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1 INTRODUCTION

This document presents the main result of the Leonardo da Vinci project “Development of
Apprenticeship in Lithuania referring to experience from Germany, France, the United King-
dom and the Netherlands” DEVAPPRENT No. DE/10/LLP-LdV0TOI10147320. The prepara-
tion of guidelines is based on the outcomes of the research stages of the project:

1. Research into the preconditions for the development of the apprenticeship in the VET
system of Lithuania.

2. Comparative analysis of the development of apprenticeship in Germany, France, the
Netherlands and the UK, seeking to define the transferable elements of effective prac-
tices and experiences and their appropriateness for the development of apprenticeship
in Lithuania.

These guidelines are based on two main methodological approaches — policy learning and
process approach.

Referring to policy learning, by apparent good practices of apprenticeship in the context of
this project we mean the examples of various policies, measures, instruments and approaches
for the development of apprenticeship that can serve as objects for policy learning and be
used for the development of original solutions for developing apprenticeship in Lithuania. It
means that these practices can include not only positive examples of effective practices, but
also the ‘lessons’ from the failures and mistakes in the field of apprenticeship.

The scope for learning from apparent good practice concerning apprenticeship can be defined
and delimited by two main factors:

1. Comparability of the context of practices of apprenticeship in the country of its origin to
the corresponding context and conditions in Lithuania. Here it is necessary to estimate the
extent to which the success or failure of concrete practices of apprenticeship depends upon
the different conditions and features of local contexts. In so doing, it is possible to out-
line/estimate potential changes of context that could be favourable for the development of
apprenticeship in Lithuania and to define how the know-how from the analysed measures
can be effectively applied in the existing context.

We propose to consider the following main factors of these contexts:

e existing socioeconomic conditions of the country (structure of economy in terms of size
of enterprises, level of industrialization, skills distribution amongst the workforce, etc.),

 specific features of existing institutional models of VET and skills development (politi-
cal economical orientation of VET and skills development, access regimes),

e patterns of cooperation and interactivity between stakeholders of VET (government,
employers, trade unions, training providers),

» national policies and strategies of VET development (implementation of NQFs, intro-
duction of outcome-based standards, modularization of VET).
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2. Potential of the measures to provide know-how and ideas on how to facilitate effective
implementation and development of apprenticeship in the VET system of Lithuania. This
relates directly to the contents of measures, their goals, objectives and effectiveness in

solving different problems of organization, provision, funding of apprenticeship training,

its quality assurance, co-operation between stakeholders and other issues. In these guide-

lines we will focus on the following issues for such policy learning:

How to strengthen the capacity of enterprises (especially SMEs) to take more responsi-
bility for the organization and funding of apprenticeship?

How to motivate and support enterprises (especially SMEs) in the organization and
funding of apprenticeship? How to make apprenticeship more attractive to employers?
What legal, fiscal concessions or exemptions can help support motivation of employers
and trade unions to participate in the provision of apprenticeship?

What are the possible ways and patterns of effective distribution and allocation of fund-
ing of apprenticeship that enable maximal output from modest volumes of funding?

How to integrate effectively apprenticeship with the work processes in the enterprises,
especially considering practices of outsourcing and subcontracting?

How to enable, develop and sustain effective cooperation and interactivity between the
stakeholders involved in apprenticeship?

How to provide the supply of qualified tutors and trainers of apprenticeship in the en-
terprises?

How to exploit existing infrastructure of initial and continuing VET for the develop-
ment of apprenticeship (sectoral training centres, private providers of training, former
employment training centres)?

Process approach requires designing the recommendations of guidelines referring to the re-

quirements of the different stages of apprenticeship process from the marketing of apprentice-

ship and enrolment of apprentices to the assessment of competences and awarding of qualifi-

cations of apprentices. It also requires relating the recommendations to the different needs of
stakeholders and participants involved in this process.
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These guidelines are designed for all stakeholders and interests groups which are or will be

involved in the implementation and development of apprenticeship in the VET system of
Lithuania:

1.

Policy makers responsible for the policy and regulation of VET (including issues of
apprenticeship):

Ministry of Education and Science of the Republic of Lithuania, Centre for Develop-
ment of Qualifications and VET. These stakeholders need the information and know-
how on the apprenticeship funding policy or model, institutional structure of appren-
ticeship (rights, responsibilities of institutions, interactions between institutions), rec-
ommendations on updating and adapting legal regulations, as well as recommenda-
tions on compatibility of the currently developed VET policy instruments, (sectoral
occupational standards, VET standards and national curricula of modular training)
with the development of apprenticeship training.

VET providers:

Initial VET schools, regional VET centres, sectoral practical training centres, private
providers of training, higher vocational education colleges. These stakeholders need
know-how and recommendations about the organization of theoretical and practical
training in apprenticeships (time, place), management of human resources in training
institutions (teachers and trainers involved in apprenticeship activities), contracting
with apprentices and enterprises, curriculum design, application of training methods.

Enterprises and employers associations:

Enterprises that provide training, sectoral associations of enterprises. These stake-
holders need know-how and recommendations about cost-effective management and
organization of apprenticeship in the context of human resources management and de-
velopment activities of enterprise, know-how of the effective integration of appren-
ticeship training in the production process, methods for on-the- job training and qual-
ity assurance of training, recruitment and selection of apprenticeship supervisors and
their qualifications, ideas about the coordination of apprenticeship training amongst
the enterprises in the sectors/ branches.

Stakeholders involved in the assessment of competences of VET graduates:

Chambers of Commerce, Industry and Crafts. These stakeholders need know-how and
recommendations concerning organization and provision of competence assessment of
apprenticeship.

Trade unions and professional organizations:

These stakeholders need the guidelines for monitoring and protecting the rights of ap-
prentices, recommendations on the provision of support and guidance to apprentices in
their workplaces, know-how concerning external quality assessment of apprenticeship.
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The guidelines consist of the following parts:

10

1.

