 6 EQF: 
between 20 and 
40% of credits for 
on-the-job training. 
 
Level 7 EQF: 
between 25 and 
50% of credit for 
on-the-job training. 
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  Austria France UK Estonia Spain  

W
B

L
 c
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Employment contract 
signed by the apprentice 
and the company. 
Concluded in writing, it 
must include a set of key 
elements. 
 
Status of employee. 
 
 
 
 

Individual employment 
contract signed between 
the apprentice and the 
employer (sometimes by 
the training institution) 
and covered by Labour 
law. Standard template 
available from the 
government. 
 
Signature of a training 
agreement between the 
training institution and 
the employer, with a set 
of key elements, 
containing arrangements 
such as the share of on-
the-job and off-the-job 
training, the training 
programme and period, 
the cost, etc. 
 
Status of the apprentice 
as employee, subject to 
labour laws and 
sectoral/company 
regulations as any other 
employee.  
 
 

Employment contract 
signed between the 
apprentice and the 
employer and covered by 
Labour law. Standard 
template available from 
the government. 
 
Commitment statement 
(also known as 
individual learning plan) 
before the apprenticeship 
starts, setting out how the 
three parties will support 
the achievement of the 
apprenticeship. 
 
Status of employee and 
same rights as other 
employees. 
 
 

Tripartite contract 
signed between the 
institution, the 
apprentice and the 
company.  
 
An expert opinion on 
whether the workplace 
is suitable for meeting 
the learning objectives 
and guaranteeing 
health and safety 
protection must also 
be attached to the 
contract. 
 
Apprenticeship 
contract is only partly 
covered by the Labour 
Law, which is 
regulating the working 
time.  
 
The student also has 
the status of 
employee (provided 
they sign a work 
contract with the 
company (which is 
then covered by the 
Labour Law). 

Employment 
contract signed 
between the 
apprentice and the 
company. 
 
Signature of an 
agreement 
between the 
university and the 
company. 
 
Status of 
employee. 
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  Austria France UK Estonia Spain  

R
em

u
ne

ra
ti

on
   

Remuneration according 
to collective bargaining 
agreements and right to 
healthcare, accident 
insurance, pension, 
unemployment leave.  
 
Dual education: a normal 
salary that the enterprise 
decides etc – some 
enterprises even support 
students by paying their 
university fees and some 
pay books, materials etc. 
Depends on the company. 

Remuneration as a share 
of the national minimum 
wage and right to 
healthcare, pension, 
unemployment and annual 
leave. 

Remuneration at least 
equal to the national 
minimum wage 
(companies can pay 
anything they want 
above that) and right to 
annual leave and other 
rights as other 
employees. 
 

Remuneration 
according to national 
minimum wage. 
 
 
 
 

Remuneration 
according to the 
effective working 
time and the 
minimum wage, 
with right to 
healthcare, 
unemployment and 
other social rights. 

C
on

tr
ac

tu
al

 o
b

li
ga

ti
on

s 

A
p

p
re

n
ti

ce
/L

ea
rn

er
 

 Perform effective 
work on the job. 

 
 Theoretical 

training. 
 

 Perform effective 
work on the job.  

 
 Theoretical 

training. 

 Perform effective 
work on the job 
for at least 30 
hours a week, 
including any off-
the-job training. 

 
 Theoretical 

training. 

 Perform 
effective work, 
fulfilling job 
assignments.  

 
 Theoretical 

training. 
 
 

 

 Perform 
effective 
work of the 
apprentice. 

 
 Theoretical 

training. 
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  Austria France UK Estonia Spain  

C
om

p
an

y 
Training and mentoring 
of the apprentice during 
the duration of the 
contract. 

Training and mentoring 
of the apprentice during 
the duration of the 
contract. 
 
Ensure appropriate 
equipment of the 
company, methods used, 
working/hygiene/safety 
conditions and 
professional and 
educational skills of the 
mentor. 
 
Allow the apprentice to 
follow his/her theoretical 
training in the training 
institution and take the 
final exam. 

Appropriate support 
and supervision of the 
apprentice to carry out 
their job role and 
apprenticeship. 
 

Appoint a mentor 
with appropriate 
professional and 
pedagogical 
competence and 
provide training in 
the workplace in 
accordance with the 
training plan agreed 
upon with the 
education Institution.  
 
 
 
 
 

Training and 
mentoring of the 
apprentice at the 
company. 

T
ra

in
in

g 
in

st
it

u
ti

on
 

Ensure cooperation with 
the company, provide 
theoretical training 
(w/university 
supervision). 

Define training objectives 
and provide theoretical 
training to the learner 
(w/university 
supervision). 
 