Discussion of the comparability of the context and processes of apprenticeship devel-
opment in Lithuania, Germany, France, Netherlands and the UK and its implications
for policy learning.

Recommendations for the national policy of apprenticeship development related to the
different external (general) processes — involvement and roles of stakeholders, quality
control, funding and legal regulation.

Recommendations for the development of the different apprenticeship processes in the
enterprises and training centres — curriculum design, promotion of apprenticeship and
enrolment of apprentices, organization of training, assessment of learning outcomes.
Proposals concerning the measures of dissemination of short-term implementation of
developed recommendations.

Overview of the possible long-term scenarios of the apprenticeship development in
Lithuania.
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2 EXECUTIVE SUMMARY

This document presents the main result of the Leonardo da Vinci project “Development of
Apprenticeship in Lithuania referring to experience from Germany, France, England and the
Netherlands” DEVAPPRENT No. DE/10/LLP-LdV0TOI10147320.

These guidelines are based on a policy learning and process approach. The scope for learning
from apparent good practice of apprenticeship in Germany, France, England and the Nether-
lands is defined and delimited by comparability of the context of practices of apprenticeship
in the country of origin with the corresponding context and conditions in Lithuania, as well as
in relation to the potential of measures from other countries to provide know-how and ideas
on how to facilitate the effective implementation and development of apprenticeship in the
VET system of Lithuania.

A process approach requires that the design of recommendations of guidelines refers to the
requirements of the different stages of the apprenticeship process from the marketing of ap-
prenticeship and enrolment of apprentices to the assessment of competences and awarding of
qualifications of apprentices. It also requires relating the recommendations to the different
needs of stakeholders and participants involved in this process.

These guidelines are designed for all stakeholders and interest groups that are or will be in-
volved in the implementation and development of apprenticeship in the VET system of
Lithuania: policy makers responsible for the policy and regulation of VET (including the
issues of apprenticeship); VET providers, enterprises and employers associations; stake-
holders involved in the assessment of competences of VET graduates; and trade unions and
professional organizations.

2.1 Comparison of the context and processes of apprenticeship develop-
ment and implications for policy learning

Policy learning between countries should involve deep consideration of the context of policy
measures and instruments. This also applies for the case of policy learning in the implementa-
tion and development of apprenticeship in the IVET system of Lithuania. Therefore the first
chapter provides a short comparative overview of the main contextual issues of apprenticeship
development in the project partner countries, outlining their potential implications for policy
learning.

Apprenticeship training is organically embedded in the systems of education, economy and
social cohesion of these countries, together with corresponding institutional, legal and coop-
eration frameworks. These circumstances practically exclude the possibility of ‘mechanical’
policy borrowing and transfer of different measures and instruments of apprenticeship from
these countries to Lithuania. Regarding policy learning, the choice of the objects of learning
for designing and developing original instruments and measures of apprenticeship depends on
the choice of the politico-socio-economic model of apprenticeship.

11
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Significant differences in the structure of economies (notably the size distribution of enter-
prises), levels of industrialisation, differences in politico-economic orientation of VET re-
quires the exercise of prudence in learning from national policy measures and instruments of

apprenticeship. At the same time, the partner countries offer opportunities for learning from
very different experiences, approaches and instruments of apprenticeship, which are applied
locally at the level of enterprises and sectors.

2.2 External context challenges and factors in the introduction and devel-
opment of apprenticeship in Lithuania

This chapter provides an overview and discussion of the main external challenges and issues
faced in the introduction and development of apprenticeship in the VET system of Lithuania,
which are related to the different socio-economic and institutional processes that directly in-
fluence the introduction and development of apprenticeship. Referring to the analysis of the
development of apprenticeship in Lithuania, Germany, France, England and the Netherlands,
stakeholder and social partner roles, quality control in apprenticeship training, as well as
funding and development of legal regulation are all analysed.

2.2.1 Stakeholder and social partner roles

Apparent good practice from the benchmark countries demonstrates the potential for the so-
cial partners to establish networks and structures of cooperation and partnership that cover
very wide fields of apprenticeship training, from the development of vocational profiles and
curricula to questions of funding and quality assurance. There is substantial diversity in these
arrangements as a consequence of historical differences between the countries in terms of
labour market and training regimes as well as specificities of social partner organisation.

For the development of an apprenticeship system, it is clear that a workplace focus is impor-
tant, and this is of itself, conducive to social partner involvement. However, it is essential that
labour market stakeholders have real representative power and clearly expressed interests in
the field of apprenticeship. The context of Lithuania in this respect presents a problem since
stakeholders often lack representative power and resources, and their interests in the field of
apprenticeship are not so evident. Indeed, the weakness of the trade unions and the underde-
veloped nature of social dialogue, especially at the level of enterprises and workplaces, repre-
sent major challenges for the development of apprenticeship in Lithuania.

What is crucial, however, is that (a) the social partner organisations (trade unions and em-
ployers’ associations) develop the necessary internal capacity to play a full role in developing
the apprenticeship system; (b) that this role is supported and legitimized by the state, most
likely through laws that embed social dialogue in the apprenticeship system; and (c) that the
apprenticeship system and the wider VET regime is sufficiently grounded in the workplace to
provide both the opportunity and necessity for extensive social partner involvement.

Clearly there is intimate articulation between these conditions, with the concomitant risk that
conditions (b) and (c) will not be met until there is evidence of (a) but that progress on (a) will

12
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not be made until there is movement on (c) and probably also (b). To break this vicious cycle
a number of measures could be proposed on a practical level. Capacity development need not

and should not await state decisions on the legal and structural aspects of the apprenticeship

system. The social partner organisations in Lithuania are affiliated to the European social

partner organisations and can draw on a network of trade unions and employers’ representa-

tive organisations around Europe to acquire the necessary expertise and draw on experience of

apparent good practice.

The following proposals are made for the development of social dialogue in the field of ap-

prenticeship:

a) Measures to develop the internal capacity of social partner organisations (trade unions and
employers’ associations) to play a full role in developing the apprenticeship system:

direct and active involvement of trade unions and employers associations in the cur-
rently implemented projects of VET development related to apprenticeship and practi-
cal training, by proposing that they undertake concrete obligations and responsibilities,

initiation of projects of training of selected members of trade unions and employers’
associations to provide them with necessary know-how and expertise to enable them
to take an active part in activities related to the development of apprenticeship,

Building a positive image and raising the prestige of apprenticeship and supervision of
apprenticeship among employers, employees and trade union representatives.

b) State support and legitimization of the activities of social partner organisations in embed-

ding social dialogue in the apprenticeship system:

introducting legal regulations and awarding legal statuses necessary for active partici-
pation of trade unions and employers’ organisations in the apprenticeship system.

state assistance in coordinating and intermediating agreements of social partner or-
ganisations in the system of apprenticeship.

financial and fiscal measures of support to the activities of social partner organisations
in embedding social dialogue in the apprenticeship system.

¢) Grounding of the introduced apprenticeship system and the wider VET regime in the
workplace in order to provide both the opportunity and the necessity for extensive social

partner involvement:

enhancing support to enterprises to create special apprenticeship workplaces (through
subsidies, tax reductions and exemptions).

in the production sector - exploitation of possibilities provided by internal subcontract-
ing activities (for example, between big enterprises and SMEs).

13
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2.2.2  Quality control in apprenticeship training

Quality management in apprenticeship training in Lithuania is one of the most important
components in the entire apprenticeship process. Management excellence means learning to
manage time and costs, scope, risks and other traditional practices. However, to achieve ex-
cellence and success some recommendations should be taken into consideration as a strategic
tool. The purpose of recommendation is to assist in developing a quality control system to be
used in practice.

The quality of apprenticeship training could best be judged by the following criteria:

o Flexibility, facilitating change and adaptation of the contents and forms of training pro-
vision according to the changing conditions and needs of the economy, enterprises and
learners.

e Individuality, or the extent to which the contents and organisational forms of appren-
ticeship training respond to the needs and intentions of each apprentice.

o Practicality, or the orientation of training provision to work process practices in the or-
ganisation.

e Educational success of apprenticeship or the capacity of training to provide the knowl-
edge, skills and competences to ensure successful integration of apprentices in job posi-
tions and subsequent career, as well as providing the capacity for autonomous personal
and professional development.

From the point of view of quality management in apprenticeship training in Lithuania, it is
essential that the strategy is used and that it is prepared in a way that is both economic and
suited to purpose. The strategy of quality management should encompass the vision, mission,
values and principles, and the purpose and goals involved.

With respect to quality management of apprenticeship organisers of apprenticeship training
should:

e clearly define who is responsible for the management of apprenticeship training;
 ensure that there are necessary resources for achieving specified goals;

o foresee ways and measures to achieve common understanding of the values, goals and
objectives of apprenticeship amongst all involved stakeholders, as well as ways for the
distribution and share of benefits of apprenticeship for apprentices, enterprises and other
stakeholders.

o foresee systemic measures for accumulation and development of expertise and know-
how in the field of apprenticeship amongst all involved stakeholders - enterprises, VET
providers, trade unions, professional organisations etc.

14
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There are also other components related to the assessment of apprenticeship training. It is es-
sential that the apprenticeship training process is steered and controlled based on reliable
facts. Consequently, the organiser of training should:

e develop and maintain a data system and methods that are necessary for this data strategy
taking into consideration the special characteristics of apprenticeship training.

e define the parameters necessary for monitoring and regularly evaluating the attainment
of goals;

o adopt methods that facilitate the retrieval and acquisition of comparative data.

Nevertheless, it is important to note that imposing highly demanding and overly bureaucra-
tised systems and frameworks of quality management of apprenticeship as obligations on en-
terprises can have very detrimental effects to the introduction and development of apprentice-
ship. For these reasons quality assurance of apprenticeship should be limited to procedures
that directly influence the improvement of training process and its responsiveness to the needs
of stakeholders. Another important issue here is the effective division of responsibilities for
quality assurance measures amongst all stakeholders involved in apprenticeship.

2.2.3 Funding of apprenticeship

This chapter outlines the possibilities of policy learning in the funding of apprenticeship refer-
ring to the practices and instruments of funding used in Germany, France, England and the
Netherlands.

The following recommendations are proposed for the introduction and development of
funding/co-funding instruments of apprenticeship in Lithuania:

e Avoiding complete transposition of transferable apprenticeship funding/co-funding in-
struments identified in the benchmark partners countries to the Lithuanian context.

e Proceeding on the basis of step by step piloting/testing stages for the adaptation, intro-
duction and development of funding/co-funding instruments taken/tested individually.
In certain cases, it might be necessary to construct more adapted packages based on in-
ter-complementary instruments. Referring to some of the identified cases of effective
practices, this process suggests going for the following exemplary package options:

Given the weakness and limited experience of funding/co-funding capacities of poten-
tially involved stakeholders (especially social partners), it might be necessary to rely
initially on a package of state contribution to funding of apprenticeship in both off-the-
job and on-the-job parts. In a second stage an adapted piloting version of the tripartite
apprenticeship pact (experience from Germany) could be introduced within more de-
veloped and active sectors to deal with issues of skills shortages and skills mismatche-
sin the labour force. This can be undertaken through state encouragement by granting
social security contributions/tax exemptions to employers effectively recruiting ap-
prentices as is the case in France. In later stages a funding package made-up of levying
an adapted apprenticeship tax (as a percentage of each company’s overall wage bill)

15
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on all registered enterprises (with the exception of free-lance individuals) can be tested
as is the case in France. This instrument is more compatible with the exiting institu-
tional setting in Lithuania of more or less centralised state governance of public fi-
nances and IVET funding/co-funding.