Cooperate closely with 
the company and follow 
the learning pathway of 
the learner. 
 
 

Cooperation between the 
training institution and 
the company.  

Defines a training plan 
in cooperation with 
the employer and 
appoints a supervisor 
to oversees the 
implementation of this 
plan. 
 
Provides training.  
 
 
 

Mentoring at the 
university. 
Cooperation 
between the 
training institution 
and the company. 
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 Apprenticeship 
mentors/trainers 
need to sit an 
examination to prove 
their knowledge or 
take a forty-hour 
instructor course.  
 

 Some trainings or 
qualifications 
replace the trainer 
exam. 

Employer must ensure 
professional and 
educational skills of the 
mentor. No training 
obligation but the 
company must provide 
evidence of: 

 degree or 
qualification of the 
mentor (which 
must be at least 
equal to the 
targeted 
qualification) 

 At least 2 years of 
experience of the 
mentor, related to 
the targeted 
qualification. 

A qualification related to 
the skills and 
competences of mentors 
in companies has been 
authorised by the state 
(but it is not compulsory 
to be a mentor).  
 
Training is offered by 
some Chambers of 
Commerce or other 
training organisations. 

 

 Training for 
mentoring is not 
compulsory but 
there are several 
organisations which 
offer training. 

Employer must 
appoint a mentor with 
appropriate 
professional and 
pedagogical 
competence. 
 
Train the mentors 
courses are offered by 
some universities (i.e., 
Tallinn University) for 
HE mentors. These 
supervisors are 
responsible of the 
mentors training. 
These courses are not 
compulsory but 
recommended. 
 

Not enforced by 
current law.  
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F
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 Dual study 
programmes are 
usually funded by 
the state (especially 
if provided by public 
institutions). 

 The company bears 
the costs of practical 
training, including 
apprentice 
remuneration. 

 Basic subsidy 
available to 
companies to cover 
apprenticeship costs, 
provided by the State 

 Quality-related 
funding available for 
specific situations, 
provided by the 
State.  
 

 Apprenticeship tax 
paid by all 
companies. 

 On-the job-training 
costs covered by 
companies, including 
apprentice 
remuneration.  

 Financial support to 
CFAs through 
redistribution of 
taxes.  

 Apprenticeship costs 
are covered by 
companies. 
 

 Apprenticeship levy 
paid by employers 
with an annual pay 
bill of more than £3 
million pounds. 

 Money raised by the 
apprenticeship levy 
pays for all 
apprenticeships, 
including those in 
smaller employers 
who do not pay the 
levy. 

 Employers can use 
their levy 
contributions, plus a 
10% government top-
up, to pay for 
apprenticeship 
training and 
assessment. 

 Each year the amount 
of funding which is 
allocated to providers 
is mainly determined 
by the amount they 
had received the year 
before. If they failed 
to spend their 
budgets, they will see 
their allocation 
reduced. 

 State funding 
apprenticeship 
programmes from 
state budget  

 The employer 
covers the entire 
cost of training in 
the workplace.   

 Education 
institutions can 
transfer up to 50% 
of the cost of the 
study place to the 
company to cover 
the salary cost for 
workplace 
mentors. 
 

 Not 
considered in 
the current 
law 
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  Austria France UK Estonia Spain  

 
G

ov
er

n
an

ce
 –

 m
ai

n 
st

ak
eh

ol
d

er
s 

 Ministry of Science, 
Research and 
Economy 
(BMWFW) 

 Ministry of 
Education (BMB) 

 Ministry of Labour, 
Social Affairs and 
Consumer Protection 

 Chambers of 
Commerce 

 IBW (Institut für 
Bildungsforschung) 

 Social partners and 
employer 
associations, NGOs, 
training companies, 
job market 
platforms, employer 
branding experts, 
fair organisers 

 France Compétences 
 OPCO (OPérateur de 

COmpétences) 
 URSSAF (Network 

of Organisations for 
the Collection of 
Social Security and 
Family Benefit 
Contributions) 

 CFA (Centre de 
Formation 
d’Apprentis – 
Apprentice Training 
Centre) 

 Department for 
Education of the UK 
Government 

 National 
Apprenticeship 
Service (NAS) 

 Education and Skills 
Funding Agency 
(the ESFA) 

 Institute for 
Apprenticeships & 
Technical Education 

 Ministry of 
Education and 
Education and 
Youth Authority  

 Professional 
associations 

 Social partners 
(including the 
Estonian 
Employers’ 
Confederation)  

 Chambers of 
commerce  

 VET institutions 
and universities 

 Ministry of 
Universities 

 Ministry of 
Labour and 
Social Security 

 Autonomous 
Communities 
in Spain 

 Universities 

 

 