2.2.4 Development of the legal basis of apprenticeship

Looking to the possibilities of policy learning from the experiences of Germany, France, Eng-
land and the Netherlands the following recommendations can be proposed:

Experience in the development of apprenticeship in Germany, France and the Netherlands
shows that strong and long-term development of apprenticeship is better ensured by compre-
hensive models of contractual and regulatory arrangements based on wide collective agree-
ments and negotiations of interested social stakeholders.

Standardization of the contents of apprenticeship contracts and their linkage to vocational
profiles can be useful for assuring smooth management and quality of apprenticeships. In fix-
ing the duration of apprenticeship in laws, it is important to anticipate the possibility of reduc-
ing the duration of training depending on the progress of apprentices.

Provision of special apprenticeship programmes and contracts for handicapped persons and
other specific groups can be helpful for using apprenticeship as a tool of social reintegration
of disadvantaged individuals.

Enhancing the variety of types of apprenticeship contracts depending on their goals and target
groups can be useful and important considering the variety of potential target groups of ap-
prenticeship in Lithuania.

The legal measures for reduction of taxes to SMEs and enterprises in the rural areas and small
cities that are involved in apprenticeship training can be a very helpful measure for assuring
coherent regional development of apprenticeship in Lithuania.

2.3 Specific VET system related challenges and factors in the introduction
and development of apprenticeship in Lithuania

This chapter provides an overview and discussion of the main specific VET system related
challenges and issues in the introduction and development of apprenticeship in the VET sys-
tem of Lithuania: curriculum design of apprenticeship training; promotion of apprenticeship
and enrolment of apprentices; organisation of training and assessment of learning outcomes.

2.3.1 Curriculum design of apprenticeship training

One of the main challenges of introducing and developing apprenticeship related to the issues
of curriculum design is the compatibility of apprenticeship with plans to introduce national
modular curricula (national system of modular training) in VET. The crucial question here is
how modules are understood and treated — only as measures to structure and organize curricu-
lum, or as instruments to structure qualifications and learning outcomes?

16
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The introduction of a system of modular training and national modular curricula in IVET can
support and foster the development of apprenticeship, provided the introduced national cur-
ricula of modular training consider the following requirements of the apprenticeship training
process:

e the units of learning (modules) have to be based on the internal logics and order of work
processes;

e modules shall lead to the acquisition of competences enabling the execution of suffi-
ciently complex and important work processes and objectives (key work tasks), which
are sufficiently challenging to motivate apprentices for independent learning and for in-
tensive cooperation with masters or foremen;

o didactic principles of acquisition of new knowledge and skills must be considered, es-
pecially the principle of learning from simple to complex, or steps of competence de-
velopment.

The possibility of compatibility of modularization of VET curricula with apprenticeship train-
ing depends on goals of the modularization of VET curricula and objects of modules.

One of possible learning sources here could be the competence matrix developed by the
VQTS project. (http://www.vocationalqualification.net).

Amongst potential challenges and difficulties of applying the competence matrix and compe-
tence development steps in the modularisation of VET curricula is that such an approach in
curriculum design requires closer integration of different training curricula and programmes
within the areas of activities that today lead to the acquisition of narrow, specialised qualifica-
tions. From a long-term perspective this is very positive and promising requirement. How-
ever, seeking such close integration involves challenges caused by the specificities of training
curricula, intensive competition of training providers, etc. Nevertheless, the competence ma-
trix should be discussed as one highly promising approach for the design of national curricula
of modular training.

2.3.2 Promotion of apprenticeship and enrolment of apprentices

Raising awareness of the apprenticeship programme needs to be coordinated with clear, con-
cise messages that are aimed at potential stakeholders including also young people — potential
apprentices.

After initiating a programme to develop and promote apprenticeships, a crucial lesson from
the experiences of countries where VET and academic programs do not enjoy parity of esteem
is that the VET apprenticeship route can also provide entry to HE.

The apprenticeship route can be built on existing VET qualifications and adapted to the needs
of the economy and the workplace. Developing an entirely new apprenticeship framework
would be costly both in terms of finance and time. Moreover, new apprenticeship pro-
grammes need to fit within existing education programmes otherwise there will be a lack of
understanding between all parties participating and problems with permeability to HE.

17
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Promoting apprenticeships and their value to learners, particularly ensuring that the value of
the apprenticeship is highlighted from the beginning. Promotion should focus on such advan-
tages as an equivalent value to similar academic qualification and high values amongst em-
ployers, as well as the possibility to ‘earn whilst you learn’ giving an additional benefit to
those who seek this particular pathway to have economic independence from par-
ents/guardian/state. Promoting apprenticeships and their value to employers in the public and
private sectors should focus on the benefits of developing the skills of apprentices to fit sector
needs and organisational gaps, as well as on the possibility of developing other skills and
traits amongst young workers to ensure a fully rounded employee in tune with the needs of
the organisation, working with the apprentice to continue to develop new skills and career
advancement to fully pay back the organisation’s investment. Promotion of the VET route
with parents or guardians is very challenging especially when this is the less proven route to
HE, for example, even though this is an understood and now standardised route. Although not
impossible, it is difficult to recruit apprentices without parental support and guidance for the
young person to undertake this route. VET providers need to develop promotional campaigns
to ensure a clear understanding of the apprenticeship pathway, ensuring that they give a clear
message about the support and level of tuition available.

2.3.3 Organisation of training

Independently of the type of VET system there are three (possible) learning places: a class-
room, a workshop (sectoral practical training centres - either in a plant, a school or sepa-
rately), and workplaces. Whereas in all systems a vocational teacher is responsible for lec-
tures, the person in charge of the workshop is, depending on the work share (and the place
where the workshop is located), either a teacher or a trainer. The 31 place is the crucial one
for apprenticeship: usually the person responsible for accompanying the apprentice has no
specific pedagogic skills (and is not paid for teaching); it is a skilled worker who is guiding
and instructing the learner. The main issues for success are:

o the interest/motivation of this skilled worker;

o a fair balance of the time needed for instruction and the work tasks performed by the
apprentice (e.g. preparatory works) and;

e a good preparation of the apprentice and the skilled worker, and competent supervision
of the apprenticeship-period by the teacher/trainer who runs the course.

With respect to Lithuanian preconditions it is unrealistic to establish an elaborated system of
training and motivating skilled workers as supervisors or a stable cooperation between small
and big enterprises. On the other hand a top-down approach of appointing workers is mislead-
ing; this usually leads to unmotivated supervisors and, as a consequence, apprentices. But
when advertising for apprenticeship in a transparent and face-to-face manner, taking the voca-
tional teacher, the candidates for supervising, the managers/employers and the potential ap-
prentice on board, volunteers will be found.
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The three factors for success mentioned above lead to the following recommendations for

implementing or improving apprenticeship:

1.

234

Accurately choose and recruit the skilled workers taking part in the apprenticeship
programme

State clearly that an apprentice is not only a burden but a support too.

Train the vocational teachers/trainers for a different role. Their job during apprentice-
ship-periods is neither the teaching of knowledge nor skills — but the supervision of
the process.

Finally, do not mix up apprenticeship with training on the job. Every apprenticeship
period is part of an IVET programme of 2-3 years, not the training for a certain work-
place. This must be clear for all involved and especially respected by the responsible
teacher/trainer.

Assessment of learning outcomes

As Lithuania decided to organise its vocational profiles in units, one central issue related to

assessment must be clarified at the beginning: Are the units meant as structuring ones with an
interim and a final assessment or as qualification units assessed separately?

We strongly recommend the first alternative for a variety of reasons:

Finances and manpower:

As a qualification consists of 10-20 units, the time and money needed for a correspond-
ing number of assessments is enormous — regarding the lack of skilled assessors in
Lithuania and the very limited funding both (money and time) can be better spent.

Bureaucracy:
As UK experience in particular shows, the additional paperwork can be exhausting, and
additional authorities are needed to supervise all the tests.

Holistic:

VET does not consist of a couple of (more or less) separate subjects (like in general
schools) — its units are usually closely related and often learners really understand an is-
sue of unit 1 whilst working on unit 10.

Pedagogy:

Learning is development and not executing. Especially in IVET learners develop
knowledge, skills and competences; identification, motivation and self-confidence over
the whole three years, with individual speed and different emphasis in different phases
on the single elements.

Another central issue is a fair balance between standardisation and individualisation of as-

sessment. Certainly some basic standards must be fulfilled; an employer should trust that each

holder of a qualification has a certain level of knowledge, skills and competences. On the

other hand, from a pedagogic point of view, an individualised assessment is much better: an

expert of the profession, just observing the work of a candidate and interviewing him mean-
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while, can better predict the candidate’s success on the labour market than any standard test.
Additionally due to the specialisation of small medium enterprises the learning outcomes of
apprenticeship can differ: when learning in one company there might be a larger impact on a
given unit than in the other company.

Respecting these introductory considerations, we recommend an assessment style oriented at
(not copying) the current two-step assessment in Germany for the long-term development
(scenario). The first part of assessment takes place after 18 months of training, the second at
the end of the qualification period, in the Lithuania case after 36 months. To find the balance
between standardisation and individualisation the work tasks in both parts should be in gen-
eral identical for all apprentices (e.g. “produce a device” or “repair a system”) but the system
they are repairing or the device they are producing should be company specific — this reduces
the money needed (materials, tools etc. are there and the product can be sold afterwards). The
apprentice might even work for some days in a department as a skilled worker to prepare the
product — during assessment they have to explain what they are doing, why they are acting
this way and how they are producing the work piece.

The examination board, considering the lack of skilled assessors should have at least two
members: an independent expert for the qualification (as there are no trainers in Lithuania,
perhaps a teacher chosen by the Chamber) and the skilled worker (mentor).

2.4 Apprenticeship development scenarios

Considering existing preconditions for the introduction and development of apprenticeship, as
well as the experiences of other countries in this field (Germany, France, England, and Neth-
erlands) possible scenarios for the development of apprenticeship in Lithuania are proposed
based on the modes of institutional change discerned by Streeck and Thelen: displacement,
layering, drift, conversion and exhaustion.

Referring to the possible pathways of the development of VET system the following scenarios
of introduction and development of apprenticeship in Lithuania may be distinguished:

1. Development of apprenticeship as a separate track or sector of the IVET system pro-
vided exclusively by enterprises on a contractual basis.

2. Development of a dual approach of apprenticeship with active involvement of the
IVET schools as providers of theoretical knowledge.

In the first scenario, the differentiation of apprenticeship from the school-based provision of

VET can be expressed by the different locus of provision, different modes of management
and regulation of training, different models and ways of funding and co-funding. Such a mar-
ket- driven apprenticeship pathway could emerge and develop as a competitor to school-based
IVET provision. It may also lead to an unequal speed and extent of apprenticeship develop-
ment in different sectors - such apprenticeship training may concentrate only in those sectors
where enterprises have higher financial potential for funding and face a shortage of skilled
workers, because school-based IVET does not prepare such specialists or because there are
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gaps between their provided skills and the needs of enterprises. This pathway of development
of apprenticeship would enrich the provision of vocational qualifications and expand the sup-
ply of training services in the market by introducing qualifications based on knowledge and
skills provided through apprenticeship in enterprises. At the same time it would create the
need to find ways to integrate these new qualifications provided by enterprises in the existing
national system of qualifications, creating mechanisms of permeability and comparison be-
tween apprenticeship and school-based qualifications. It could also open new possibilities for
enterprises to satisfy their needs of skilled workforce, potentially leading to an incremental
increase in the interest and motivation of enterprises to use apprenticeship as one instrument
of HRD. In order to ensure this scenario, a liberal legal basis for contracting of apprenticeship
is needed, foreseeing wide rights of enterprises and apprentices to define and settle their obli-
gations in the organisation and provision of training. It also requires actions to strengthen and
develop the capacities and competences of sectoral enterprise associations, trade unions and
professional organizations in the field of training and HRD through providing know-how of
organization of training, methods and forms of training in enterprises, integration of theoreti-
cal and practical training etc. Enterprises are facing challenges to find and attract potential
apprentices considering the rather poor image of vocational training and the strong orientation
of youth to seek careers through HE studies. It can require significant efforts of enterprises
and employers’ organizations in promoting the apprenticeship pathway of training amongst
youth and their families.

The second scenario presupposes that enterprises become responsible providers of apprentice-
ship training and conclude contracts with VET schools regarding provision of theoretical
training in the schools. In this case the funding of apprenticeship would be shared by the state

and enterprises: the state would fund provision of theoretical training in the schools, enter-
prises would fund provision of practical training in the workplaces. If implemented success-
fully and this becomes the main pathway of VET provision in the country, this scenario could
significantly increase the quality of vocational training and fit of provided knowledge, skills
and compentences to the needs of enterprises, thus facilitating employability of graduates and
improvement of the image of vocational training in society. It could also significantly con-
tribute to increasing attractiveness of the Lithuanian economy and its human resources to for-
eign investors and attract new workplaces demanding skilled workers. The implementation of
this pathway of apprenticeship requires a transparent legal basis for contracting of apprentice-
ship, with clear regulations of rights and responsibilities of enterprises and public VET pro-
viders in the organisation and provision of training, based on the negotiations of the stake-
holders. Different fiscal exemptions and concessions to enterprises providing apprenticeship
training should also enhance the interest of employers to take responsibility for apprentice-
ship.
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3 COMPARISON OF THE CONTEXT AND PROCESSES OF
APPRENTICESHIP DEVELOPMENT AND ITS
IMPLICATIONS FOR POLICY LEARNING

Policy learning between countries should involve deep consideration of the context of policy
measures and instruments. This also applies for the case of policy learning in the implementa-
tion and development of apprenticeship in the initial VET system of Lithuania. Therefore this
chapter will provide a short comparative overview of the main contextual issues of appren-
ticeship development in the project partner countries by outlining potential implications of
these issues for policy learning.

Historical evolution of apprenticeship:
preconditions for pathway development

LITHUANIA

The predominantly agrarian character of economy until the middle of XXth century and late
industrialization under the regime of centrally planned economy could not create any firm
traditions of apprenticeship training, nor facilitate the establishment and development of sys-
tematic understanding, values and know-how of this training pathway. Therefore the process
of implementation and development of apprenticeship is largely ‘ad hoc’ and begins from the
establishment of basic and fundamental issues.

GERMANY

Firm traditions and values of apprenticeship were developed more or less in a consecutive and
‘organic’ way throughout the different historical periods: institutional and economic pattern
of apprenticeship in the system of medieval crafts guilds was followed and transformed ac-
cording to the needs and requirements of human resources of the emerging industrial econ-
omy, by establishing the institutional frameworks of cooperation, instruments of funding, or-
ganization of training etc. Apprenticeship served as one of the cornerstones in the develop-
ment of the dual VET model.

FRANCE

As in the other Western European countries apprenticeship traditions were founded in the
medieval crafts and continued throughout later periods of industrial development. One of the
distinctive features of the pathway of apprenticeship development in France is the strong
regulative power of the state. State interventions to apprenticeship regulation were marked by
such legal acts as the suppression of guilds in 1791, the Act of 2o February 1851 which
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regulated contracts binding apprentices to their masters, the Astier Act of 25" July 1919 giv-
ing local authorities responsibility for organising compulsory vocational training courses for
youngsters from 14 to17 years old employed in industrial companies. Consequently, appren-
ticeship became as one of the important instruments of national economic and social policies.

ENGLAND

One of the distinctive features of the apprenticeship development pathway in England is a
degree of division of the aims and goals of apprenticeship seen by the different stakeholders:
from the regulation of provision of skills by craft guilds, to the free provision of skills accord-
ing to the needs of entrepreneurs in the early years of the industrial revolution. Unlike the
development of apprenticeship in France, the role of state regulation is much weaker and the
autonomy of employers, trade unions and training providers much higher. A very important
role is played in the development and organisation of apprenticeship by different intermediat-
ing institutions representing employers, professionals or employees, such as UK Industry
Training Boards (ITBs), Sector Skills councils etc.

NETHERLANDS

Apprenticeship development in the Netherlands was influenced by the early industrialization.
For example, in XVI"-XVII" century Amsterdam, certain crafts set more stringent and com-
prehensive requirements to training and evaluation of acquired knowledge and skills, than
others. For example, the guilds of bakers, carpenters, masons, basket makers, tailors, weavers,
shoe-makers, forgers, book printers, painters established an obligatory three years training and
an examination. Other crafts, related to the trade and transport or services in the most cases
lacked clearly defined training requirements and paid more attention to practical experience of
candidates (Geschiedenis van Amsterdam Centrum van de Wereld 1578-1650, 2004). Early
industrialization and mercantilism facilitated development of different entrepreneurial ap-
proaches to workforce training and exploitation of skills For example, the superiority of the
Dutch navy in XVII™ century world trade amongst was largely determined by the application
of modern technologies of shipbuilding of that period and the availability of expert workers
and supervisors in shipbuilding. Another important advantage was the organization of the
work of marines by setting in detail their positions and responsibilities in the ship, which
made it possible to recruit and train even inexperienced marines (Braudel, 1986). As in Ger-
many, apprenticeship became one of the cornerstones of the modern system of VET.

23



% B DEVAPPRENT WP 4

Implications (things to consider) for policy learning in developing apprenticeship

The measures and instruments of apprenticeship applied in Germany, France, England and the
Netherlands are designed and developed in the context of continuous historical pathways of
the development of apprenticeship. Their effectiveness is supported by the established tradi-
tions, values and cultural approaches towards apprenticeship. Therefore apprenticeship train-
ing is organically embedded in the systems of education, economy and social cohesion of
these countries, together with corresponding institutional, legal and cooperation frameworks.
These circumstances practically exclude the possibility of ‘mechanical’ policy borrowing and
transfer of different measures and instruments of apprenticeship from these countries to
Lithuania. Regarding policy learning, the choice of objects of learning for designing and de-
velopment of original instruments and measures of apprenticeship depends on the choice of
political-socio-economic model of apprenticeship. For example, the choice of a liberal path-
way with decreased state regulation, delegation of wide rights and responsibilities in the field
of apprenticeship to enterprises and negotiations between enterprises and apprentices can
make the experience of England more attractive and pertinent. By contrast in the case of seek-
ing to integrate apprenticeship training with the school based initial VET by actively involv-
ing sectoral stakeholders and governmental institutions, the experience of Germany and
France can provide more ideas for learning.
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Existing socioeconomic conditions:
structure of economy in terms of size of enterprises

LITHUANIA

The very strong domination of SMEs in the economy and labour market of Lithuania must be
mentioned. The majority of workplaces belong to enterprises with 250 or fewer employees.

In 2003, SMEs accounted for 99.4% of the total number of enterprises in Lithuania and em-
ployed 69.7% of the total working population.

Beginning 2012

Total number of employed population 806359
Total number of enterprises 62889
Enterprises by size (number of
employees) Percentage
1-4 employees Number of employees 79479 9,86%
Number of enterprises 35145 55,88%
5-9 employees Number of employees 90008 11,16%
Number of enterprises 13772 21,90%
10-19 employees Number of employees 94193 11,68%
Number of enterprises 7041 11,20%
2049 employees Number of employees 130354 16,17%
Number of enterprises 4358 6,93%
2 1-49 employees Number of employees 394034 48,87%
Number of enterprises 60316 95,91%
50-99 employees Number of employees 105547 13,09%
Number of enterprises 1523 2,42%
100-149 employees Number of employees 57176 7,09%
Number of enterprises 473 0,75%
150—249 employees Number of employees 51475 6,38%
Number of enterprises 274 0,44%
> 50-249 employees Number of employees 214198 26,56%
Number of enterprises 2270 3,61%
250—499 employees Number of employees 72453 8,99%
Number of enterprises 205 0,33%
500—999 employees Number of employees 43403 5,38%
Number of enterprises 66 0,10%
1 000 and more employees Number of employees 82271 10,20%
Number of enterprises 32 0,05%
> 250-1000 and more Number of employees 198127 24.57%
Number of enterprises 303 0,48%

Table No. 1: Structure of economy according to the size of enterprises in Lithuania. (Source:. Statistics
Lithuania)
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At the beginning of 2012 micro enterprises (up to 50 employees) represented 96 % of the total
number of enterprises and employed 49 % of the total working population. Some 26% of the
working population were employed in SMEs having from 50 to 249 employees.

GERMANY

The share of big enterprises in the structure of economy and labour market in Germany is
above the EU average, despite the fact that there are about 3.6 million small and medium-
sized enterprises representing 99.7 percent of all companies. Around 70-80 percent of the to-
tal employed population work in SMEs.

“Germany’s industrial sector consists to a large extent of small and medium-size firms, the so-called Mit-
telstand. As Siebert explains, the important companies in this group are built around a technological idea
and are technological specialists in their fields (...). Private ownership by the entrepreneur typically plays
an important role in these firms, and thus the “owner-entrepreneur is the driving force of the enterprise.”
(Miiller, 2007: 9)

FRANCE

Currently the economy of France is dominated by SMEs, which employ 63% of the total em-
ployed workforce. In recent years, SMEs increased employment opportunities by 35 %. The
concentration of SMEs in the economy of France ref; lects the EU average, while the concen-
tration of big enterprises is slightly above the EU average. (Institut Sage, 2011) Very small
enterprises (TPE) make up 97 % of all enterprises in France and employ 37% of the total
working population (producing 28% of added value); SMEs (20 - 249 employees) make up
3% of companies and employ 27% of the working population (producing 25% of added
value); whilst big enterprises (more than 250 employees) represent only 0.2% of enterprises
but employ 36% of the total working population (producing 47% of added value).

ENGLAND

The UK is a big firm economy by European standards, using the commonly used definition of
250 employees or more in a large firm. A recent review of available data shows that in 2003
the UK had the biggest share of employment in large firms (250 employees) of any of the EU
States, with 41 percent employed in large firms compared with an EU average of just over 31
percent (Brinkley, 2008).

NETHERLANDS

Some 99.6% out of a total of 864,000 Dutch companies in 2010 were SMEs, according to the
EU definition. In the non-financial business economy 537,000 SMEs accounted for 67.2% of
total employment (in 2008). This indicates that there are relatively more large scale enter-
prises (LSE) and that they account for a larger share in total employment in the Netherlands
compared to the EU-27.
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A look at the distribution of SMEs and LSEs across sectors reveals that most of the non-
financial SMEs are active in the wholesale and retail trade sectors (32% of SMEs) and the
business activities sector (about 31%). By contrast, LSEs are relatively active in the manufac-
turing sector (around 31% of LSEs). In the case of SMEs the distribution of enterprises across
sectors is similar for the Netherlands, Germany and the EU in total. In Germany and the EU
more LSEs are active in the manufacturing sector (in both cases nearly 50%) than in the
Netherlands (Roth, 2011).

Implications (things to consider) for policy learning in developing apprenticeship

This comparison shows that although small enterprises and SMEs make the biggest share of
enterprises in all the economies considered, large enterprises employ a much bigger share of
working population in Germany, France, England and Netherlands than in Lithuania. It raises
the question of applicability of know-how of national policy measures and instruments of
apprenticeship oriented to the capacities and needs of big enterprises in the contexts of small

and medium enterprises. From the other side the project partners countries can propose for
learning many different experiences, approaches and instruments of apprenticeship, which are
applied locally in the SMEs or on the level of SME dominated sectors (e.g. hospitality), or
specific national policy measures and instruments aimed at developing apprenticeship in
SME:s.
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Existing socioeconomic conditions:
Level and features of industrialization

LITHUANIA

Lithuania can be characterized as a country of late industrialization (second half of XXth cen-
tury). The restructuring of the economy after 1990 also involved a collapse or restructuring of
the big industrial enterprises established in the Soviet period. The newly established industrial
enterprises are more concentrated in the sectors of high technologies. Currently industrial en-
terprises employ only about 15% of the total employed workforce (data of 2nd quarter 2011,
Statistics Lithuania). Industry is concentrated in the sectors of food and beverage, woodwork-
ing, textile, chemical industry, production of machinery and equipment. A rather important
feature and a factor of industrial development in certain sectors (like metalworking, machin-
ery production) is the extent of subcontract work undertaken for Western European enter-
prises. However, due to increasing labour costs, the extent of outsourcing to Lithuanian indus-
try is declining and the involvement of outsourced/subcontracted workplaces is shifting to
more complex and higher value added orders.

GERMANY

Germany is an economy with a strong industrial base. Germany's technology-based industry
provides almost 90 percent of the country's exports, of which a large part is investment goods:
59 percent of exports stem from four industrial sectors: machine building, automobiles,
chemicals, and electro-technical products; only 10 percent of exports are services. Its indus-
trial base traditionally depended on engineering know-how and innovative performance, on
entrepreneurial spirit, on the organizational capabilities of its people, and on the skills and the
effort of its workers.

“There was relative decline of industry or manufacturing (verarbeitendes Gewerbe) from 38.1 percent of
employment in 1970 to 22.4 percent in 2002. The wider delineation of the producing sector or the produc-
tion industries (produzierendes Gewerbe), also including mining, energy supply and construction, fell
from 47.9 percent of employment or 12.5 million in 1960 to 27.8 or 10.8 million in 2002, whereas the
employment in the service sector increased from 38.4 to 69.7 percent (figure 1.3). There has been a con-
tinuous shift away from the industrial economy, first to a service economy and lately to the information
(IT) or knowledge-based economy (Siebert, 2005).

In a political sense the consequences of industrialisation enforced the question of education of
the (poor) workers: the authorities were afraid of the revolutionary impact of the existence of
industrial workers and the trade unions were interested in “Bildung” because this was ex-
pected to offer more social equality. In an economic sense the career of the dual system in
Germany is simply based on the fact that to have a kind of education (Bildung) for young pro-
letarians, a copy of the tradition of handcraft apprenticeship to industry was strongly needed.
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By legal initiative the industrial enterprises had to copy the apprenticeship of trade and crafts
(or the so called famulatur of the academic professions) to establish a basis of qualification.

FRANCE

The decline in industrial employment towards the end of the XXth century in France was as-
sociated with an important growth of productivity in this sector and with processes of out-
sourcing. This restructuring involved important redistributions of the workforce according to
skills levels with an increased employment of high skilled workers and a reduction of low-
skilled and unskilled jobs:

The massive reduction in jobs (-30% between 1978 and 2002 i.e. — 1.6 million jobs) is the logical conse-
quence of increasing productivity gains in industry. However, another crucial phenomenon complicates
the analysis and makes it difficult to thoroughly assess the real weight of industry in employment: the
widespread and increased use of outsourcing in the 1990s. The result of this development is a transfer of a
share of the added value and jobs from industry to the service sector. The significant decrease in indus-
trial jobs due to increased productivity must also be qualified by a more qualitative assessment of the dis-
tribution of industrial jobs. This is evidenced by two phenomena directly related to increased productiv-
ity: the relocation of occupational specialities and the general raising of the level of skills. An analysis of
the ten professional families (a nomenclature of jobs that combines Insee’s code of professions and socio-
professional categories and ANPE3’s directory of jobs) between 1982 and 2002 highlights the increased
level of skill in industry: it can be observed that for qualified workers in the semi-processed goods indus-
tries (the pivot of the French industrial system which was restructured during 1990s), there has been an
increase of more than 30% in the workforce comprising supervisory staff, technical experts and engi-
neers. By contrast, unskilled workers in all industrial branches and skilled workers in the most labour-
intensive sectors (mechanics, textiles, wood) are amongst those families that have lost the greatest num-
ber of jobs over the period (Le Blanc, 2005).

ENGLAND

Industrial decline from the 1980s changed the structure and profile of industry. By 2007 the
contribution of manufacturing to total GDP had declined to 12.4 per cent. Manufacturing em-
ploys only 2.6 million people, compared with nearly seven million at the end of the 1970s.

“Labour 